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 Innovating New Working Practices and Breeding an Environment Where
Talent May Grow
                NexSpace Health Systems (NHSX)
               Designing Innovative Working Practices:
Introduction:
NexSpace Health Systems (NHSX) operates in a knowledge-demanding and highly regulated industry where competitive advantage is achieved through the integration of artificial intelligence, clinical knowledge, and teamwork. The present hierarchical structure, the absence of international cooperation, limited career development and increasing pressure on managers show that the current work practices are no longer compatible with its growth goal. NSHX needs to change from the traditional work system to an innovative work system .
High-performance work systems (HPWS), high-involvement work systems (HIWS), agile working, hybrid working and flexible working can facilitate this change, but each technique also poses problems if used badly. NexSpace Health Systems (NHSX) is in a knowledge-intensive and highly regulated industry where competitive advantage is gained from the combination of AI, clinical knowledge, and teamwork. The hierarchical structure we have now; no international cooperation; limited career development; pressure on managers to show us that work practices are no longer compatible with their growth goals.
Evaluation of traditional work system design versus contemporary innovative work practices :
NHSX needs to create a coherent strategic human-capital system that synthesizes innovation and employee autonomy with clinical safety, regulatory compliance, accountability, and welfare. Traditional work design does not provide structure for interaction and coordination between the three locations, so a new work system must be put in place. Also, the new work system needs to help promote and develop employees' skills, so they remain more productive, effective, and satisfied (Bounsall et al, 2026).
NHSX can put a high-performance work system in place because it is an integrated collection of mutually reinforcing human resource practices designed to improve organisational performance (Roy and Ray, 2025). Relevant elements for NHSX are on-demand technical recruitment; clinical and collaborative capacity; structured induction; ongoing technical and professional growth; cross-functional collaboration; transparent performance management; recognition and reward; internal career opportunities; information sharing. HBWS is often explained through the ability, motivation, and opportunity framework. Training and learning motivation give employees the skills and knowledge to perform. HIWS focuses more directly on employee participation, empowerment, and voice. High-involvement work systems have autonomous or semi-autonomous teams; decentralised decision-making; employee consultation and access to information. HIWS are based on the premise that employees are more committed and effective when they have influence over decisions affecting their work. They promote employee engagement, job satisfaction, organisational learning, and problem-solving. They can also build trust between employees and managers, help with innovation and continuous improvement, and foster psychological ownership of work (Aydin, 2026).
This is particularly useful in complex environments where solutions cannot be designed by senior managers alone. Career paths should allow for technical, clinical, project, people-management, and specialist leadership growth; performance systems should reward knowledge sharing, coaching, experimentation and team results, not only short-term product delivery (otherwise employees will ignore safety, quality, and welfare).
It is a theory of designing and managing organisations where work is seen as the interaction between two parts — social systems and technical systems. Applying this theory can help NSHX build a better work environment. Since NSHX is active in three different time zones where cultures, languages and social factors are different, we need a distinct way of applying this systems theory. Improving technical systems must be accompanied by considering how we deal with the workforce in every location (because of diverse cultures, languages, etc.) (Rice, 2013).
NSHX can apply this theory  that enables talent to flourish by encouraging development. When employees believe their abilities can grow, they are more likely to seek learning opportunities and persist through challenges. Normalising learning from failure. Organisations that use mistakes as learning opportunities create psychological safety for experimentation and innovation. Rewarding process and effort motivates employees to engage in continuous improvement. Supporting risk-taking encourages employees to stretch beyond their comfort zone and take reasonable risks. Investing in mentoring helps organisations commit resources to mentoring and support, helping employees develop their potential. 
Agile working is a way of working that allows organisations and teams to respond quickly to changing customer needs, technology, and market conditions. Cross-functional teams are often used; iterative development; short work cycles or “sprints;” continuous feedback; experimentation; rapid adaptation; less reliance on rigid hierarchies. Agile principles originated strongly in software development but have spread into marketing, professional services, public administration and product innovation too (Ambler et al, 2022) .Agile working compared to traditional work design can speed up responses to customer and market change; create more innovation; collaborate across specialist functions; identify problems early on; reduce risk (experimentation based on customer feedback), make work more meaningful and keep employees connected with outcomes rather than isolated tasks).Flexible working is a wide category including flexitime, part-time work, compressed hours, job sharing, annualised hours, shift flexibility, remote work, phased retirement and flexible locations. Flexibility may be employee-oriented (workers have more control) or organisation-oriented (organisations can adjust labour supply to demand). This distinction matters. A business might say unpredictable scheduling was “flexibility,” but it could make employees insecure.
Employee-oriented flexibility can help with work–life balance, employee retention, workforce diversity, absenteeism reduction, morale improvement, labour market participation and managing caring responsibilities. Employer-oriented flexibility can help organisations respond to seasonal demand, manage costs and service coverage (Preso et al, 2010).
See Ghant Chart in Appendix.












