
 [image: ]
INNOVATING NEW WORKING PRACTICES AND BREEDING AN ENVIRONMENT WHERE TALENT MAY GROW
Programme name: Master of Business Administration
Module name and code: Human Capital Management LCMB7023
Lecturer's name: Eno Maycock
HET SAKARIYA (2605591)
Final word count: 2580 Words
Submission date:


Table of Contents
Introduction	3
TASK A: Designing Innovative Working Practices	3
TASK B: Breeding an Environment Where Talent May Grow	7
TASK C: Reflective Report	12
Conclusion	13
Reference List	14






[bookmark: _oso4cnsgox8w][bookmark: _Toc242285607]Introduction
This report critically examines how NexSpace Health Systems (NHSX) can redesign working practices and develop an environment where talent flourishes. It assesses novel work design, strategic talent evolution, and positive AI utilisation to reinforce teamwork, innovation, capacity of staff and long-term organisational productivity.
[bookmark: _Toc242285608]TASK A: Designing Innovative Working Practices
At NHSX, traditional work design is based on hierarchical coordination, specialised roles, and management control. The bureaucracy of Weberian and scientific management of Taylorism can offer standardisation, operational control, and role clarity but their focus on top-down decision-making and supervision limits experimentation in the case of knowledge-based work where the technologies are dynamic. Stanford (2007) depicts the modern trend of inflexible, compartmentalised work to more fluid, project-based input, as management shifts towards surveillance to enablement, coaching, and psychological safety. In the case of NHSX, such a change is a strategic consideration due to the fact that slow decision-making, lack of experimentation, and poor international knowledge sharing suggest that current organisations are no longer in tune with the needs of innovation of the organisation.
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Figure 1: Traditional Vs. Innovative Work Design
(Self-Created)
HPWS provides a helpful point of departure as it incorporates mutually reinforcing practices that foster ability, motivation and opportunity, favouring productivity, quality, innovation as well as retention (Hassan, 2022). Its focus on multi-skilled jobs, autonomy, and teamwork and knowledge exchange are suitable in the AI-enabled environment of NHSX. Still, HPWS can be performance based and it might not be challenging enough to managerial control. HIWS offers a more potent remedy through more power, information, rewards, and knowledge sharing opportunities to the employees (Nguyen et al., 2024). Decision-making can be enhanced by involving employees since locals are better positioned to share local knowledge on operational issues, and autonomy enhances creativity and commitment (Armstrong, 2020). But participation in the absence of strategic boundaries can generate inconsistencies in decisions. NHSX needs a combined and no single model solution.
The overall design logic is offered by Sociotechnical Systems (STS) theory. It perceives work as a social and technical complex that ought to be co-optimised, instead of injecting technology without redesigning jobs, authority, and work processes (Thomas, 2024). Its principles of flow of information, local control of variance, proper decision rights and participation apply to an international health-technology company (Trist and Bamforth, 1951). Following this, NHSX would be advised to integrate STS with HIWS and HPWS to develop a networked work system where tech accelerates and does not override employee judgement.
To start with, NHSX must build cross-functional product teams that include software engineers, clinicians, data specialists, product managers, and user-experience specialists. Every team must own specific products or patient-facing outcomes end-to-end, and have the power to fix operational problems (Uchenna et al., 2024). This would transform functional silos to knowledge-sharing models, and minimize escalation delays. Agile working ought to offer the working rhythm as a result of brief sprints, recurrent reviews, coordination, and reflections. These teams can be faster to adapt to changing clinical and technological needs, and errors and rework are decreased by frequent feedback (Ibrahim Alzoubi, Qumer Gill and Al-Ani, 2015). Notably, agile independence must be under disciplined leadership since healthcare technologies encompass quality, safety, and regulation risks.
Second, NHSX ought to develop a deliberate hybrid and flexible working model as opposed to flexibly considering remote working. Collaboration, innovation workshops, and complex problem-solving should be conducted on team-coordinated “anchor days” and employees should perform deep-focus work remotely where applicable (Handke et al., 2024). Having a flexible work schedule, within prearranged core working hours can also serve personal needs. Munda (2026) opined that flexibility arrangements can nurture autonomy, wellbeing, satisfaction, and retention, but also pose challenges of overworking, digital fatigue, and access imbalance. NHSX must thus achieve performance based on results and not visibility, create focus time without meetings and implement similar access to developing and decision-making opportunities at multiple locations.
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Figure 2: Integrated framework for Innovative work practices at NHSX
(Self-Created)
Third, the infrastructure relating to the model needs to become digital collaboration. Communication, coordination and co-creation across the UK, India and UAE can be supported using teams and Slack, Zoom, Miro, shared documents, and boards (Lakshmi and Unny, 2025). Better visibility of knowledge would be available through shared documentation and asynchronous discussion, and task boards would reveal bottlenecks and improve accountability (Zamiri and Esmaeili, 2024). Technology will not however make collaboration. To avoid meeting overload and digital exhaustion, NHSX ought to create communication guidelines, inclusion of meetings, training, and boundaries of tool usage.
