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Task A: Designing Innovative Working Practices
1. Critical Evaluation of Traditional and Contemporary Working Practices
The characteristics of traditional work design are hierarchical organization, centralised decision making, specialization of work roles, and strong managerial control. According to Meylani (2024), these methods encourage uniformity, responsibility and productivity but can restrict innovation in knowledge-based sectors. Work System (HPWS) that integrates selection processes, training, performance management and rewards systems to the organisational objectives. Strategic investments in human capital can help boost productivity and employee ability and innovation, as well as help prevent HPWS. Similarly, High-Involvement Work Systems (HIWS) promote the involvement of employees in decision making and problem solving. Empowerment can be used to improve an employee's motivation, commitment and innovation. 
Agile Working is another significant response that's been developed to business environments that change. As described by Raja Santhi and Muthuswamy (2022), agile techniques are agile, cooperative, flexible and iterative. With the traditional system, the organisation may not be able to adjust quickly enough to the changing needs of their customers and market conditions. A current trend is Hybrid working – this is a blend of working from home and in the office. Hybrid models open up new possibilities, boost work-life balance and provide access to geographically spread talent. They are also likely to hinder the communication, collaboration and organisational culture if digital systems and management are not adequate. As experienced by Pavliv et al. (2024), further good practice to support employees' wellbeing is provided through the implementation of Flexible Working Practices, which enable employees to have more flexibility over working times and the way they complete work. 
The theory holds that technology investments are not enough without support of effective social systems. Taken as a whole, modern strategies encourage the idea that innovation results from more than just technology; rather, it stems from employee empowerment, collaboration and learning. NexSpace Health Systems should therefore step away from the hierarchical approach and embrace integrated working – the merging of concepts from both HPWS and HIWS, Agile Working, Hybrid Working and Sociotechnical Systems Theory, which will provide greater agility, innovation and long-term performance for the organisation.
2. An Integrated Framework for Innovative Working Practices at NexSpace Health Systems
NexSpace Health Systems has a few challenges with its workforce and should have a comprehensive innovative working framework comprising five interconnected components. Three interrelated issues in the work environment at NexSpace Health Systems include:
Issue 1: Departmental silos limiting collaboration and innovation.
Issue 2: Hierarchical approaches to decision-making reducing speed and innovation.
Issue 3: Challenges with hybrid work environments and keeping employees engaged, collaborative and healthy.
An innovative work approach including five interrelated elements needs to be implemented in order to overcome these obstacles.

