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Topic: Innovating New Working Practices and Breeding an Environment Where Talent May Grow

NexSpace Health Systems (NHSX)

[bookmark: _Toc1319615491]Introduction
NexSpace Health Systems (NHSX) is a rapidly growing in the health care technology organisation with approximately 600 employees across the United Kingdom, India, and the United Arab Emirates. The organisation develops AI-enabled digital health platforms, remote patient monitoring systems, and clinical decision-support technologies that help healthcare providers improve patient care. Through continued investment in innovation and international expansion, NHSX has established a strong position within the healthcare technology sector. (Chowthi-Williams; Cong and Yu)
Despite its success, NHSX faces several workforce challenges, including slow decision-making, limited opportunities for employee creativity, reduced collaboration within hybrid teams, and difficulties retaining high-performing staff. This report examines how innovative working practices and effective talent development strategies can help NHSX create a culture that promotes collaboration, continuous learning, employee growth, and innovation, ultimately supporting long-term organisational success and sustainable competitive advantage (Chowthi-Williams; Cong and Yu).





[bookmark: _Toc1714535427]Task A: Designing Innovative Working Practices at NexSpace Health Systems
[bookmark: _Toc1156788450]Traditional Work Design Versus Contemporary Innovative Working Practices
Traditional work design is typically based on a hierarchical structure where managers make decisions and employees follow instructions. Communication usually flows from the top down, and employees have limited involvement in decision-making. While this approach can provide clear roles and responsibilities, it often slows decision-making, reduces flexibility, and limits innovation. In rapidly changing industries such as healthcare technology, traditional structures can prevent organisations from responding quickly to market changes and customer needs (Townsend et al.).
One approach associated with modern organisations is the High-Performance Work System (HPWS). This focuses on improving organisational performance through employee development, training, performance management, and reward systems. HPWS encourages organisations to invest in their employees to achieve better productivity and business outcomes. While HPWS can improve performance, it sometimes places greater pressure on employees to achieve high targets, which may affect wellbeing if not managed carefully (Townsend et al.).
A second approach is the High-Involvement Work System (HIWS). This model increases employee participation in decision-making and encourages staff to contribute ideas and solutions. Employees have more ownership of their work, which can increase motivation, innovation, and job satisfaction. Compared with traditional work design, HIWS creates a more collaborative culture where employees feel valued and engaged (Wright).
Another contemporary approach is Agile Working. Agile working enables teams to respond quickly to changing business demands through flexibility, collaboration, and continuous improvement. Rather than following lengthy approval processes, agile teams work in short cycles, allowing quicker decision-making and faster innovation. This approach is particularly suitable for NHSX because technology development requires regular updates, testing, and adaptation (Serrador and Pinto).

Similarly, Flexible Working Practices allow employees greater control over when and where they work. Flexible hours compressed working weeks, and remote working can improve employee wellbeing and retention. This is especially important for NHSX as employees have reported limited opportunities for career growth and work-life balance (Menezes and Kelliher).
Finally, Sociotechnical Systems Theory emphasises the importance of aligning people, technology, and organisational processes. The theory suggests that organisations achieve the best results when technological systems and human needs are designed together. Since NHSX develops AI-enabled healthcare technologies, adopting a sociotechnical approach would help ensure that employees can effectively use technology while remaining engaged and productive ((Tennin and Ilaria).
Overall, contemporary working practices offer significant advantages over traditional work design. They encourage innovation, improve communication, increase employee involvement, and create greater organisational flexibility. These benefits are particularly important for NHSX as it seeks to build a workforce capable of supporting continued growth and innovation (Cooper and Foster).
Contemporary working practices create an environment where employees are empowered to share ideas, collaborate across teams, and contribute to decision-making. Unlike traditional work designs, which often rely on rigid hierarchies and clearly defined roles, modern approaches encourage teamwork, knowledge sharing, and continuous learning. This enables organisations to respond more quickly to changing demands, implement new technologies effectively, and develop creative solutions to complex challenges.