3.Critical limitations: 
1. HPWS can increase burnout due to higher targets and pressure.
Training, technology, and interactive programmes require more time and money.
Employees may face higher demand without attractive salaries, recognition, or job security. HPWS requires continuous management support, effective communication, and coordination. Flexible work can also create income insecurity, unpredictable working hours, work intensification, difficulty separating work and non-work life, team fragmentation, and slower decision-making (Paauwe et al, 2017). 
1. HIWS implementation can require resources and decision-making because of training costs, consultation, and employee participation. Also, management conflicts arise regarding dealings with authority between senior and junior managers. 
1. Hybrid working is not suitable for human resources management in the health care sector, as it is not an effective and suitable manner to deal with work suitability and work performance  taking into account that NSHX is active in different time zones with diverse cultural and language background.
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Recommendation:
NHSX should make use of HPWS around its strategic need for continuous innovation. Recruitment requires considering teamwork, learning agility and ethical awareness as well as technical qualifications. Employees should be provided with protected time to learn about AI, cybersquatting, healthcare regulation, and product development. With training and  learning, employees should have the skills and knowledge to perform effectively.
NHSX is recommended to make use of HIWS , as this can help speed up innovation, continuous improvement  and  autonomous decision-making and problem-solving, which are important for every location, considering geographical position, culture, language, and other differences. HIWS can help NHSX grow its  technical, clinical, project, people-management, and specialist leadership roles. Also, job rotation is advised to help growth and  career development in NHSX as part of the health sector. As NHSX is active in different time zones and has different linguistic and cultural backgrounds, it is agile, and sociotechnical work systems can play a key role in career development and work performance.

TASK B:
NHSX needs to create a workplace where people can continually improve their ability to achieve what they want (Peter Senge’s concept of a learning organisation). Such an environment encourages continuous change in thinking patterns and collaborative learning between people (Senge et al, 1990). Senge identifies five learning disciplines that organisations need to develop:
1.NHSX can develop personal mastery — people clarify their own vision,
focus their energies, develop patience, and see reality objectively. This discipline is the basis of organisational learning because organisations learn through individuals who learn.
1. NHSX can develop mental models, deep-seated assumptions, or images that.
1. shape how we understand the world and act.
1. NHSX can create a shared vision. A shared vision only exists when people build a picture of the future they want to create together — commitment is genuine rather than compliance, with long-term thinking and risk-taking (Iacobucci, 2019).
1. NHSX can foster team learning. Team learning transforms collective skills, so groups develop intelligence and capability greater than the sum of individual talents. It requires dialogue, discussion and thinking together. NSHX can foster systems thinking (The Fifth Discipline). Systems thinking is the glue that binds all other disciplines together. Provide coaching and development programmes to build personal mastery. Create spaces for dialogue and reflection to explore mental models. Facilitate participative visioning processes to build shared purpose.
    Use collaborative tools such as team retreats and workshops to promote team.
    learning. Integrate systems maps and scenario planning into decision-making.

Growth Mindset (Dweck). 
NSHX can apply this theory  that enables talent to flourish by encouraging development. When employees believe their abilities can grow, they are more likely to seek learning opportunities and persist through challenges. Normalising learning from failure. Organisations that use mistakes as learning opportunities create psychological safety for experimentation and innovation. Rewarding process and effort motivates employees to engage in continuous improvement. Supporting risk-taking encourages employees to stretch beyond their comfort zone and take reasonable risks. Investing in mentoring helps organisations commit resources to mentoring and support, helping employees develop their potential. 
Psychological Safety (Edmondson):
Edmondson's model illustrates that the best performance is achieved when there is a combination of high psychological safety and high accountability. 
(Edmondson, 1999). High safety and high accountability in this environment encourage intelligent risk-taking, open feedback, and elevated performance.
Low safety and high accountability mean fear prevails  leading to silence and unaddressed errors.
High safety and low accountability mean being in the comfort zone, which is pleasant but can result in complacency. In this zone, effort is minimal, and innovation stagnates. Studies suggest that psychological safety encourages transparent communication, knowledge sharing, and constructive criticism. It supports learning from errors and fosters a culture centred on education. 
It boosts creativity, innovation, and problem-solving abilities. High safety and high accountability mean a learning zone, intelligent risk-taking, open feedback, and elevated performance. Research shows that psychological safety fosters open communication, knowledge sharing, and constructive feedback. enables learning from failure and establishes a learning culture. Leads to enhanced creativity, innovation, and problem-solving capabilities. Psychological safety enables talent to flourish by enabling voice; when employees feel safe to speak up, they share ideas, raise concerns, and contribute to innovation. 