Lastly, coaching-based management and performance results should promote employee autonomy. Managers are expected to be facilitators who prioritize, eliminate barriers, and build capacity as opposed to authorizing all operational decisions (Llopis et al., 2020). This practice is in line with the module AMO point of view: performance requires employees with the right ability, motivation, and opportunity to contribute (Cappelli and Tavis, 2016). The combined framework hence interconnects empowered individuals, nimble organizations, adaptable work, and digital facilities. Its foreseen results include quicker choices, enhanced cross-border knowledge motion, improved experimentation, enhanced employee participation and wellbeing, and organisational adaptability and innovation.
The paradigm must acknowledge that the present-day practice is not necessarily superior to others. Hybrid working can destroy social capital in the situation when interaction is discontinuous, whereas agile teams can increase the costs of coordination in cases when priorities are volatile (Marrapodi, 2025). Equally, more autonomy may lead to augmented role ambiguity in which workers have no skills or decision-making prerogative. Instead of simply applying the same arrangements to all roles, NHSX ought to implement a task and team-based approach instead. Greater physical presence may be necessary in clinical or security sensitive or lab activities, and such activities may be facilitated by greater flexibility in software development, analysis, and documentation (Munir et al., 2022). Such a contextual approach is aligned to a STS since the work design must correspond with social and technical aspects of the task.
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TASK B: Breeding an Environment Where Talent May Grow
In the case of NHSX, talent management should also go beyond high performers and develop an organisational ecosystem where employees are able to learn capabilities continuously, to experiment and advance. This directly addresses NHSX’s loss of high-performing employees who perceive limited career growth and learning. Aligning organisational strategy, learning, motivation, career opportunity, and employee experience are therefore more appropriate in a talent environment compared to isolated training interventions.
Learning Organisation by Senge (1990) can be helpful. Its five disciplines of personal mastery, mental models, shared vision, team learning, and systems thinking make learning an organisational competency instead of an HR activity. In the case of NHSX, personal mastery can facilitate ongoing technical and clinical growth, and team learning could enhance knowledge sharing throughout the UK, India, and UAE. NHSX ought to thus integrate learning into daily work, as opposed to courses being the main means of development.
This point of view can be complemented by the Growth Mindset that Dweck (2006) creates, which shows that capabilities can be developed by means of effort, effective approaches, feedback, and mentoring. The culture of growth can also be used to motivate employees to take on tougher tasks and use failure as a learning experience (Rožman et al., 2023). Still, inculcating a growth mentality using slogans is just one of the risks of turning into an empty symbol. It should be strengthened by leadership behaviour, developmental feedback, learning resources, and recognition of improvement not only by the outcome (Crans et al., 2022).
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Figure 3: Key theories underpinning an environment of talent development
(Self-Created)
The importance is the same with Psychological Safety. It is theorised by Edmondson (1999) as the belief that a team is safe to inter-personally risk. Psychological safety can serve voice, experimentation and knowledge sharing in NHSX where innovation requires employees who need to challenge assumptions by reporting errors and providing new ideas. Yet, psychological safety is not to be transformed into not being responsible. Latessa et al. (2023) opined that the joint of high psychological safety and high accountability as the learning zone, and high safety and low accountability could result in comfort, not performance. NHSX thus requires such managers that welcome questioning but with clear guidelines.
Self-Determination Theory and Job Crafting lend these theories strength. Work supports autonomy, competence, and relatedness, this puts employees in a better position to promote development (Olafsen et al., 2024). Job crafting enables employees to positively re-design tasks, relationships and perceptions of their job which enhances better fit, meaning and ownership (Armstrong, 2020). The role of NHSX as such should involve making job crafting possible under clear objectives, governance, and team boundaries.
There are five interconnected pillars that need to be considered in the development of a thorough NHSX Talent Growth Ecosystem. First, wall planning must determine the present and future capability needs and especially in AI, data, cybersecurity, digital health, clinical knowledge, and international collaboration (Arefin et al., 2025). Development investment can then be focused on the key capabilities guided by skills mapping. This ensures that talent development is not taken out of context (CIPD, 2023).
Second, NHSX ought to create ongoing learning and capability development. The talent framework in the module suggests that experiential learning, coaching, and formal development should be used together, instead of using classroom training only (Taylor, 2018). Learning pathways, micro-learning, stretch assignments, and mentoring should be funded to the employees. Technical and relational capabilities would be nurtured in cross-functional projects and assist with the innovative working model introduced in Task A.
Third, the retention problem should be dealt with by transparent career paths and internal mobility. Technical, managerial and specialist career routes should be published by NHSX, underpinned with internal talent-marketplace opportunities, job rotations, and short-term cross areas. This would enable employees to move forward without necessarily thinking that entering management is the sole meaning of career success. Mentoring and succession opportunities must be given to high-potential employees, and development must not be limited to a small elite (Kehoe et al., 2022).