Another important advantage is improved communication. Digital technologies, virtual collaboration tools, and integrated information systems allow employees to communicate more efficiently regardless of their location. Better communication helps reduce delays, strengthens relationships between departments, and supports coordinated decision-making. For an organisation such as NHSX, which operates in a complex healthcare environment, effective communication is essential for delivering high-quality services and implementing digital transformation initiatives.
Contemporary work practices also increase employee engagement and job satisfaction. Employees who are given greater flexibility, and responsibility often feel more valued and motivated. Flexible working arrangements, remote working opportunities, and employee participation in decision-making can improve wellbeing while reducing stress and absenteeism. Higher levels of employee engagement are frequently linked to increased productivity, stronger commitment to organisational goals, and lower staff turnover.
Furthermore, modern work designs provide organisations with greater flexibility to adapt to changing circumstances. Healthcare organisations face ongoing challenges, including technological advancements, workforce shortages, and evolving patient expectations. Agile working methods, cross-functional teams, and flexible job structures enable organisations to respond more effectively to these changes while maintaining service quality. This adaptability is particularly valuable for NHSX as it continues to support innovation and drive improvements across the health service.
In addition, contemporary working practices support the development of a skilled and future-ready workforce. Employees are encouraged to develop new competencies, embrace digital tools, and participate in continuous professional development. This not only enhances individual performance but also strengthens organisational capability. As healthcare increasingly relies on digital solutions and data-driven decision-making, investing in modern ways of working helps ensure that NHSX has the knowledge, skills, and flexibility required to meet future demands.
Therefore, contemporary working practices provide NHSX with a strong foundation for innovation, collaboration, employee engagement, and organisational resilience. By embracing modern approaches to work design, NHSX can improve workforce performance, support digital transformation, and remain responsive to the changing needs of both employees and patients (Tennin and Ilaria).
[bookmark: _Toc952250048]Recommended Innovative Working Practices for NHSX
To address its current challenges, NHSX should implement an integrated framework that combines agile working, employee empowerment, technology, and flexible work arrangements (Ludwig Bstieler and Noble).
[bookmark: _Toc1301638919]1. Strengthening Cross-Functional Collaboration
NHSX should establish cross-functional teams that bring together employees from different areas such as software development, clinical support, data analysis, operations, and customer services. These teams would work collaboratively on projects and innovation initiatives (Hershey).
Cross-functional collaboration encourages knowledge sharing, improves problem-solving, and generates more creative solutions. Employees gain a broader understanding of organisational objectives and can contribute different perspectives to project outcomes. This approach would also help reduce the communication barriers currently experienced across international teams (Lin et al.).
[bookmark: _Toc874308471]2. Enhancing Hybrid and Flexible Working
NHSX should adopt a structured hybrid working model that combines the benefits of remote and office-based work. Employees should have flexibility to work remotely while attending scheduled collaboration sessions, workshops, and team meetings when necessary (Wang et al.).
however, flexible working arrangements should be introduced, including flexible start and finish times and greater autonomy over work schedules. These practices can improve employee wellbeing, increase job satisfaction, and support work-life balance.
By offering greater flexibility, NHSX is more likely to attract and retain talented employees who value modern working arrangements (Ludwig Bstieler and Noble).
[bookmark: _Toc652460597]3. Introducing Agile Project Teams
NHSX should adopt agile project management methods across technology and business teams. Agile teams should work in short project cycles, hold regular review meetings, and continuously improve processes based on feedback (Holopainen et al.).
Benefits include:
· Faster decision-making.
· Improved responsiveness to customer and patient needs.
· Greater collaboration between departments.
· Reduced project delays.
· Increased innovation.
Agile teams would be particularly beneficial for AI and digital healthcare projects where rapid adaptation is often required (Kane).
[bookmark: _Toc695690512]4. Investing in Digital Collaboration Technologies
To improve collaboration between employees across different countries, NHSX should invest in modern digital collaboration platforms (Sotirofski and Kraja).
Examples include:
· Microsoft Teams for communication and meetings.
· Shared project management tools such as Jira or Trello.
· Knowledge-sharing platforms and digital learning hubs.
