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Topic: Innovating New Working Practices and Breeding an Environment Where Talent May Grow
Introduction 
NexSpace Health Systems (NHSX) is a healthcare technology organisation that employs approximately 600 workers to develop AI-enabled digital health platforms, clinical decision-making technologies and patient monitoring systems across India, the UK and the UAE. However, it is facing several strategic workforce challenges due to internal expansion and increased investment in AI. It has followed traditional hierarchical working practices, which is potentially misaligned with a business where competitive advantage depends upon collaboration, innovation and rapid knowledge exchange. The report aims to design innovative working practices that perfectly align with NHSX's current workplace culture. Additionally, it will suggest an environment for NHSX where talent may grow. Lastly, the report will contain reflective reports to reflect on own capability development as a future HRM. 
Task A: Designing Innovative Working Practices 
1.1 Critical Evaluation of traditional and contemporary work design 
NHSX follows traditional Taylorist approaches (Scientific Management Theory), which prioritises task specialisation, managerial control and standardisation (Karn et al., 2026), which is effective for consistent and accountability; however, its effectiveness becomes constrained when employees must solve ambiguous problems, respond rapidly to technological change and iterate multidisciplinary knowledge. The NHSX's therefore, slowed their decision making, struggle to balance employee well-being, inadequate learning opportunities and limited experimentation, which suggest that excessive hierarchy has become a strategic constraint rather than simply an operational preference, which can be solved through applying High-Performance Work System (HPWS). It will allow NHSX to drive a shift in work design from narrow routine tasks to broader, multi-skills roles, which is effective in addressing inadequate learning-related issues and allowing employees to share knowledge to embrace creativity and experimentation (Balabanova et al., 2026). Additionally, it will allow team-based problem solving while reducing stagnant supervisor control and translate into self-management and employee autonomy, which will upgrade skills and knowledge sharing. 
Centralised decision-making can slow responses, restrict employee autonomy and reduce opportunities for experimentation in NHSX. Whereas an agile working culture is also useful for NHSX to replace rigid annual planning with iterative experimentation, knowledge sharing among cross-functional teams, and enable continuous feedback from HRM. Kucharska (2026) stated that an agile workplace culture encourages employees to constantly respond to rapid change, which can solve NHSX’s issue related to slow-decision making and innovation. This is relevant to the company because it allows employees to independently make decisions, learn new skills and adapt cultures instead of waiting for hierarchical approval. Nevertheless, Agile can also create coordination issues if autonomy is introduced without clear accountability. Therefore, the strongest approach is not to replace hierarchy with complete decentralisation; however, NHSX should establish bounded autonomy, where teams have the authority over operational decisions while strategic governance remains centralised.  
NHSX's traditional hierarchical working culture creates several constraints for organisational performance, which restricts employees from developing their digital literacy to collaborate with digital technologies to improve organisational performance. Whereas, Sociotechnical Systems Theory (STS) unveils that better work performance highly depends on the joint optimisation of both human (social) and technical subsystems (Özbilgin et al., 2026), which is relevant to NHSX because AI and digital health technologies cannot deliver value independently. Nevertheless, it over-relies on joining optimisation of social and technical systems, while overlooking employees' high performance expectations and balancing their wellbeing, which is a concurrent issue of NHSX. Whereas the HIWS provides a stronger fit with NHSX's specific challenges, such as weakened collaboration with cross-cultural teams, slowed decision-making, limited career growth opportunities, inadequate employee wellbeing support and limited opportunities for creativity.  Luo and Yao (2026), stated that HIWS emphasises power, information, rewards and knowledge sharing, which allows employees greater involvement in decisions; therefore, NHSX should reject both rigid hierarchy and unstructured flexibility. The most appropriate mode is an integrated "HIWS and Agile structure" where technology, autonomy, and collaboration are deliberately designed around organisational objectives. 