Talent Management Frameworks :
A talent development framework serves as a systematic blueprint that organizations utilize to evaluate, cultivate, and preserve the necessary skills, competencies, and leadership essential for meeting business objectives. 
1. Strategic Alignment & Workforce Planning
Skill mapping: Identifying current competency gaps and forecasting future skill requirements driven by technology, market shifts, or growth. 
Critical role indexing: pinpointing key roles that drive maximum business impact and focusing development resources where they yield the highest ROI. 
2. Learning & Capability Building
Upskilling & Reskilling: equipping employees with new capabilities to adapt to changing tools (such as AI) or transition into evolving job demands. 
Experiential learning combining on-the-job experiences/stretch projects (70%), coaching and mentorship (20%), and formal training or seminars (10%). 
3. Career Pathways & Mobility
Career Frameworks: Mapping transparent vertical and lateral career paths across departments so employees understand how to advance.
Internal Talent Marketplace: Enabling employees to take on short-term cross-functional gigs, rotations, or job shadowing to broaden capabilities. 
4. Leadership & Succession Planning
High-Potential (HiPo) Identification: Assessing employees using tools like the 9-Box Matrix to identify individuals with top potential and performance. 
Succession Pipelines: Training mid-level and senior managers to fill future executive roles, ensuring business continuity.
5. Performance & Feedback Systems
Continuous Coaching: Replacing rigid annual reviews with regular one-to-one feedback, continuous goal setting, and 360-degree reviews focused on development rather than evaluation alone.


Self-Determination Theory : 
Self-Determination Theory (SDT) in HR management describes how workplace conditions can promote the motivation and well-being of employees. 
NSHX can give employees choices, involve them in decisions, be clear about what is expected, and be flexible in how it is done. Give useful feedback, training, and achievable challenges. Support manager relationships, teamwork, and inclusion. NSHX can use rewards and performance measures so that they recognise contribution but do not make staff feel controlled. For example, instead of requiring every task to have a fixed process, the manager explains what needs to be done, invites the employee to choose an approach, coaches and recognises progress. Autonomy, competence, and relatedness can all be supported here, but accountability is maintained too.

















Reflective Report:
1.During the writing of this research, I had to think about how to use AI as a strategic decision-support tool for future human management professionals while maintaining ethical judgment, human empathy, and professional responsibility.
For example, if a human resources professional wants to decide about a job candidate, then it is better if he himself decides what the job description is , which Skills matter for the job, and what is the best way to choose the new candidate, look into all C Vs and choose the suitable candidate ?
The next step is to use AI as a support tool to compare all CVs and the available information with the job description for all candidates  and see if both results are the same, then go further to choose the best candidate for the job. 
Reflective Analysis:
AI can be used as a support tool but cannot be used to draft a research paper, design the research methodology, or interpret qualitative findings.AI helped me with brainstorming, refining questions, and asking it to clarify the language, grammar, materials, and information I am working with to provide a better explanation. AI helped me answer questions about the feedback, clarity, and structure of my draft, and I decided what to adopt based on my own interpretation. I asked AI to identify gaps in my arguments and counterarguments.
Personal Action Plan:
My personal plan to develop my capabilities and strengthen my AI skills and knowledge based on my own needs for future employability. I need more structured training to fill all the gaps in my computer knowledge and skills in working with different programmes. I can make use of LinkedIn Learning as it is open and free of charge. As an MBA student, I must think about the best ways to integrate my skills and knowledge into my professional and academic needs, as this is important to prepare myself for future employability. I need to develop my problem-solving and decision-making skills to align with the needs of any future employment. Knowledge of HR and employment law is an important part of my development plan here. I need to take an introductory HR course to understand recruitment policies. Also, understand communication and employee relations. The development plan should take a total of 12 months to cover all areas of improvement. By finishing the development plan, the chance of being ready for future employment is great. Development capabilities and career plan are to be found in the appendix.
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Appendix:

1.Ghantt Chart 1 Development and capabilities plan
2.GhantChart.2 Evaluation of traditional work system design versus contemporary innovative work practices .
3.Ghant Chart.3  12-month Gantt chart: Strategic Ecosystem












