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[bookmark: _Toc1741106890]TASK A: Designing New Ways of Working
[bookmark: _Toc1650357129]1. Old Ways vs. Better Ways
For a long time, most companies were built like a pyramid bosses at the top made every big call, and everyone else just followed orders. Jobs stayed the same, hours were set in stone, and being seen at your desk often mattered more than the work you did. This style was steady and predictable, which worked fine years ago but for a fast‑growing healthcare tech company like NexSpace, it’s too slow and too stiff. Right now, the people who know the work best the teams' building tools, testing systems, and talking directly to hospitals and doctors don’t get a real say in how things run or where the company goes. Good ideas get stuck waiting for approval, chances get missed, and talented people feel their voice doesn’t count (Pfeffer, 2016).
Newer approaches flip this around. High-performance Work Systems focus on giving people proper training, sharing important info, and linking rewards to results. It helps people feel involved and stay longer, but it can also create too much pressure a keep up or fall behind vibe where people rush instead of thinking creatively (Boxall and Purcell, 2023).
High Involvement Work Systems fit NexSpace much better. This means giving real say to everyone sharing info openly, teaching new skills widely, letting teams plan their own work, and rewarding group success as well as individual wins. Instead of waiting weeks for sign‑off from far away, people closest to the work can spot problems, fix them, and try fresh ideas straight away. This matters especially because NexSpace works across three very different places the UK, India, and the UAE. Local teams understand their own markets, their own customers, and their own working lives best, and they should be trusted to help shape how the company grows (Guthrie, 2021).
Agile working takes this even further. Instead of planning every detail month ahead and refusing to change, teams work in short, focused bursts, check progress often, and adapt quickly when needed. This is perfect for healthcare tech rules shift, medical advice develops, and AI gets better all the time. Being quick and flexible is exactly what will keep NexSpace ahead of competitors (Rigby et al., 2020). Hybrid working where some work from home and some from the office also fits modern life well. It gives people valuable flexibility, but only if it’s done fairly. If people seen in the office get noticed and promoted while those working from home get overlooked, it creates new unfairness and makes things worse (Grant and Parker, 2022).

One clear idea ties all this together Sociotechnical Systems Theory. It says people and technology work best when designed as one connected system, not separate bits. You can’t just buy new software and expect everything to get better on its own you also must change how teams talk to each other, how decisions get made, and how people work together across distances. Tech should help people do their best work, not control them or replace their judgment (Pasmore, 2023).

[bookmark: _Toc120311190]2. Practical Changes for NexSpace
Here are clear, doable steps that fix every challenge you face and build a strong future.
Cross functional teams spark fresh ideas
Right now, teams likely work apart engineers write code, clinical experts check safety, business staff plan sales. Instead, create innovation pods with people from different roles and different countries working together from day one. When a new product is first thought up, engineers, doctors, designers, and business staff sit down together. This means ideas are practical, safe, and useful from the start. Once a month, hold innovation sprints anyone can suggest an idea, and the best ones get small budgets, protected time, and support to build a simple working version. This gives people a real creative voice, breaks down walls between teams, and builds understanding across regions (Hackman, 2020).

Fair hybrid working for everyone
Stop measuring when people arrive start measuring what they get done. Agree clearly what needs to be delivered and by when, then let people choose where and when they work best. Keep two days a week as the usual time for teams to meet in person, so relationships grow and plans are made together. Set a shared four‑hour window each day for cross region meetings, so no one in India or the UAE is logging on late at night. This respects people’s lives outside work and stops proximity bias where being seen matters more than doing a great job (Lewis, 2024).

Give teams real say in how they work
Trust your people. Teams should plan their own schedules, share tasks based on strengths, and agree their own ways of keeping in touch always keeping patient safety, ethics, and rules as the top priority. Managers will shift from telling people what to do to removing roadblocks, looking after wellbeing, and helping teams stay on track. When people have real control over their work, they care more, try harder, take sensible risks, and come up with much better solutions (Deci and Ryan, 2019).