1.2 Recommended innovative working practices for NHSX 
Considering the challenges of traditional working culture, it is important to incorporate innovative working practices for NHSX, which will also mitigate strategic workforce challenges faced by the company. 
Cross-Functional Collaboration through Agile Working 
NHSX should establish a cross-functional Agile team to smoothly run a proper operation by sharing knowledge between distinct departments, including software/AI specialists, data specialists, clinical experts and user representatives, to boost creativity. This approach would directly address the current problem of slow hierarchical decision-making and slower creativity because expertise would be located closer to the operational decisions instead of getting approval of the hierarchy, which also improve indecent decision-making ability of employees and boost creativity. Collaborative working among different teams within an operation helps in improving creativity (Plattfaut et al. 2026), for instance marketing team of NHSX share understanding market demand and share their knowledge with the product design team to produce demanding products to satisfy consumer demand, gain competitive edge and boost organisational performance. 
Employee autonomy through HIWS 
NHXS should introduce greater employee participation through giving authority to employees to decide how to organise its project tasks, choose appropriate methods for solving technical problems, propose and test new ideas and share knowledge and feedback directly with other functional teams. The greater participation allows employees closest to operational problems to contribute knowledge that senior managers may not possess (Rezaei et al., 2026). Nevertheless, autonomy without accountability can produce inconsistency and wrong decisions. Therefore, bounded autonomy is best for NHSX to improve organisational performance by maintaining creativity and accountability for smooth function across international teams. 
Digital Collaboration technologies  
As the company is operating globally, proper communication and collaboration is important through the digital tools including microsoft teams for meeting, sharepoint for shared documents, planner or project tools for task allocation and project visibility and digital whiteboard for collaborative brainstorming. Through the lens of Sociotechnical Systems Theory (STS), before implementation, the company should clearly communicate with managers and employees regarding rules and properly train them to access these technologies to avoid resistance while ensuring recorded and accessible group discussions for employees. This record system is important because different countries such as the UK, India and the UAE have different working hours and time zones. It will be beneficial for each country's employees to learn digital literacy and successfully participate in digital collaboration technologies from different countries. It will enhance organisational performance through digital and human collaboration.
Hybrid and Flexible working culture through HPWS 
NHSX should address weakened collaboration by redesigning how employees communicate, coordinate and share knowledge across different locations instead of simply allowing employees to work remotely. Nevertheless, flexibility alone may fragment knowledge sharing and weaken coordination; therefore, NHSX should combine hybrid working with multi-tasking teams, digital collaboration and learning opportunities, which can enhance innovation, solve employee retention issues and enhance productivity. For instance, AI specialist’s clinicians and product teams could use digital platforms for constant project communication while scheduling regular virtual meetings for solving complex problem and decision-making, which could enhance company’s  performance by faster decision-making, better knowledge sharing, and higher productivity among employees. 
Task B: Breeding and Environment Where Talent May Grow
2.1 Critical Evaluation: Creating an environment where talent flourishes 
NHSX's loss of high-performing employees indicates that its talent problem is not simply a shortage of training but a weakness in the wider talent ecosystem. AI and digital health capabilities are constantly evolving, so technology-intensive organisations such as NHSX cannot depend on existing employee knowledge; rather, they provide constant training for employees to continuously learn new skills and cope with changing market demands through a growth mindset and a learning organisation. For instance, Microsoft cultivates a learning culture through "Viva Learning" to encourage its employees to learn from experimentation, mistakes and colleagues, while explicitly promoting a growth-mindset philosophy in which employees continuously develop capabilities (Kellington, 2022), which improves employee engagement and retention. Therefore, NHSX should embed a learning culture within everyday work through experimentation and cross-functional projects to boost growth mindset among talented employees and retain them for the long term. 