· AI-powered collaboration tools that support teamwork and information sharing.
These technologies would help overcome communication barriers created by hybrid working and international operations. Employees would have easier access to information, expertise, and support regardless of location (Du and Wang).
[bookmark: _Toc1922475982]Benefits to Organisational Performance
The proposed framework would provide several benefits for NHSX. Cross-functional collaboration and agile working would encourage innovation, improve problem-solving, and support faster decision-making. Hybrid and flexible working arrangements would enhance employee wellbeing, job satisfaction, and retention, helping to reduce the loss of talented employees. Increased autonomy would create a culture of trust and empowerment, leading to higher engagement, motivation, and productivity (Bezdek). 
In addition, digital collaboration technologies would strengthen communication and knowledge sharing across international teams. Overall, by adopting agile working, employee empowerment, flexible working, and digital collaboration tools, NHSX can improve organisational agility, support innovation, and create a more collaborative and productive working environment that contributes to long-term organisational success (Bowyer et al.).
[bookmark: _Toc596407652]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc381441242]Evaluating How Organisations Create Environments Where Talent Flourishes at NHSX
To address the issue of high-performing employees leaving due to limited career progression and inadequate learning opportunities, NHSX must create an environment where employees feel valued, supported, and able to develop their careers. Two particularly relevant approaches are Senge's Learning Organisation Theory and Talent Management Frameworks (Ujwary-Gil and Potoczek).
[bookmark: _Toc1180265809]Learning Organisation Theory (Senge)
Senge's Learning Organisation Theory highlights the importance of continuous learning, knowledge sharing, and employee development. In a learning organisation, employees are encouraged to acquire new skills, share expertise, and contribute to organisational improvement. For NHSX, adopting this approach could help address employee concerns regarding limited learning opportunities (Henning and Kaufmann).
By investing in training, mentoring, coaching, and professional development programmes, NHSX can provide employees with clear opportunities to expand their knowledge and develop new competencies. Employees are more likely to remain with an organisation when they feel they are growing professionally and preparing for future career opportunities. Continuous learning also enables staff to adapt to technological advancements and changing healthcare demands, which is particularly important within a digitally focused organisation such as NHSX (Kerridge et al.).
Furthermore, a learning culture promotes collaboration and innovation. Employees who can learn from colleagues and share best practices are more engaged and better equipped to solve complex problems. This can improve both individual performance and organisational effectiveness. However, for this approach to be successful, NHSX leaders must actively support learning by providing sufficient time, resources, and encouragement for employee development (Van Zyl et al.).
[bookmark: _Toc1737746402]Talent Management Frameworks
Talent Management Frameworks focus on attracting, developing, and retaining talented employees. Given that NHSX has experienced the loss of high-performing employees, implementing a structured talent management strategy is essential (Haziazi).
A key element of talent management is providing employees with clear career pathways. High-performing employees are more likely to stay when they can see opportunities for advancement and understand how their careers can progress within the organisation. NHSX could introduce succession planning programmes, leadership development initiatives, and personalised development plans to help employees achieve their career goals (Henry).
Talent management can also support employee wellbeing while maintaining high-performance standards. Managers often struggle to balance employee wellbeing with organisational expectations. By providing regular performance discussions, mentoring, flexible working arrangements, and wellbeing support, NHSX can create an environment where employees feel supported rather than overwhelmed. This helps improve job satisfaction, employee engagement, and retention (Subrahmanian Muthuraman et al).
Additionally, talent management enables NHSX to identify future leaders and develop critical skills across the workforce. Investing in employee growth demonstrates that the organisation values its people, which can strengthen commitment and reduce turnover.
Creating an environment where talent flourishes require NHSX to focus on both learning and career development. Senge's Learning Organisation Theory encourages continuous learning, collaboration, and innovation, helping employees develop the skills needed for long-term success. Meanwhile, Talent Management Frameworks provide structured career progression, leadership development, and retention strategies that address employees' concerns about limited growth opportunities (Bolander et al).
