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Innovating New Working Practices and Breeding an Environment Where Talent May Grow: NexSpace Health Systems (NHSX)

Task A: Designing Innovative Working Practices	

[bookmark: _Toc242908592]A1. Traditional work practices versus contemporary innovative working practices and their suitability for NexSpace
NexSpace’s slow decision-making, limited experimentation and weak collaboration suggest a mismatch between its hierarchical working arrangements and the demands of developing AI healthcare technologies. Traditional work practices can provide consistency and clear responsibilities, but their suitability depends on the tasks being performed.
Taylor’s scientific management emphasises systematically defined work methods, employee selection and training, and managerial responsibility for planning work (Taylor, 1911). This approach can support predictable activities where consistent execution is important. However, applying restricted methods to specialist development work could limit employees’ choice to investigate unfamiliar problems. At NexSpace, requiring routine decisions to pass through several management layers could delay problem-solving and prevent employees from using their expertise effectively.
Nevertheless, removing hierarchy entirely would be an unsuitable response. NexSpace should retain clear accountability and consistent procedures for activities such as product testing, while allowing greater options over how teams explore ideas and coordinate development. The distinction is between controls that support dependable outcomes and controls that unnecessarily delay informed decisions. Therefore, innovative work practices should be assessed according to whether they improve collaboration and employee contribution while preserving appropriate oversight. This provides a basis for evaluating high-performance and high-involvement work systems as complementary responses to NexSpace’s difficulties.
HPWS and HIWS
High-performance work systems (HPWS) combine recruitment, development and rewards to strengthen employee capability and motivation, whereas high-involvement work systems (HIWS) emphasise autonomy, participation and influence over decisions. However, these approaches overlap: involvement can form part of HPWS, making a strict separation misleading. Boxall and Macky (2009) question universal “best practice” claims and emphasise the processes employees experience. 
For NexSpace, developing employees’ skills alone would not resolve approval delays, while giving them decision-making authority without sufficient expertise could lead to poorer decisions.
Combining targeted development with genuine decision-making authority would enable specialists to apply their knowledge and resolve problems closer to the work. Nevertheless, involvement should not become a means of transferring additional responsibilities to employees without adequate resources. Boxall and Macky (2014) associate involvement with higher job satisfaction, but distinguish this from work intensity, which is associated with stress and fatigue. Their survey evidence does not establish that equivalent outcomes would occur at NexSpace. Implementation should therefore pair delegated authority with manageable workloads and assess decision speed and solution quality alongside employee wellbeing.
Sociotechnical alignment
Sociotechnical systems theory argues that performance depends on designing people, technology and work processes together (Clegg, 2000). Compared with traditional work design’s emphasis on managerial control, it supports employee participation in shaping how work is organised. For NexSpace, this suggests that digital investment alone cannot resolve weak collaboration if responsibilities and decision-making remain poorly aligned. However, participative design requires time and may expose competing needs across teams. Its value therefore depends on balancing employee influence with clear accountability and shared organisational goals.
A2. Recommendations for NexSpace: 
Agile working
NexSpace should test cross-functional product teams combining AI developers, clinical specialists, design and quality expertise around shared product goals. Working together from the start could help departments identify different needs early and avoid delays. Scrum provides one practical approach through cross-functional, self-managing teams and iterative review (Schwaber and Sutherland, 2020, p. 5). Teams should have authority over task allocation and development methods, with explicit escalation boundaries for safety sensitive decisions. This would enable agile teams to apply the capabilities developed through HPWS.
Serrador and Pinto (2015) associate agile use with greater project efficiency and stakeholder satisfaction across 1,002 projects. However, this cross-industry evidence does not establish equivalent benefits for safety-sensitive healthcare technologies, supporting a controlled pilot at NexSpace. Furthermore, agile meetings alone would not reduce delays unless decision-making and approval processes also changed. Similarly, delivery targets could discourage experimentation if managers reward speed alone. NexSpace should therefore protect testing time, agree quality requirements and assess progress through decision lead times, rework and stakeholder feedback alongside workload. Testing these arrangements with one team first would help NexSpace assess whether they improve innovation and coordination before introducing them more widely.
Hybrid and flexible working
NexSpace should redesign hybrid working around task interdependence, with teams agreeing when joint problem-solving requires live interaction and when individual work benefits from uninterrupted remote time. Flexible start and finish times should accommodate personal needs and international coordination through limited, agreed overlap hours. This complements autonomous agile teams while preventing flexibility from undermining shared availability.
Bloom, Han and Liang’s (2024) randomised trial found that two home-working days per week reduced employee turnover without damaging performance. However, evidence from one Chinese technology company does not establish the optimal arrangement for NexSpace’s internationally distributed workforce. Moreover, Yang et al. (2022) found that fully remote working made collaboration networks more siloed at Microsoft. Although fully remote work differs from hybrid working, this highlights the need to deliberately maintain cross-team connections.
NexSpace should therefore coordinate local collaboration days and cross-country virtual problem-solving sessions, rather than require everyone to attend the office for the same number of days. Managers should assess contributions against agreed outcomes and quality standards, reducing reliance on visibility. Regular reviews of knowledge sharing, delivery quality and employee workload would test whether flexibility supports performance without creating isolation or expectations of constant availability.
Digital collaboration 
NexSpace should connect shared project boards with a searchable knowledge repository containing decisions, testing lessons and named document owners. These tools would support agile teams by making progress, responsibilities and lessons visible across locations. HPWS training should equip employees to use them effectively, with protected time and agreed documentation responsibilities. Parker and Grote (2022) argue that technology’s effects depend on work design and managerial choices; shared tools therefore require clear responsibilities and employee support. Notification limits and clear response expectations would help manage workload and reduce pressure to remain constantly available.
Integration and evaluation
The framework combines HPWS capability development with agile teamwork: employees need the skills to contribute and opportunities to apply them through joint problem-solving. HR and product leaders should oversee a pilot, comparing decision times, rework, knowledge sharing and workload with baseline measures. A three-month review should evaluate the pilot against predefined performance indicators, including decision-making efficiency, collaboration quality and employee wellbeing. Wider implementation should depend on demonstrable improvements without compromising operational quality or increasing employee workload. 
Task B: Breeding an Environment Where Talent May Grow