NHSX is facing high voluntary turnover and rising recruitment costs due to a lack of opportunity for creativity and experimentation, which can be solved through embedding self-determination theory. This SDT not only motivates employees through external rewards such as money and praise rather they should be motivated through internal rewards such as learning, growth and success (Ayabe et al., 2025). For instance, Google also motivates its employees through learning, growth and success to create Google News (employee-driven innovation), which has become famous and classified as successful employee-driven innovation (Skonord, 2024). The company should provide its employees greater influence over how work is performed, opportunities to develop expertise and stronger connections across its UK, India and UAE operations. Whereas Iyer et al. (2026) argued that Employee Experience (EX) strategy should be embedded by the company to treat employees as a strategic asset instead of just a cost by managing the complete employee journey from recruitment, onboarding to work design, learning, performance, recognition and career progression. For instance, Atlassian provides huge flexibility for its employees where they work, while the company deliberately combines distributed working with asynchronous communication and periodic in-person team gatherings (Atlassian, 2026). 92% of its employees say it is an important reason they stay (Atlassian, 2026). Therefore, the NHSX should use the EX strategy to motivate employees to work within the organisation for the long term. 
Therefore, one single theory implementation is not sufficient to build proper talent ecosystem rather it can be achieved through combining different theories including SDT, EX, learning and growth mindset approach to get benefits including increased employee morale, productivity and innovative mindset. 
2.2 Develop a comprehensive talent growth strategy for NexSpace Health Systems 
Introduce the proposed talent ecosystem 
The company should introduce an integrated Talent Growth Ecosystem, which consists of continuous learning, internal mobility, career development, employee autonomy, performance management and wellbeing. 
Strategy 1: Continuous learning and AI capability development 
Rapid development of AI technologies has created opportunities for organisations to educate employees regarding digital skills and knowledge through continuous capability development training and experimentation (Chiekezie et al. 2024), which also needs to be followed by the NHSX to address gaps related to limited opportunity for creativity and slowed innovation. However, continuous learning can increase training costs, workload and employee resistance, while rapidly changing AI technologies can make skills quickly outdated. Hence, NHSX can mitigate these challenges through regular and targeted training, practical AI projects and continuous skill assessment to ensure learning remains updated and relevant without disrupting employees' existing responsibilities. 
Strategy 2: Individual career pathways and internal mobility 
Due to limited career growth in the NHSX, high-performing employees are leaving; hence, the company should embed an "Individual Development Plan (IDP)" for every high-performing employee to retain them for the long term. Employees could have: 
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Table 1: Individual career pathways and internal mobility
(Source: Self-Developed)
Through the lens of Growth Mindset and learning organisation IDP is important to identify skill gaps and improve required future skills through training (Pourkarimi, 2025). This initiative could improve knowledge sharing, long-term talent retention and career development; however, implementation might face limited budgets, unequal access to development opportunities and increased managerial workload. This can be solved by prioritised regular progress reviews and founding transparent career criteria to ensure IDPs provide genuine career progression.  
Strategy 3: Global Mentoring and knowledge-sharing network 
The company faces poor knowledge sharing and collaboration across international teams across the UK, India, and UAE, which can be directly addressed through implementing "NHSX Global Talent Mentoring Network".  In this network, senior employees will act as mentors and high-potential employees will act as mentees. Mentors will transfer tactical knowledge, develop leadership capabilities, support career progression, connect geographically dispersed employees, minimise knowledge silos among mentees in India, UK and UAE, which will address knowledge sharing and collaboration issues in cross-country cultures. However, cultural barriers, time-zone differences and mentor workload can limit participation, which can be mitigated through cross-cultural training, structured mentoring schedules and clear mentoring objectives. 
Strategy 4: High-potential talent and internal innovation 
NHSX should create a "Talent Innovation Programme" for its high-potential employees to enable them to generate innovative ideas while setting clear strategic boundaries with leadership sponsorship to ensure controlled experimentation. Through the lens of SDT this initiative will directly address employee complaints about limited opportunities for experimentation and creativity while maintaining bounded autonomy. During this program, employees could receive a defined percentage of working time for developing and testing improved ideas related to digital health, AI, patient monitoring and internal processes. However, limited resources and employee resistance to change may increase costs and disrupt successful implementation, which can be solved through small-scale pilot tests, clear evaluation criteria and regular leadership required to ensure innovation remains controlled. 
