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Task A: Innovative Working Practices
 A.1 Critical evaluation of traditional and contemporary work design  
NexSpace Health Systems (NHSX) faces challenges because its traditional working methods do not fully support the speed and creativity needed in healthcare technology. Traditional work design uses fixed roles, management controls, and formal procedures. These methods provide clear responsibilities and help keep clinical safety, cybersecurity, and regulatory compliance. However, too many approval stages can delay decisions, limit teamwork, and prevent employees from testing innovative ideas.
 Contemporary work design gives employees more freedom, encourages teamwork, and supports faster problem-solving. NHSX should adopt this approach while keeping clear safety rules and accountability. Employees should have the freedom to decide how to complete their work, provided they follow essential clinical and security requirements (Guest, Knox and Warhurst, 2022; Parker and Grote, 2022).
 High-Performance Work Systems (HPWS) combine recruitment, training, performance management and employee development to improve organisational performance. However, excessive targets can increase workloads and discourage employees from sharing their concerns (Kaushik and Mukherjee, 2022; Ashiru, Erdil and Oluwajana, 2021).
 High-Involvement Work Systems (HIWS) encourage employees to take part in decisions and share information. Song, Gu, and Cooke (2020) found that employee involvement and shared leadership were associated with greater team creativity. However, participation alone cannot solve problems caused by poor management or limited resources.
 Agile working can also help NHSX deliver projects faster through short development cycles, regular testing, and feedback. Nevertheless, healthcare technology requires strict safety and compliance checks, so agile methods must work within clear boundaries (Rigby, Elk, and Berez, 2020).
The figure1 shows that NHSX’s traditional way of working gives safety and accountability but limits teamwork and ideas. The modern approach fixes this with cross-functional teams, more staff involvement and freedom, and agile working, while keeping strong safety and compliance checks. The best answer is a balance: let teams handle everyday decisions but keep strict oversight of high-risk work.
 
Figure 1: Traditional and Contemporary Work Design at NHSX
[image: ]
   Figure 1: Source: Author-developed figure, informed by Guest, Knox and Warhurst (2022), Parker and Grote (2022), and Rigby, Elk and Berez (2020).







A.2 Integrated framework for innovative working practices
 1. Cross-functional teams
 NHSX should create Health Innovation Squads containing software engineers, clinicians, data scientists, product specialists and cybersecurity experts. These teams would bring different skills together to solve problems more effectively. Each squad should have clear objectives, decision-making authority, and regular reviews. This would reduce unnecessary delays while maintaining accountability (Akuffo, 2020).
 2. Purposeful hybrid working
 NHSX should use a hybrid working model that combines remote work with planned office collaboration. Employees could work remotely when completing focused tasks and documentation, while office days could be used for brainstorming, teamwork, and prototyping. Yang et al. (2022) found that remote work could reduce collaboration between various parts of an organisation. However, hybrid work can provide flexibility when it is planned effectively (CIPD, 2025).
 3. Greater employee autonomy
 Managers should establish clear goals, budgets, and safety requirements while allowing employees to decide how to achieve the expected results. This would encourage responsibility, creativity, and faster decision-making. However, autonomy should be supported by regular feedback and clear performance expectations (Frare and Beuren, 2021).
 4. Agile project management
 NHSX should introduce short project cycles involving development, testing, and review. Teams could identify problems early and improve their solutions through regular feedback. However, clinical safety, cybersecurity, and regulatory checks must remain compulsory (Rigby, Elk, and Berez, 2020). 
 Progress should be measured through decision-making time, project delivery, employee participation, idea quality, wellbeing, and voluntary turnover. Monthly reviews would help managers identify problems and improve the system.
 Overall, combining HPWS, HIWS, agile working, hybrid arrangements and sociotechnical design could help NHSX improve innovation while protecting employee wellbeing and healthcare safety. These practices would also support skills such as critical thinking, flexibility, and creativity, which the World Economic Forum (2025) identifies as important for the future workforce.
 Table: Innovative Working Practices at NHSX
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Source: Author-developed table, based on Akuffo (2020), Yang et al. (2022), CIPD (2025), Frare and Beuren (2021), and Rigby, Elk and Berez (2020).







Task B: Breeding an Environment Where Talent May Grow
 B.1 Critical evaluation of how talent flourishes
 NHSX employs around 600 people across the UK, India and the UAE. The organisation faces challenges such as losing high-performing employees, limited career development, and pressure to meet targets. To address these problems, NHSX needs a workplace where employees can learn, develop their skills, feel valued, and see opportunities for career growth.
 Senge’s learning-organisation concept highlights the importance of continuous learning and sharing knowledge. Alerasoul et al. (2022) links organisational learning capabilities with innovation and performance. Digital learning can help employees access training from various locations, but training is only useful when employees can apply their knowledge at work (Giannakos, Mikalef and Pappas, 2022).
 A growth mindset encourages employees to view mistakes as opportunities to learn and improve. Han and Stieha (2020) discuss the importance of growth mindsets in human resource development. However, employees cannot develop effectively without time, support, or training resources. NHSX should therefore provide useful feedback, coaching, and equal access to learning opportunities.
 Psychological safety is also essential. Employees should feel comfortable asking questions, reporting mistakes and challenging unsafe AI decisions without fear of unfair punishment. O’Donovan and McAuliffe (2020) highlight the importance of interventions that encourage employees to speak up. However, workshops alone may not change workplace behavior. Managers must show openness and respond positively to concerns while keeping accountability for serious safety or security violations.
 Self-Determination Theory explains that motivation improves when employees experience autonomy, competence and positive relationships. Van den Broeck et al. (2021) highlights the importance of these psychological needs for employee motivation and wellbeing. Similarly, Slemp, Lee, and Mossman (2021) examine workplace interventions that support these needs. NHSX should allow employees to take ownership of appropriate tasks, develop their abilities, and build supportive working relationships.
 Job crafting allows employees to adjust aspects of their work to match their strengths and interests. This can improve engagement and work outcomes (Kumar and Valarmathi, 2022). But changes to roles must not weaken clinical safety or cybersecurity responsibilities.
 Career development is another key factor in keeping talent. Ng et al. (2024) associate employer-provided career development with better performance and lower turnover through organizational support and attachment. Sinisterra, Peñalver, and Salanova (2024) also examine the relationship between talent management, engagement, and employees’ intention to leave.
 However, career development will only be effective if opportunities are fair and transparent. NHSX should ensure that employees in India and the UAE have access to development and promotion opportunities comparable to those available in the UK.
[image: ]Image Source: Developed by the author based on CIPD (2025), Baldwin and Ford (1988), Bozer and Jones (2018), Dries and Kaše (2023), Sinisterra, Peñalver and Salanova (2024), and Smidt et al. (2009).