[bookmark: _Toc242908594]B1. Critically evaluate how organisations create environments where talent flourishes

Learning Organisation (Senge)
Senge’s learning organisation connects personal mastery, mental models, shared vision, team learning and systems thinking (Senge, 2010). Its contribution is recognising that employee development depends on organisational conditions rather than training alone. Personal mastery supports individual capability, while team learning enables knowledge to become a collective resource. Systems thinking connects development with management priorities, working practices and organisational outcomes.
This approach is relevant to NexSpace because employees report inadequate learning opportunities and high performers perceive limited career growth. Providing courses would have limited value if employees lacked time to learn or opportunities to apply their knowledge. Learning must therefore become part of everyday work rather than an activity competing with delivery targets.
However, Senge’s framework offers broad principles rather than a precise implementation process. A shared vision may also reflect management priorities without adequately considering employees’ aspirations. Organisations must distinguish between encouraging commitment to business goals and providing meaningful development. For NexSpace, the framework is useful when supported by resources, opportunities to apply learning and evidence of capability improvement. Describing the organisation as learning-oriented would otherwise conceal the gap between its intentions and employees’ experience.

Talent Management Frameworks
Collings and Mellahi (2009) connect strategic talent management with identifying critical positions, developing talent pools and aligning HR practices with organisational needs. This provides a basis for prioritising limited development resources. Critical positions need not be senior management roles: specialist expertise may contribute substantially to competitive advantage. Succession planning should identify business-critical technical and leadership positions, assess potential internal successors and provide targeted mentoring and developmental assignments. However, transparent selection criteria are essential to minimise favouritism and ensure equitable access to advancement opportunities.
For NexSpace, this approach links development investment to the capabilities needed for AI-enabled healthcare technologies. It also highlights why recruitment alone cannot resolve talent shortages when existing employees leave because progression opportunities are unclear. Development and retention must form a connected process.
Nevertheless, concentrating investment on selected employees creates a tension between strategic focus and wider access to opportunity. Assessments of potential may favour visible employees or reproduce managers’ existing preferences, overlooking capable staff across international locations. Exclusive opportunities could therefore undermine the commitment the organisation seeks to build. Conversely, distributing identical resources to every employee may overlook differences in business need. NexSpace should balance targeted investment in critical roles with accessible learning and transparent progression criteria. The framework offers strategic direction but does not establish that talent programmes automatically improve retention; employees must experience credible opportunities.
Employee Experience (EX)
Employee experience examines how employees perceive everyday management, working conditions, development and progression. It complements talent management by assessing whether formal policies produce meaningful opportunities. A training programme may exist while employees feel unable to participate because managers prioritise immediate output. CIPD (2026) identifies fair treatment, flexibility and wellbeing as important retention practices.
EX directly addresses NexSpace’s difficulty balancing wellbeing with high-performance expectations. Guest (2017) argues that employee wellbeing should be a central HR objective, challenging approaches that treat it merely as a means of improving performance. Boxall and Macky (2014) distinguish employee involvement from work intensity, associating greater intensity with stress and fatigue.  Applied through an EX-perspective, this challenges the assumption that additional responsibility or development activity necessarily improves working life.
However, EX can become too broad to guide decisions unless organisations identify specific experiences requiring improvement. Overall satisfaction scores may conceal unequal access to learning or excessive workloads in particular teams. Positive perceptions also do not independently demonstrate improved capability. Improved employee satisfaction should not be interpreted as evidence of successful talent retention, as highly skilled employees may still leave due to limited progression opportunities. NexSpace should therefore consider employee feedback alongside progression, skill application and workload evidence. Together, the three approaches connect learning conditions, career opportunities and the lived experience of development.
[bookmark: _Toc242908595]B2. Develop a comprehensive talent growth strategy for NexSpace Health Systems
NexSpace should establish a coordinated strategy linking continuous learning, credible career progression and sustainable working conditions. The HR director should oversee implementation with department leaders, who must make development practical within team workloads. Initial skills reviews and employee discussions should identify future capability requirements alongside employees’ aspirations, avoiding a strategy determined solely by short-term vacancies.
Learning and development
Individual development plans should combine targeted training, mentoring and practical assignments linked to identified capability gaps. Managers should include protected learning time in workload planning and adjust delivery expectations accordingly. This translates Senge’s approach into opportunities employees can use, rather than increasing demands without providing resources.