Strategy 5: Performance, recognition and wellbeing  
Managers struggle to balance employee wellbeing and performance; hence the company is required to revise the performance system. During this process, by embedding Employee Experience (EX) strategy managers should implement quarterly development conversations, which are important to clearly communicate quarterly development regarding performance, learning, career aspirations, workload, wellbeing and future skills to balance employee wellbeing (Routray, Choudhary, and Sinha, 2025). Apart from that, the company will provide quarterly recognition among its employees for knowledge sharing, embrace innovation, learning achievements and collaboration to improve employees' performance. However, frequent reviews may increase managerial workload, and inconsistent recognition may create perceptions of unfairness. It can be mitigated by the company through manager training process, standardised review criteria and transparent recognition process for ensuring performance management remains fair while maintaining a balanced pressure on employees.  
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Table 2: Implementation table
(Source: Self-Developed)
Task C: Reflective Report
3.1 AI as a Strategic Tool 
As a future Human Resource Management (HRM) professional, I prioritise AI as a valuable strategic tool for analysing workforce data (large), supporting activities and identifying working patterns, such as recruitment, workforce planning, talent management and employee engagement. For example, AI is important to analyse current employees' data for identifying skills gaps and forecast important future skills, which helps to make more evidence-based decisions as an HR professional. Nevertheless, AI might present algorithmic bias, inappropriate outputs and raise privacy concerns, which highlights the importance of human judgement instead of over-reliance on automated recommendations (Alabi, 2025). Therefore, I believed that only AI cannot generate appropriate data without human judgements, where mainly AI-human collaboration is necessary to create value and prioritise ethical responsibility. 
3.2 Reflective Analysis of my AI use 
To become a successful HR professional, I practised AI in different areas; for instance, I used AI for screening and organising CV information as per the job requirements, which has enhanced my skills in identifying relevant skills. However, I gathered knowledge somewhere that Al can generate inauthentic answers; hence, the final decision required human judgement. After that, I practiced AI to prepare onboarding materials and FAQs for employee, which has allowed me to clearly convey organisational policies and convey employee’s roles and responsibilities. However, I find it difficult to handle sensitive employee issues solely through AI, which can be solved through AI-human collaboration. Lastly, AI has been used for producing ideas related to employee engagement activities, including recognition initiatives. Even though, this improved my creative thinking abilities; however, some suggestions I think extremely generic and unrealistic, where compulsory human judgment. Hence, this overall experience has taught me that AI could improve digital literacy, analytical thinking and problem-solving ability; however, it required professional HR judgement. 
3.3 Personal Action Plan 
My future development plan will be focus on becoming an AI-literate and strategically capable HR professional.  Thus, I will improve my data-analytics skills through AI-related courses such as IBM and Coursera, thereafter, I will improve my critical thinking ability by evaluating AI recommendations with my own judgement to generate accurate results. Most importantly, I will enhance my internal HR skills including leadership, communication and interpersonal HR skills because HR professionals require providing human empathy and relationship-building, which cannot be fully replicated by AI. My goal is therefore to become an HR professional who is efficient to combine digital literacy, analytical thinking, human-centred leadership and ethical awareness to remain employable in an increasingly technology-driven workplace. 
Conclusion
In conclusion, NHSX’s faced multiple employees regarding issues across its global operations due to their traditional hierarchical workplace culture. This issues increased needs of designing contemporary innovative working practices including HPWS, HIWS, Agile working and Sociotechnical Systems theory, which improve creativity, team-based problem solving and encourage knowledge sharing. However, alone technology cannot alone address NHSX’s workforce challenges, because there is required effective implementation, clear accountability, continuous learning. The proper talent ecosystem, such as AI capability development, global mentoring, and career pathways, can strengthen retention and future readiness. 
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