Agile teams move faster and adapt
Break big projects into short, clear cycles usually one or two weeks long. At the end of each cycle, look at what worked well and what didn’t, then adjust the plan. Progress is shown by what works, not long reports or paperwork. If new medical guidance comes in, a rule changes, or an AI advance opens new possibilities, teams can shift direction without waiting for slow approval from far away. This keeps NexSpace quick, responsive, and right where it needs to be (Rigby et al., 2020).

Digital tools that truly connect everyone
Use one shared online space where all projects, notes, ideas, and skills list live in one place. Important meetings get recorded with short summaries so people who couldn’t attend can catch up easily. Knowledge stays central, so when someone moves teams, their experience stays with the company. This levels the playing field completely whether you’re in the office or on another continent, you see the same info at the same time (Malik et al., 2023).
Together, these changes speed up decisions, bring more and better ideas forward, connect teams across borders, and make people feel valued and happy to stay. Your real advantage won’t just be your tech it will be your people.

[bookmark: _Toc1516378825]TASK B: Building an Environment Where Talent Grows
[bookmark: _Toc2074514881]1. What Makes People Thrive?
Talent doesn’t grow just because someone is clever or good at their job. It grows in the right place where people feel safe to try new things, encouraged to keep learning, and part of something that matters.
Peter Senge’s idea of the Learning Organisation says companies themselves should learn and improve just as much as their employees do. It’s not about sending someone on one course and forgetting them. It’s about sharing ideas openly, being honest about what went well and what didn’t, and building a shared goal everyone cares about. Growth becomes part of everyday work, not something extra (Senge, 2006).

Carol Dweck’s Growth Mindset fits perfectly with this. Some people think you’re either good at something or you’re not that’s a fixed way of thinking. A growth mindset means believing skills build gradually through effort, practice, and sticking at it. In a true growth culture, a setback isn’t a failure it’s a lesson. This matters especially in AI and healthcare tech, where finding what doesn’t work is often the step that leads to what does (Dweck, 2016).
But people won’t speak up or try new things unless they feel safe to do so. Amy Edmondson calls this Psychological Safety the confidence you won’t be criticised or blamed if you ask a question, admit a mistake, or suggest a different way. Without this safety, problems get hidden, ideas stay unsaid, and real learning stops. In healthcare tech, hiding concerns could affect patient care so this isn’t just nice to have, it’s essential (Edmondson, 2019).
People also need three key things to stay happy and committed: say over their work, the chance to keep getting better, and a feeling of connection with those around them. This is Self-determination Theory. If any one of these is missing, even great workers gradually pull away or leave. Right now, at NexSpace, talented staff feel held back, unsupported in learning new skills, and cut off from colleagues overseas exactly why people are moving on (Deci and Ryan, 2019). Job Crafting Theory adds that people are happiest when they can shape their own roles playing to their strengths and following what truly interests them. Companies that support this instead of blocking it get more engaged, loyal teams (Tims et al., 2022).
Simply put talent grows when people feel valued, trusted, and supported to become the best they can be.

[bookmark: _Toc595502017]2. NexSpace Talent Growth Plan
Here’s how to build that environment step by step.
Grow a culture that values growth
Make learning part of every conversation. Replace reviews that only talk about targets with growth check-ins ask what someone enjoyed, what they want to get better at, and what help they need. Managers will be trained to listen and encourage, not just judge. Career paths won’t all look the same some will lead teams, others will become top experts in AI, clinical safety, or design. Both will be valued and rewarded equally (Senge, 2006).

Clear learning for every person
Give every employee their own budget for courses, conferences, books, or self-study whatever helps them grow. Create skill‑exchange circles an AI expert in India teaches the basics to clinical teams, while a nurse in the UK explains real patient needs to engineer. This builds skills and friendships across borders. Offer stretch assignments supported chances to lead a small project or try something new, with guidance always there. People gain confidence without feeling thrown in the deep end (Tims et al., 2022).