 B.2 Strategic talent-growth strategy for NHSX
 NHSX should introduce a program called Grow at NexSpace, designed to improve employee skills, motivation, career progression, and retention.
 1. Find all gaps and provide training
 NHSX should assess employees’ skills and find requirements in AI assurance, data science, cybersecurity, clinical safety, and product development. Managers and employees should agree on individual development plans every quarter.
 Training should combine online courses, practical projects, coaching, and peer learning. Employees should have opportunities to apply their new knowledge to bona fide business challenges rather than simply completing courses. Effective training design and workplace application are important for learning transfer (Kraiger and Ford, 2021).
 The World Economic Forum (2023) highlighted the growing need for workforce training as job skills change. NHSX should treat employee development as an ongoing priority.
 2. Create clear career pathways
 NHSX should set up career pathways for technical, clinical, product, and management roles. Employees should understand the skills and achievements needed for promotion. Internal vacancies should be advertised transparently, and suitable employees should be considered for promotions, job rotations, and opportunities across different countries.
 Mentoring should also be available to employees at different career stages. These practices would help employees see a future within the organisation and feel that their contributions are valued (Ng et al., 2024).





 3. Build a supportive learning culture
 NHSX should organize regular knowledge-sharing sessions, cross-functional learning groups, and reviews of unsuccessful projects. Employees should be encouraged to discuss mistakes and suggest improvements without fear of unfair blame.
[bookmark: _Int_bcpvZFEm] Managers should listen to concerns, explain their decisions, and welcome different opinions. But a supportive learning culture must keep clear accountability for breaches of clinical, privacy, or security rules (O’Donovan and McAuliffe, 2020). 
4. Improve autonomy and employee wellbeing
 Employees should have opportunities to suggest improvements, develop new skills, and take responsibility for suitable tasks. Managers should provide constructive feedback, review workloads, and find signs of stress or burnout.
Performance targets should also recognize learning, teamwork, and knowledge sharing. This would help NHSX balance business results with employee wellbeing and motivation (Van den Broeck et al., 2021; Slemp, Lee and Mossman, 2021).
 5. Measure progress and improve the program 
HR should review the program very quarter using clear measures:
 * Voluntary turnover among high-performing employees.
* Internal promotion and vacancy-filling rates.
* Training completion and practical use of new skills.
* Fairness of career opportunities across countries.
* Employee psychological safety and wellbeing scores.
 The results should be shared with senior leaders, and changes should be made where progress is limited.
 [image: ]
In conclusion, Grow at NexSpace would help NHSX build a stronger learning culture, improve career opportunities and keep skilled employees. Its success would depend on fair access, supportive leadership, and practical application of learning.








Task C: Reflective Report
C.1 AI as a Strategic HR Tool
Artificial intelligence (AI) can help NHSX identify skill gaps, support recruitment, and analyze employee turnover. However, biased data or inaccurate predictions can lead to unfair decisions. UNESCO (2021) emphasizes transparency and accountability, while NIST (2023) recommends assessing and managing AI risks.
NHSX should use AI to support HR professionals. Human review, data protection, and regular bias checks should be included in recruitment, promotion, and performance decisions. This would help the organisation improve efficiency while protecting employee fairness and trust.

Figure 2: Responsible AI lifecycle for strategic HR management at NHSX.
[image: ]

Source: Adapted from NIST (2023, Fig. 2), based on the OECD (2022) framework.

C.2 Reflective Analysis: Three Examples of AI Use
I used ChatGPT three ways while preparing this assignment.
1. Understanding HR concepts: I asked ChatGPT to explain HR theories in simple language. This helped me understand key ideas, but I checked academic sources because AI explanations may be incomplete or inaccurate.
2. Developing research ideas: I used ChatGPT to identify topics related to employee development, motivation and workplace challenges. I treated these suggestions as starting points and understood that academic evidence was still needed to support my arguments.
3. Improving writing: I used ChatGPT to improve grammar, sentence structure and clarity. I reviewed the changes to ensure that they preserved my intended meaning.
This experience taught me that AI can support my learning, but I remain responsible for checking information, evaluating evidence, and producing work that reflects my own understanding.
[image: ]
Source: Developed by the author based on personal reflection on the use of ChatGPT.
 

C.3 Personal Capability Development Plan
I want to improve my skills to prepare for future employment in HR. My main goals are to improve my digital knowledge, communication, critical thinking, and understanding of responsible AI.
[image: ]Source: Developed by the author based on personal reflection and identified areas for professional development.
 I will review my progress every three months and work on any skills that need improvement. Continuous learning will help me adapt to workplace changes and improve my future employability (Senge, 1990).
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