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[bookmark: _Toc242809805]Task A: Designing Innovative Working Practices 
[bookmark: _Toc242809806]1. Critical evaluation of traditional and contemporary work design
NexSpace Health Systems (NHSX) is a rapidly growing healthcare technology company with about 600 employees in the UK, India, and UAE. According to the brief, NHSX suffers from slow decision making, lack of experimentation, weaker collaboration with hybrid work and the inability to balance performance and employee needs. These issues suggest that a traditional work design with its strong emphasis on hierarchical structures is not well suited for a knowledge-intensive and rapidly evolving digital health firm.
A traditional work design allows setting clear roles, reporting relationships, and controls. All these factors can help with accountability and consistency, which is very important in healthcare technology business. However, too much hierarchy can affect the speed of information flows and the level of employee involvement. Research on high-performance work systems (HPWS) reveals that work practices that increase employee capabilities, motivation and opportunity facilitate organizational learning and innovation (Mehralian, Moradi and Babapour, 2022). In their research, Ashiru, Erdil and Oluwajana (2022) found that there is a significant relationship between HPWS, employee innovation and organizational performance in a service environment. NHSX should not get rid of the control, but should shift the focus from hierarchical control to goal-based control.
Contemporary work designs imply greater autonomy, flexibility and team-based decision-making. Agile working is related to the idea since it helps to respond to changes in the requirements quickly and implement an iterative delivery process. In their research, Malik, Sarwar and Orr (2021) discovered that the autonomy of teams and agile communication increase psychological empowerment and support innovative behaviour and project performance. Nonetheless, autonomy does not mean freedom. In their study, Moe et al. (2021) proved that big agile organizations still require shared goals, coordination and some areas of central control. Therefore, the best NHSX model should imply decentralized decision-making for day-to-day activities in teams of experts and centralized governance in the areas of clinical safety, information security, compliance and major resource decisions.
[bookmark: _Toc242809807]2. Recommended integrated working framework for NHSX
What I propose is a hybrid approach combining Agile and Connected principles in one. It will consist of three complementary practices that will combine cross-functionality, individual freedom, agility, flexibility, and technology. The purpose of this framework is to increase innovation, knowledge transfer, and well-being of employees at the same time preserving necessary control over clinical and informational security.
[bookmark: _Toc242809808]2.1 Cross-functional agile teams with bounded autonomy
The NHSX should form cross-functional teams of software engineers, data experts, product managers, clinicians, cybersecurity specialists, and customers. Team members should organize work around digital products and patients' needs rather than departmental divisions. Teams should follow short cycles of delivery, feedback, and experiments to discover problems and improve solutions. In addition, one person should be responsible for priorities of each product, while other employees should have freedom to use certain techniques and manage tasks to reach set objectives.
This combination of agile practices and High-Performance Work Systems would unite potential of workers, their motivation, and opportunities to participate in the process. High-Performance Work Systems are able to foster innovation due to organizational learning (Mehralian, Moradi and Babapour, 2022). Nevertheless, too much autonomy may create coordination problems in large organizations practicing agility. Therefore, NHSX should keep centralized control of clinical safety, cybersecurity, regulatory compliance, and big decisions, leaving all operational choices to teams (Moe et al., 2021).
It will allow accelerating decision-making process without neglecting important aspects of the work.
[bookmark: _Toc242809809]2.2 Outcome-based hybrid and flexible working
The NHSX should implement a hybrid work pattern considering nature of the job and results of work rather than obligatory presence at the office. It means that employees can perform tasks related to the digital environment from home, while participating in special meetings concerning complex design, clinical aspects, and building connections in person. Teams of NHSX working in the UK, India, and UAE should coordinate periods of interaction, document decisions, and use asynchronous communication in case of impossibility to hold meetings due to time zones.
Studies show that hybrid working can promote retaining employees and maintaining high level of their performance under proper circumstances (Bloom, Han and Liang, 2024). However, remote work can make collaboration siloed, limiting knowledge sharing (Yang et al., 2022). Therefore, NHSX should establish common rules of collaboration, response time, and meeting schedule. Managers should also monitor workload, engagement and wellbeing to ensure flexibility does not become continuous availability or excessive pressure.
[bookmark: _Toc242809810]2.3 Integrated digital collaboration and knowledge sharing
NHSX should create a digital workspace that contains shared documents, project boards, minutes of meetings, technical advice, and a knowledge repository. Teams should document project decisions; lessons learned from experiments and user feedback so that employees from different countries have access to organizational knowledge without needing informal discussion. Digital solutions should provide opportunities for communication and collaboration as well as for individual work while providing protection for sensitive clinical and employee information.