Figure 1: Innovative Working Framework
(Source: Self-developed)
Cross-Functional Innovation Squads
Addresses Problem 1: Departmental silos and limited cross-functional collaboration The organisation needs to break down the silos in its departments and adopt cross-functional innovation teams, with members from technology, clinical, data analytics, operations and customer support (Ungar-Sargon, 2025). These teams would be involved in projects and issues of the organisation in a joint effort. Cross functional cooperation is instrumental in knowledge sharing, in getting rid of communication barriers and in producing a wide range of angles that can spark creativity. 
Agile Project Teams
Addresses Problem 2: Slow hierarchical decision-making. The use of agile methodologies should be the project management of choice throughout the organisation. Frequent feedback cycles and continuous improvement processes would help teams adapt to new customer needs and technological advancements (Alalawi and Elghonaimy, 2024). Running an agile team would also help to make the decision-making process more decentralised, minimising the time required for hierarchical decision making. 
Healthy and Flex Working Strategy
Addresses Problem 3: Challenges associated with hybrid working and employee wellbeing. NexSpace needs to create a scheme to enable employees to balance home and office working as per business needs. Managers should pay attention to the outcomes and delivery of performance, not to attendance. Flexible working should also be put in place, where appropriate, for employees to work around personal commitments (Elendu, 2024). This will most likely enhance employee health, satisfaction and retention, and help to sustain productivity. With the emphasis on outcome as opposed to presence in the office, the organization can achieve efficiency without compromising the health of its employees.
Empowerment of employees and autonomy of their actions
Addresses Problem 2: Hierarchical decision-making and limited employee involvement. The autonomy of employees should be a core element of the organisation culture. Managers need to shift from command and control leadership approaches to coaching leadership approaches. Staff should be encouraged to get involved in decision making processes, to suggest innovative solutions and to try new approaches (Nweke, 2023). This would be supported by introducing innovation forums, idea sharing platforms and employee-led improvement initiatives. 
Advanced Digital Collaboration Technologies
Supports Problems 1, 2 and 3 by enabling communication, collaboration and knowledge sharing across locations. With an international staff of workers, it is important to invest in digital collaboration technologies. Integrated platforms should enable virtual meetings, knowledge management, collaborative project and document coordination (Kalatiku, 2025). AI-powered collaboration tools might also improve the efficiency of communication by automating repetitive administrative tasks, summarising conversations and streamlining geographical communication. These technologies would enable effective hybrid working and minimise the challenge of collaboration. The technologies improve teamwork within different functions (Problem 1), speed up decision making (Problem 2) and facilitate hybrid work environment (Problem 3).
Organisational Performance Benefits
A new structure would be very beneficial for the organisation. First, the ability to collaborate across functions and the agile process would speed up innovation and help adapt to market change. Second, greater autonomy among employees would contribute to increased creativity, engagement and commitment. Third, flexible and hybrid working would support the wellbeing and retention of employees, helping to minimise talent loss (Vizjak et al., 2024). The fourth is that digital collaboration technologies would facilitate communication and knowledge sharing between international teams. Lastly, the integrated solution would enhance organisational agility, allowing NexSpace Health Systems to thrive in the fast-changing healthcare technology landscape.
Task B: Breeding an Environment Where Talent May Grow
1. Critical Evaluation of How Organisations Create Environments Where Talent Flourishes
In today's knowledge-driven organisations, talent is a key component of a company's competitive edge. The ability to attract talent is essential, but the ability to provide a place where employees can continue to learn, grow, innovate and contribute is becoming more and more becoming the key to success. According to Kalatiku (2024), knowledge is shared and reflection and experimentation are integral to learning and daily tasks. 
However, creating a learning culture takes a long-term commitment and investment from the management and some organisations may find it difficult to focus on learning when they are under operational pressure. The Growth Mindset Theory, developed by Dweck, is another significant concept, as individuals with a growth mindset are more inclined to take on new challenges and persevere when things get tough (Leesakul et al., 2022). 
Another key component of talent environments, as described by Edmondson, is Psychological Safety. As inspected by Vallo Hult and Byström (2022) psychological safety is when employees feel they can share ideas, ask questions and discuss the mistakes they make without facing negative repercussions. Yet, there is a need to balance psychological safety with accountability so as to ensure a high-performance standard exists. 
Talent Management Frameworks are based on the themes of recruitment, development, succession planning and retention and offer a strategic view. Current strategies focus on building capability throughout the workforce and not just a select few. The Job Crafting Theory also provides a contribution towards talent development by proposing that employees have the potential to actively engage in altering certain components of their jobs to fit their talents, interests and career aspirations (Donald et al., 2023). 
[bookmark: _Toc242788498]The same applies to the Self-Determination Theory (SDT) which emphasizes the need for autonomy, competence and relatedness to further motivate employees. Meeting these needs, however, can be difficult when staff members work throughout the world. Lastly, the Employee Experience (EX) Approach takes a holistic view of employee journey from recruitment to onboarding, leadership interaction, career growth and wellbeing support (Hauser et al., 2024). Strategic Talent Ecosystem for NexSpace Health Systems
NexSpace Health Systems should build a talent ecosystem, a collection of various mutually connected initiatives that would help employees grow, join and stay. The case outlines four main issues in talent management:
Challenge 1: Lack of learning and development opportunities.
Challenge 2: Unclear career progression paths.
Challenge 3: Lack of proper employee wellbeing support.
Challenge 4: Unrealistically high performance standards which might lead to stress and burnout.
So, I would recommend creating a strategic talent ecosystem that would solve all those challenges.

Figure 2: Strategic Talent Ecosystem
(Source: Self-developed)
	Case Problem
	Framework Component
	Solution

	Problem 1: Departmental silos
	Cross-Functional Innovation Squads
	Improves collaboration and knowledge sharing

	Problem 2: Hierarchical decision-making
	Agile Teams and Employee Empowerment
	Faster and decentralised decision-making

	Problem 3: Hybrid-working challenges
	Healthy and Flex Working Strategy
	Better work-life balance and productivity

	All Problems
	Digital Collaboration Technologies
	Enables communication and coordination