Cross-country learning groups should discuss project outcomes and share lessons, supported by a common repository. Employees should demonstrate how learning improves their work, with feedback from mentors and colleagues. Course completion alone would provide insufficient evidence of development. To control costs, NexSpace could initially prioritise its most significant capability gaps while maintaining foundational learning opportunities across the workforce.
Career growth and talent retention
NexSpace should publish technical and managerial career pathways, with clear criteria showing how employees can progress. Internal vacancies, mentoring and temporary project assignments should make opportunities visible across locations. Talent pools should prepare several candidates for critical roles, following Collings and Mellahi’s (2009) strategic focus.
Selection should use documented evidence and regular reassessment, enabling employees outside the original pool to enter as their capabilities develop. However, participation must not imply guaranteed promotion. Where vacancies are limited, development should also offer broader expertise and meaningful responsibilities, with employees choosing opportunities relevant to their aspirations.
Employee experience and evaluation
Managers should hold regular conversations about development, workload and career expectations. Recognition should value knowledge sharing and skill application alongside delivery, preventing learning from being discouraged by narrowly defined targets. Confidential feedback and follow-up discussions should identify barriers that employees may hesitate to raise directly.
A six-month pilot should compare demonstrated capability, internal progression, high-performer turnover and workload with baseline measures. Results should be examined by location and employee group to identify unequal access. Falling turnover alone would not prove success because external employment conditions may influence departures. Expansion should depend on combined evidence that employees develop useful capabilities, see credible growth opportunities and maintain sustainable workloads.
[bookmark: _Toc242908596]Task C: Reflective report
AI as a Strategic Tool
AI can support strategic HR decisions by identifying patterns in workforce data, highlighting potential skill gaps and informing development priorities. However, useful predictions do not automatically produce fair or appropriate decisions. Tambe, Cappelli and Yakubovich (2019) identify challenges involving complex HR situations, limited datasets, fairness and employee reactions to algorithmic decisions. Hunkenschroer and Luetge’s (2022) review identifies both fairness opportunities and ethical risks in AI recruitment, challenging assumptions that automation necessarily reduces bias.
As a future HR professional, I would use AI outputs as evidence to question, rather than instructions to follow. Recommendations about recruitment, development or retention should be checked against relevant information and employees’ circumstances. Human empathy requires listening to employees, particularly where numerical indicators overlook personal difficulties or unequal access to opportunities. Professional responsibility therefore includes protecting confidential information, examining possible bias and explaining the reasoning behind decisions. Human involvement must provide meaningful scrutiny rather than simply approve an automated recommendation.
Reflective Analysis
First, I used AI to clarify unfamiliar concepts and wording, including hierarchical approval delays and agile working. Asking for simpler explanations helped me examine the meaning before revising the language myself. However, complex wording initially made parts of the draft harder to interpret. This demonstrated that academic language is useful only when I understand the argument it expresses. To strengthen my explanatory capability, I need to test whether I can explain a concept independently after receiving assistance.
Second, I used AI to identify academic references, then accessed and read the original sources. During checking, I identified missing access dates and difficulties locating full texts and citation pages. AI supported my research process, but the output still required verification. This experience highlighted the distinction between receiving a plausible reference and establishing that it accurately supports a claim. My responsibility includes checking publication details, reading the relevant passage and avoiding page numbers I cannot confirm.
Third, I used AI-assisted drafts to develop ideas before revising them and seeking lecturer feedback. The initial draft covered more frameworks than necessary. My lecturer advised focusing Task A’s recommendations on HPWS and agile, and selecting three approaches for Task B. This showed how detailed output can still lack prioritisation. AI helped generate material, but judging relevance required returning to the brief and acting on feedback. For HR practice, the lesson is that more options do not necessarily improve a recommendation; selection needs a clear rationale.
Personal Action Plan
Over the next three months, I will maintain a source-checking record for substantial AI-assisted claims and complete introductory learning in people analytics and responsible AI. Each month, I will analyse a fictional HR dataset, explain its limitations and produce a short recommendation supported by verified evidence.
I will also practise explaining theories without AI assistance and seek feedback on my reasoning and clarity. Before accepting an AI recommendation, I will examine the evidence, alternative explanations, fairness and affected employees’ perspectives. I will review progress monthly using completed analyses, feedback and my ability to justify decisions independently. These actions aim to strengthen digital literacy, critical judgement and communication while retaining responsibility for my work.
[bookmark: _Toc242908597]
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