Research emphasizes the need to integrate the factors of time, technology and working arrangements while creating a design of the hybrid work (Griva et al., 2025). Digital solutions could also improve the confidence of employees in searching for knowledge from their peers (Keppler and Leonardi, 2023). NHSX should not develop extra platforms without a purpose and training for employees.
The proposed three practices should be tested in two teams with an assessment of decision-making time, quality of delivery, employee engagement, knowledge exchange among countries and wellbeing of employees. This quarterly review could allow NHSX to assess gaps in the proposed framework and make changes based on evidence instead of assumptions. Together, these practices can create a more adaptable, collaborative and innovative working environment.
[bookmark: _Toc242809811]3. Performance impact and implementation
The framework should be implemented in three stages. First, NHSX should conduct a pilot programme of the new model in two digital health teams and define the baseline measures. Second, it should scale the model with managers' training, team charters and rules of governance. Third, it should monitor the performance of the model quarterly and refine it based on employees' and organizational evidence. Measures should include decision cycle time, number of innovations tested, project delivery time, employee engagement, regretted turnover, cross-country collaboration and wellbeing.
The idea is not to choose between the office and remote work. It is to design work in such a way that location, technologies, team organization and autonomy correspond to tasks. Leonardi, Parker and Shen (2024) stress that remote work creates different types of distance including psychological, temporal, technological and structural. NHSX should reduce these distances through the purposeful team organization and digital practices. The suggested framework should help to achieve fast decision-making, high-level of knowledge sharing, higher employees' ownership and increased adaptability while maintaining necessary governance in a safety-sensitive healthcare technology company.
[bookmark: _Toc242809812]Task B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242809813]1. Critical evaluation of talent-development approaches
NexSpace Health Systems (NHSX) requires a talent ecosystem rather than stand-alone courses. With 600 people employed in the UK, India and UAE, NHSX, according to the brief, is losing high-performers due to lack of career progression and development opportunities. In NHSX's case, development should correspond to its future needs in terms of AI-powered health platforms, remote monitoring and clinical decision-support. According to CIPD, talent management includes attracting, identifying, developing, engaging, retaining and deploying people consistent with business objectives (CIPD, 2025).
Learning organization approach considers learning as continuous and collective. Alerasoul et al. (2022) establish associations between organizational learning, human resources, leadership, culture and performance. Teams in NHSX should collectively learn from the results of launching a new product, feedback and technical problems. Digital learning allows more people to participate, however, Giannakos, Mikalef and Pappas (2022) demonstrate that it requires appropriate competencies and processes to be effective; mere courses are insufficient if there is no time and chance to practice, and management support is absent.
Growth mindset implies that ability can be developed through effort, feedback and practice. Liu and Tong (2022) associate it with innovative behavior and strengths-based leadership. However, efforts aimed at fostering a growth mindset can blame an individual for difficulties caused by heavy workload, poor tools or lack of access to development resources. NHSX should combine coaching with availability of resources and fair opportunities for development. Also, NHSX should ensure that its people feel psychologically safe at work. According to Edmondson and Bransby (2023), there is considerable evidence on the relationship between psychological safety and learning behavior, work experience and performance. However, psychological safety is not an absence of any standards, especially when it comes to technological innovations in healthcare industry.
The Self-Determination Theory associates motivation with autonomy, competence, and relatedness. Liu, Peng and Wen (2023) use this approach to explain the connections between self-leadership and job crafting. Workers can craft jobs based on their competencies; Holman et al. (2024) associate task and social resources crafting with well-being and positive job-related feelings. However, uncontrolled job crafting can result in uneven workload or poor collaboration, therefore NHSX requires appropriate limitations and objectives for teams. A systematic review shows that job-crafting interventions require well-designed context (Mukherjee and Dhar, 2023). In terms of talent management, such an approach should also be comprehensive; otherwise, prioritizing only a few high potentials may leave out specialists or rising talents. Therefore, a wide-ranging development programme, which has clearly stated criteria for advancement, is more ethical and helps with succession planning (CIPD, 2025).
[bookmark: _Toc242809814]2. Integrated talent growth strategy for NHSX
To begin with, NHSX should develop a quarter-by-quarter skills development and career planning approach. HR, technical leaders and clinical specialists should assess the present and future competencies of employees including AI literacy, data governance, cybersecurity, clinical risk, accessible product design, user research and people leadership. Each individual should agree on the development plan with a manager, outlining one priority skill, an assignment and evidence of progress. This approach aligns training with organizational needs (Hogarth and McCartney, 2024).
Secondly, NHSX should integrate formal learning with learning in the flow of work. It should offer short digital modules, expert-led workshops, mentoring, peer demonstrations and cross-functional stretch projects. Each individual should be provided with protected learning time per month and apply acquired skills in practice. Training should foster skill retention and transfer into job performance (Kraiger and Ford, 2021). According to the 2024 CIPD survey, 56% of organizations had developed more talent in-house in the last year; among organizations that had taken retention initiatives, 42% increased learning and development opportunities and 31% developed career paths (Hogarth and McCartney, 2024). All these numbers justify the investment in learning despite NHSX's focus only on measuring attendance of courses.