By combining these approaches, NHSX can improve employee engagement, reduce staff turnover, support wellbeing, and build a skilled workforce capable of delivering future innovation and organisational success (Reihlen et al).
[bookmark: _Toc1521927435]Task C: Reflective Report - AI as a Strategic Tool in Human Resource Management 
[bookmark: _Toc1084572525]Reflective Analysis: My Use of AI (Using Gibbs' Reflective Cycle)
[bookmark: _Toc593257447]Description
As a future Human Resource Management (HRM) professional, I recognise that Artificial Intelligence (AI) is becoming an increasingly important tool within modern organisations. AI is now used to support recruitment, workforce planning, employee engagement, performance management, and learning and development. Throughout this module, I explored how AI can analyse large volumes of workforce data, identify skills gaps, predict future workforce needs, and assist HR professionals in making evidence-based decisions. This has improved my understanding of how technology can support strategic HRM while contributing to organisational effectiveness (Salim Farag Elomami).
[bookmark: _Toc530034984]Feelings
Initially, I was enthusiastic about the opportunities AI could bring to HR because of its potential to improve efficiency and reduce administrative workloads. However, I was also concerned about some of the ethical implications associated with AI, particularly around data privacy, bias, and the risk of relying too heavily on technology when making decisions that affect employees. As my understanding developed, I began to appreciate that AI should not replace human judgement but should instead be used as a tool to support HR professionals in making more informed decisions (Tan).
[bookmark: _Toc1177355818]Evaluation
One of the main strengths of AI is its ability to process large amounts of data quickly and accurately. In recruitment, AI can help identify suitable candidates, reduce time-to-hire, and streamline administrative processes. AI can also improve workforce planning by helping organisations anticipate future skills requirements and identify areas where training and development may be needed (Jacobs). 
However, there are also limitations. AI systems rely on the quality of the data used to train them. If the data contains bias, this may result in unfair outcomes during recruitment or performance assessment. In addition, employees may be concerned about how their personal information is being collected, stored, and analysed. These challenges highlight the importance of ethical HR practice and the need for human oversight when using AI technologies (Markkanen et al.).
[bookmark: _Toc869759474]Analysis
My learning has shown that AI can support strategic HRM by allowing professionals to focus more on value-adding activities such as employee wellbeing, talent management, and organisational development. This links closely to talent management frameworks, where AI can help identify high-potential employees, support succession planning, and recommend personalised learning opportunities (Williams et al.).
The use of AI also connects with Senge's Learning Organisation Theory. AI can support continuous learning by identifying skills gaps and recommending training interventions, helping organisations create a culture of ongoing development. Furthermore, AI can support psychological safety by providing employees with easier access to information, learning resources, and feedback mechanisms. However, organisations must ensure that employees trust how AI is being used and feel comfortable raising concerns about its impact (Karen Thompson and Josephine Crawshaw).
[bookmark: _Toc2127058250]Conclusion
This reflection has enhanced my understanding of both the benefits and challenges of AI within human resource management (HRM). While AI can improve efficiency, workforce planning, recruitment, and employee development, it cannot replace the human aspects of human resource (HR) such as empathy, relationship building, ethical decision-making, and employee support. Successful implementation requires a balance between technological innovation and professional judgement (Gregson and Gregson).
[bookmark: _Toc2012247492]Action Plan
As a future HR professional, I intend to continue developing my knowledge of AI and its application within HRM. I will seek opportunities to improve my digital skills, stay informed about emerging technologies, and understand legal and ethical considerations relating to AI. I also plan to develop my ability to critically evaluate AI-generated insights rather than accepting recommendations without question. By combining technological knowledge with strong interpersonal and ethical skills, I will be better prepared to use AI strategically while ensuring that people remain at the centre of HR decision-making (Scully et al).
My experience of using AI is to improve the structure and presentation of my own research, professional communications, and reflective learning has helped me develop valuable skills while highlighting the importance of maintaining critical thinking and independent judgement. By continuing to develop my Human Resource (HR) knowledge, digital capabilities, communication skills, and reflective practice, I will enhance my future employability and become a more effective Human Resource (HR) professional.
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