Ghantt Chart N. 1
12-month personal development plan
■ = planned focus
| Development activity | Months 1–2 | Months 3–4 | Months 5–6 | Months 7–8 | Months 9–10 | Months 11–12 |
| :--- | :---: | :---: | :---: | :---: | :---: | :---: |
| Assess current skills and identify development priorities for MBA study and future employment | ■ |  |  |  |  |  |
| Develop critical thinking skills through academic and practical case studies | ■ | ■ | ■ | ■ | ■ | ■ |
| Strengthen decision-making skills through simulations, projects, and reflection |  | ■ | ■ | ■ | ■ | ■ |
| Complete an introductory HR course |  | ■ | ■ |  |  |  |
| Learn about recruitment policies and processes |  |  | ■ | ■ |  |  |
| Build knowledge of employment law |  |  | ■ | ■ | ■ |  |
| Develop communication skills for professional and workplace contexts |  |  |  | ■ | ■ | ■ |
| Learn about employee relations and workplace practice |  |  |  |  | ■ | ■ |
| Apply learning to MBA assignments and practical employment-related scenarios |  | ■ | ■ | ■ | ■ | ■ 
| Review progress and identify next steps for employability |  |  |  | ■ |  | ■ |








Ghant Chart.2
Evaluation of traditional work system design versus contemporary innovative work practices :
	Phase
	Task
	Start Date
	End Date
	Duration(Weeks)
	Key Stakeholders
	
	
	

	Phase 1: Foundation & Planning
	High-Performance Work System (HPWS) Strategy Definition
	2026-11-02
	2026-11-20
	3
	Leadership & HR
	
	
	

	Phase 1: Foundation & Planning
	Socio-Technical System Analysis (Cross-Location Assessment)
	2026-11-23
	2026-12-11
	3
	Site Leads & Cultural Experts
	
	
	

	Phase 2: Talent & Development
	Integrated Technical & Clinical Recruitment Drive
	2026-12-15
	2027-01-22
	6
	HR & Clinical Leads
	
	
	

	Phase 2: Talent & Development
	Structured Induction & Growth Framework Launch
	2027-01-26
	2027-02-19
	4
	Training & Development
	
	
	

	Phase 2: Talent & Development
	Mentoring & Growth Mindset Implementation
	2027-02-23
	2027-04-30
	10
	All Staff
	
	
	

	Phase 3: Operational Agility
	Agile Cross-Functional Team Formation (Sprints)
	2027-03-02
	2027-03-26
	4
	Project Managers / Agile Coaches
	
	
	

	Phase 3: Operational Agility
	Flexible Working Framework (Employee-Oriented) Rollout
	2027-03-30
	2027-04-23
	4
	HR & Employees
	
	
	

	Phase 4: Governance & Voice
	High-Involvement Work System (HIWS) Empowerment Model
	2027-04-27
	2027-05-21
	4
	Employee Consultation Groups
	
	
	

	Phase 4: Governance & Voice
	Transparent Performance Management & Recognition System
	2027-05-25
	2027-06-18
	4
	Managers & Teams
	
	
	


Gantt Chart 3
12-month Gantt chart: Strategic Ecosystem
Key■ Active period ● Ongoing monitoring.
| Workstream and key activities | M1–2 | M3–4 | M5–6 | M7–8 | M9–10 | M11–12 |
| :--- | :---: | :---: | :---: | :---: | :---: | :---: |
| 1. Align talent with strategy** — Translate business goals into skills and roles; identify gaps; review workforce plans | ■ | ■ | ● | ● | ● | ● |
| 2. Attract and select for potential — Develop fair, skills-focused recruitment; communicate the employee offer; consider internal and external candidates | ■ | ■ | ■ | ● | ● | ● |
| 3. Personalize continuous development— Create development plans; offer courses, coaching, mentoring, projects, and protected learning time; support responsible job crafting |  | ■ | ■ | ■ | ■ | ● |
|4. Enable performance and wellbeing—set clear goals; establish regular coaching and feedback; provide tools and support; monitor workload and wellbeing | ■ | ■ | ■ | ■ | ■ | ● |
| 5. Create career and mobility pathways — Clarify career paths and promotion criteria; offer stretch assignments and role moves; plan succession for critical roles |  | ■ | ■ | ■ | ■ | ● |
| 6. Use technology and AI responsibly — Select or improve learning/talent platforms; use analytics; review privacy, bias, transparency, and human oversight | ■ | ■ | ■ | ● | ● | ● |
| 7. Make inclusion part of the system — Review access and outcomes; address disparities; gather employee feedback and involve employees in improvements | ■ | ■ | ● | ● | ● | ● |
| 8. Measure and improve — Establish baseline measures; track skills, mobility, performance, wellbeing, retention, and fairness; use findings to improve the system | ■ | ■ | ■ | ■ | ■ | ■ |
Suggested sequence: Use months 1–2 to assess business priorities, skills gaps, current practices, and baseline measures. Pilot key processes in months 3–6, expand and refine them in months 7–10, then review outcomes and set priorities for the next year in months 11–12.
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