Thirdly, NHSX should foster psychological safety and a learning culture within an organization. Managers should encourage dissent, address concerns constructively and conduct short blameless learning reviews after any failures or accidents. Employees should be able to report risks without delay, yet data and clinical safety standards are non-negotiable. NHSX should establish shared knowledge spaces and conduct monthly cross-country communities for sharing solutions between staff in the UK, India and UAE. In order to succeed in learning, communication, leadership, measurement and technology have to function in combination (Alerasoul et al., 2022; Giannakos, Mikalef and Pappas, 2022).
Fourth, the company should highlight employee career growth. Publish skills levels and promotion criteria transparently for both technical specialists and people managers. Publicize internal vacancies, give mentoring and allow temporary shifts between product, data, clinical, and customer teams. According to a meta-analysis by Ng et al. (2024), employer-provided career development was related to employee job performance and decreased turnover due to better support perception and organisational attachment. Development may make employees more attractive for other companies, but denying these chances is not a good way to keep talent; NHSX should foster commitment through engaging work, progress, and supporting management.
Monitoring employee experience and wellbeing, alongside with performance, is essential. Stay interviews, pulse surveys, and workload checks could show barriers to development. Employee job crafting needs to be done together with their managers to avoid additional unpaid work. The strategy should be piloted in two teams for 90 days, followed by evaluation of skill development, internal mobility, time to competence, employee voice, wellbeing, product quality, and regretted turnover. As a starting point, HR should set realistic goals instead of creating fictional performance metrics; a dashboard should compare quarter-to-quarter trends in terms of countries, job families, and demographics to spot inequality. LinkedIn Learning (2024) found 57% higher retention and 23% increased internal mobility in organisations with better learning culture; however, these are correlations, thus NHSX needs to check the outcomes on its own baseline.
The talent development program should be a joint venture between HR, leaders, managers, and employees and should be updated using evidence from NHSX teams.
[bookmark: _Toc242809815]Task C: Reflective Report
[bookmark: _Toc242809816]1. AI as a Strategic Tool in Human Resource Management
AI could be used for HRM for assisting managers in analysis of workforce data, identification of skills gap, recruitment, planning for employee development and identifying patterns in the employees’ feedback. Yet, AI should assist but not make decisions. Recruitment, promotion and performance decisions impact employees' income, thus HR specialists have to verify the information, protect the data privacy, and guard against bias. The AI Risk Management Framework of the National Institute of Standards and Technology states that risk management should play a major role in designing and implementing of AI (NIST, 2023). Human empathy, fairness and accountability must remain central to HR decisions.
[bookmark: _Toc242809817]2. Reflective Analysis: Three Examples of AI Use
Example 1: Learning about a topic
I have used AI to learn about Human Capital Management topics which I did not know before in simple language. It enhanced my knowledge on the subject and also provided me with pointers where I needed to read further. I verified the explanations from academic sources to form my own understanding.
Example 2: Research and exploring ideas
I used AI to learn about key words for my research, explore different perspectives and learn how human resource management theories can be applied to solve organizational problems. But I ensured that I had verified the original publications and picked relevant pieces of information.
Example 3: Grammar checking
I used AI to check my grammar mistakes and sentence structure. It helped me to write in a more professional manner. But I ensured that I verified all the suggestions and maintained my own meaning and writing style. I have written this assignment on my own by using AI as an assistant tool.
[bookmark: _Toc242809818]3. Personal Action Plan
My aim is to become an HR professional who uses technology responsibly while maintaining strong analytical, communication and interpersonal skills.
	Development objective
	Actions to achieve it
	Timeframe
	Success measure

	Improve AI and digital skills
	Complete relevant training on AI tools and their use in HR decision-making. Practise evaluating AI-generated information.
	Within 3 months
	Complete one training course and demonstrate learning through practical exercises.

	Strengthen research and critical thinking
	Use academic databases to locate original research. Verify authors, publication dates, findings and references before using them.
	Ongoing; review after 3 months
	Produce assignments supported by accurate, credible and relevant sources.

	Develop ethical HR judgement
	Learn about data protection, algorithmic bias, fairness and accountability in AI-supported decisions.
	Within 6 months
	Apply an ethical checklist to HR case studies and explain potential risks.

	Improve communication and empathy
	Practise active listening, participate in discussions and seek feedback on professional communication.
	Within 6 months
	Record feedback and identify improvements in communication and interpersonal skills.


This plan of action will help me use AI tools with confidence while avoiding becoming over-reliant on AI tools. I will remain responsible for my actions and maintain a commitment to lifelong learning.
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