Table 1: Case problem explanation
(Source: Seld=-developed)
The development of architecture for Continuous Learning and Development
Addresses Problem 1: Limited learning opportunities. The organisation should create a structured learning environment that provides technical, leadership and professional development opportunities. 
Global Mentoring and Coaching Programme
Supports Problem 1 by transferring knowledge, building capability and accelerating learning. These relationships would promote collaboration and knowledge exchange, cultural understanding, and professional growth (Corrigan et al., 2025). 
Psychological Safety and Inclusive Leadership
Managers need to be trained on inclusive leadership practices that foster open communication, constructive feedback and employee participation. Leaders should ensure the culture in their schools is one in which staff members can feel valued and at ease to voice opinions without fear of criticism (Rožman et al., 2023). 
Increased opportunities for internal mobility within the career development framework
Addresses Problem 2: Lack of career growth opportunities. The organisation needs to implement clear career progression opportunities, including recognising the skills and experiences needed to move to the next level, to overcome concerns about limited career progression. Enabling stretch assignments and project opportunities or experiences across functions through an internal talent marketplace can also be helpful to employees (Lin et al., 2024). Wellbeing of employees should be part of the organisational strategy. The organisation should provide mental health assistance, flexibility, workload management initiatives and wellbeing resources. 
Wellbeing and Employee Support
Addresses Problem 3: Employee wellbeing concerns. It is recommended that NexSpace Health Systems implements a full health and well-being program that will encompass such aspects as mental health assistance programs, flexibility of work, workload management programs, and employee assistance programs. Such programs will assist in reducing stress, engagement and retention, particularly in international offices.
High Performance Culture Based on Self-Determination Theory
Addresses Problem 4: High performance expectations. Self Determination Theory (SDT) indicates that employees will do well in terms of performance where their needs for autonomy, competence, and relatedness have been met. In this case, NexSpace Health Systems ought to set realistic performance expectations, which would be backed by coaching, feedback, skills training, and collaboration. This way, employees would be able to attain high performance without burning out.
Recognizing culture and growing a growth mindset
Supports Problems 1, 2 and 4 by encouraging continuous development, achievement and innovation. NexSpace Health Systems should promote a culture that values learning, experimentation and continuous improvement. Innovation, collaboration and professional development should be rewarded as well as traditional performance outcomes in recognition systems. Having a growth mindset would enable employees to engage in the learning process, and to be more effective in supporting the success of the organisation (Song et al., 2025).
Strategic Benefits for NexSpace Health Systems
The proposed talent ecosystem would bring several benefits in the long run. According to Huang, Li and Li (2023), international teams would benefit from psychological safety and inclusive leadership for better collaboration and knowledge sharing. The synergy created through a focus on learning, development, wellbeing and career progression within one strategic framework allows NexSpace Health Systems to provide a space for talent to thrive. Such a strategy would enable the organisation to enjoy sustainable innovation, enhance its organisational performance and maintain a long-term competitive edge while dealing with workforce issues that the organisation is currently encountering. 
Task C: Reflective Report
1. Artificial Intelligence as a Strategic Decision-Support Tool in Human Resource Management
Artificial intelligence (AI) is making a big splash in the Human Resource Management (HRM) landscape, lending a greater speed, accuracy and efficacy to HR decision making. HR professionals can leverage AI to aid in recruitment, workforce planning, analysing employee engagement, performance management and learning and development. AI uses data analytics and predictive modelling to detect trends and make decisions based on facts and data to increase the performance of the organisation. However, despite these advantages, AI can be considered a decision support tool, not a decision maker. HR barring cannot be relieved of the obligation to ensure fairness, ethical judgment and employee well-being. Algorithmic biases can exist within AI systems, and they can raise privacy issues, possibly missing contextual factors that affect human behaviour. 
Reflective Analysis of My Use of Artificial Intelligence
Example 1: Assignment Planning and Structuring
The AI tool has been used by me in organising the content of my assignments and creating a structure for academic reports. With the help of the AI, I understood the relationship between various concepts and was able to create strong arguments. Even though this has helped me in improving my organisation, I have found out that over-reliance on AI could affect my creative ability. Thus, I have learnt to use AI not only as an aide but also as a tool to enhance my analytical and evaluative skills.
Example 2: Proofreading and Academic Writing Support
A vital application of AI was that of proofreading academic writing. Through the aid of AI tools, grammatical mistakes were detected and sentences were restructured for better readability. This resulted in improving my academic writing skills as well as making my work more professional. However, the proposed changes in the draft often changed the essence of the argument. In this way, I understood that the suggestions of AI should not be accepted blindly. Review is required to make sure that the end result truly represents my thoughts.
Personal Capability Development Plan
	Development Area
	Current Position
	Development Action
	Timescale
	Expected Outcome

	HR Analytics and Data Interpretation
	Basic understanding of workforce data analysis
	Complete an HR Analytics certification and practise using workforce analytics tools
	Within 12 months
	Improved ability to make evidence-based HR decisions

	AI Ethics and Governance
	Limited practical knowledge of AI regulation and ethical concerns
	Attend professional training on AI ethics, data protection and responsible AI use
	Within 6 months
	Enhanced capability to use AI responsibly within HR functions

	Strategic HRM Knowledge
	Developing understanding through MBA studies
	Engage with current HR research, industry reports and CIPD resources
	Ongoing
	Stronger strategic thinking and decision-making skills

	Leadership and Communication Skills
	Moderate confidence in professional communication
	Participate in group projects, networking events and leadership workshops
	Within 12 months
	Improved stakeholder management and leadership effectiveness

	Continuous Professional Development
	Academic learning is the primary source of development
	Attend webinars, professional conferences and HR networking events
	Ongoing
	Increased employability and professional competence


Table 1: Personal development plan
(Source: Self developed)
The personal capability development plan is designed to improve the competencies needed to successfully practice in the future in Human Resource Management. This will increase my employment opportunities and make me prepared to work on strategic HRM initiatives. 
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