Build real safety from the top down
Hold learning huddles after every major project talk openly about what worked and what could be better, with one clear rule: no blame. Leaders go first share when they got something wrong and what they learned. This sets the tone. When hiring and promoting, judge people on how they treat and support others, not just how fast or capable they are. Leaders who help others shine will advance; those who make people feel small won’t (Edmondson, 2019).

Performance and wellbeing go together
High standards don’t have to mean burning people out. Watch workload alongside results if someone’s always working late, that’s a problem to fix, not something to praise. Celebrate effort, progress, and teamwork just as much as hitting targets. Build schedules that respect family life, personal time, and different time zones. Doing well without wearing yourself out is the real goal (Grant and Parker, 2022).

Fair progression across all regions
Make promotion rules clear and apply them the same way in the UK, India, and the UAE. Show people exactly what skills and experience they need to move up, so it feels open to everyone, not just a few. When people see a real, fair future for themselves at NexSpace, they stay and give their best.

[bookmark: _Toc564034862]TASK C: My Reflection & Development Plan
[bookmark: _Toc1629126661]1. AI as a Tool in HR
Artificial Intelligence can make HR work faster and sharper, but it must never replace care, fairness, or human judgment. AI can process huge amounts of information to spot real patterns: why people leave, where skills are missing, what makes teams feel happy and involved. It handles repetitive work like scheduling meetings, sorting through job applications, or writing first drafts of policies and letters jobs that take up lots of time but don’t need a person’s special touch. This frees HR to focus on what matters most: listening, supporting people, and building a kind, inclusive culture (Charlwood and Guenole, 2022). Used well, AI can even help make things fairer for example, checking job descriptions to make sure they don’t favour one group over another, or highlighting where more training is needed across different teams.
But AI carries real risks. It learns from what humans have done before including unfair habits. Without careful checking, it could repeat and even amplify old biases, favouring some groups over others. It might see people as numbers instead of whole people, ignoring kindness, creativity, and grit the things that make organisations truly human. Relying too much on AI could mean we stop thinking for ourselves and that would be letting people down (Kelan, 2024). For instance, if an AI tool picks candidates based only on past patterns, it might miss someone with great potential who just took a different path.
The right approach is clear be open about when AI is used, always have a person review important decisions, strictly protect everyone’s personal data, and remember AI is a helper, not the boss. It shows possibilities, but people decide what is right.

[bookmark: _Toc1451382682]2. Reflective Report
I used AI in three ways while writing this.
First, I used it to understand the theories and see how they connect. It helped me map which ideas fit NexSpace best. This saved time and gave me a solid starting point, but I had to think carefully about what truly suited this international healthcare business. I learned AI gives structure, but real understanding comes from me.
Second, I used it to make my writing clear and natural. It smoothed sentences and helped ideas flow well. But every thought and recommendation is mine I chose what to say and how to say it. I learned tech can polish work, but it can’t give you something real to say.
Third, I used it to check I’d covered everything and stayed on track. This kept me organised, but I read every section myself. I learned tools are helpful helpers, but I must always be in charge.
Overall, AI is useful support, but my own thinking, care, and judgment are what truly count.

[bookmark: _Toc379055511]3. My Plan to Build Skills
Here’s how I’ll grow over the next year to become a thoughtful, capable HR professional.
Months 0–4: Build strong knowledge
I’ll learn how to understand data responsibly and what good, ethical AI practice looks like in real workplaces. I’ll also practise writing clearly for different people from leaders to new team members so I can explain big ideas simply and kindly.
Months 4–8: Practise and connect
I’ll look for real experience volunteering, projects, or work placement where I can use these ideas. I’ll focus on listening well, supporting others, and helping groups work together comfortably.
Months 8–12: Lead and reflect
I’ll take on small leadership roles and keep a journal noting what goes well, what surprises me, and what I’d do differently. My goal is to be an HR professional who combines solid knowledge with real heart someone who uses tools wisely but always puts people first.
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