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Figure 4: Strategic Talent Growth System for NHSX
(Self-Created)
Fourth, NHSX must develop a psychologically safe, and personality-oriented work environment. Managers ought to oversee frequent development discussions, be transparent about errors and welcome criticism. Monitoring of employee experience should be done regarding critical points like onboarding, learning, performance review, career progression, and retention (Santos et al., 2025). This is able to detect friction that otherwise will contribute to disengagement and turnover. Notably, accountability, ethical standards and clear performance expectations should go with psychological safety.
Fifth, development should be reinforced by performance and feedback systems. NHSX needs to employ frequent one to one coaching, ongoing goal setting, and 360-feedback in place of regular annual appraisal. The performance talks must consider the results, as well as, the growth of capabilities. Key indicators may involve skills acquired, internal mobility, contributions to innovation, retention/engagement (Cappelli and Tavis, 2016). That forms a feedback loop where strategy determines capabilities, learning builds on those capabilities, career opportunities put them into practice and performance systems maintain the growth.
An ecosystem that can arise is as follows: strategic capability requirement→ continuous learning→ career mobility and job crafting→ psychological safety and motivation→ enhanced performance and retention. Its effectiveness, nevertheless, lies in the managerial behaviour. Regarding this, managers should also be talent enablers who coach, stretch opportunities and feedback instead of gatekeepers of development (Strickland and Martins, 2026). NHSX must not also make assumptions on what all employees need to follow; plans should be individual, and based on career stage, role, location, and specialist needs.
Comprehensively, NHSX must develop talent via a holistic approach as opposed to a single HR practice. Senge (1990) offers the learning structure, Dweck (2006) sustains the culture of development, Edmondson (1999) establishes the psychology of experimentation, and Self- Determination Theory and Job Crafting reinforced the autonomy, competence, relatedness, and ownership. Together with strategic workforce planning, career mobility, and feedback on a regular basis, such an ecosystem can transform employee potential into organisational capability. In the case of NHSX trade-off, the result of the strategy is not necessarily more trained employees but a resilient base of talent able to innovate continuously, share knowledge, provide succession and sustainable performance.
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Incorporating “Artificial Intelligence” (AI), which can reinforce the decision-making process, into the practice of “Human Resource Management” (HRM) as a future practitioner, this issue will not get weaker; however, professional judgement will not be transmitted to machines. AI has the ability to perform analysis on large amounts of workforce data, discover patterns of turnover, skills shortages, and employee engagement, and facilitate evidence-based workforce planning. It can thus be a decision support tool but not an independent decision-maker. Nonetheless, the information provided in the module points out the necessity to strike a balance between the benefits of technology and ethical and human factors (World Economic Forum, 2025). Bias can be reinforced in the AI generated recommendations as they could fail to understand differences in the workplace context and thus compromise employee trust in cases where transparency is not applied with the tool (Kern et al., 2022). I, therefore, feel that HR benefits should be able to confirm the results of the AI, ensure privacy, doubt any potentially biased suggestions, and not lose the ability to feel when choices have an impact.
This understanding has been acquired through my own use of AI. To start with, I have applied AI to compose academic tasks and to divide complicated concepts into logical parts. This enhanced my planning, synthesis, and written communication as I was able to make comparisons between other structures prior to the development of my own argument. Nevertheless, overdependence might lead to less independent thought; this is why now I consider AI a starting point and carefully review its proposals.
Second, I have applied AI to critique and perfect academic writing in regard to the assessment requirements. This assisted me to recognize repetition, poor transitions, and points of greater critical examination. It enhanced my quality evaluation skills based on explicit criteria. The weakness was that AI was able to propose refined wording without necessarily comprehending the entire academics (Khalifa and Albadawy, 2024). This strengthened the necessity of my own assessment and knowledge of the subject.
Third, I have applied AI to clarify new things and create viable implementations of theories. This made my learning faster and enabled me to relate theoretical models and organisation issues. Yet, in the simplified explanations, critical thinking may be promoted by false pretences. I, thus, compare significant ideas with module materials and reliable academic materials.
The future capability plan has three priorities. To begin with, I will enhance the digital and analytical skill by gaining trust in HR analytics, interpretation of data and accountable AI application. Second, I will enhance the human-centred abilities by communicating, listening to conversations, coaching, and managing conflicts because empathy is always paramount in HR decision making. Thirdly, I will learn to make critical and ethical judgments by asking questions of AI outputs, verifying evidence, and determining fairness, privacy, and employee implications. I will evaluate progress on a monthly basis with reflective notes, academic or professional activity feedback and evidence of accomplishment of the learning. This strategy will enhance my employability through integration of technological fluency with critical thinking, moral obligation, and relationship skills.
[bookmark: _Toc242285611]Conclusion
Thus, NHSX requires an integrated human capital strategy combining agile and flexible work, employee autonomy, continuous learning, career mobility, and psychological safety. These practices are able to enhance innovation, retention, and organisational resilience. Nevertheless, technology, and AI must complement but not substitute human judgement to make ethical, inclusive, and people-centred decisions.
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