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1. Introduction
The innovation and performance of organisations are heavily determined by the competences, creativity and collaboration abilities of the employees. For rapidly changing industries like health technology, it is critical to be able to use people effectively. The purpose of the present report is to critically evaluate innovative ways of working and talent management which could overcome these problems. The current report is written for the growing organisation NexSpace Health Systems (NHSX).
Organisations in question have rigid hierarchies that hamper innovation processes, poor collaboration due to a hybrid format of working, limited career growth opportunities and an inability to reconcile employee wellbeing and their performance. This report will consider new ways of redesigning work to become agile and collaborate better, will provide a model of a talent management system and will end with a reflective analysis on the role of AI in HRM and capability improvement.
2. Task A: Designing Innovative Working Practices
2.1 Traditional and Contemporary Work Design
2.1.1 Traditional Approach
The traditional work design has a centralised decision-making process, a hierarchy of power structures, restricted role definition, low level of freedom to act independently, a formalised communication system, and a slow pace for taking decisions. Top-down decision-making restricts flexibility to innovate within these organisations. In terms of NHSX it is slowing down implementation for newer artificial intelligence-based healthcare technologies as well as reducing organisational flexibility (Obeta et al. 2026). Strict hierarchical structures hinder interdepartmental cooperation among these organisations' employees located within their respective countries of operation (UK), India, and UAE, leading to information isolation and lack of synergy between departments. Limited space of employees within a specific role leads to lack of creativity and innovation, which results in low engagement rates and high turnover rates among them. Limited autonomy also pushes top performers out because of a lack of control over results. Communication channels are formal, which slows down the flow of information for a hybrid team that is difficult to communicate with efficiently. The bureaucracy adds to this problem by slowing down decision-making processes. Together, they are responsible for NHSX being at a disadvantage compared with other companies operating within this industry due to their lack of competitiveness. 
2.1.2 Contemporary Approaches
Modern workplace designs focus on adaptability, teamwork, and engagement of employees. The High-Performance Work System improves efficiency by providing employee development opportunities and fostering collaboration among staff members for better results at NHSX such as innovation and retention rates (Orellana Leon, 2025). High Involvement Work Systems (HIWS) promote self-management through clinician-engineer collaboration on developing artificial intelligence products to increase ownership of these projects. The agile approach allows for rapid prototyping of solutions by NHSX through an iterative process. Hybrid and flexible models balance well-being with teamwork through regular scheduled meetings for rebuilding unity. In conclusion, Sociotechnical Systems Theory is about integrating technology with society so that it enhances rather than replaces people’s tasks for better productivity and results from organizations’ perspectives.
2.2 Critical Evaluation of Innovative Working Practices
The innovative approaches are available to NHS X however they come at a cost. Training and collaboration are HPHS' ability to develop their skills but require a lot of money. Autonomy is fostered by HIWS while there needs to be a shift towards culture. Risky roles speed up agile team development through rapid prototyping (Larrea et al. 2024). Hybrid models are good for well-being but can lead to fragmentation of collaboration due to lack of structure. The Sociotechnical System theory helps integrate technology sustainably; however, it can be difficult to put into practice. A balanced approach to innovate through HIWS, an agile teamwork model of work practices, hybrid normative standards for health care organisation management systems (HIS), and socio-technical integration is an ideal solution that meets NHSX’s requirements regarding technology.
2.3 Application of Innovative Working Practices at NexSpace Health Systems
Innovative methods are available for NHSX to improve employee performance. Cross-functional agility of an organisation can speed up artificial intelligence product development while reducing red tape processes (Ahmad and Aakula, 2023). High Involvement Work System is a way to involve doctors, engineers and statisticians for collaborative design which promotes independence from turnover rates. The hybrid approach of having a set schedule for core collaborations among remote workers is designed to improve teamwork without sacrificing freedom. These methods are for empowering people to work together on projects of innovation. Expected results are a quicker decision-making process, better creative environment and a higher employee retention rate to make sure that we can have an effective organisation within this industry.
2.4 SWOT Analysis of Innovative Working Practices
	Strengths
	Weaknesses
	Opportunities
	Threats

	AI‑enabled platforms enhance healthcare innovation 
	Hierarchical culture slows responsiveness 
	Adoption of agile and flexible models 
	Competitor innovation in health‑tech 

	Global presence across UK, India, UAE 
	Limited employee autonomy reduces engagement 
	Talent development initiatives to upskill workforce 
	Attrition of high‑performers 

	Diverse workforce fosters creativity and collaboration 
	Fragmented hybrid collaboration weakens cohesion 
	Expansion into new global healthcare markets 
	Risks to employee wellbeing under high performance demands 


Table 1: SWOT Analysis of Innovative Working Practices
(Source: Self-developed)
Commentary
The technology of NHSX is internationally available to them; however, there are issues like hierarchy, lack of freedom from control by management or other organizations' interests that affect productivity levels (Habib, 2026). Agility and flexibility offer opportunities for talent development whereas competition from other companies' innovations, loss of top performers due to turnover rates or health concerns are examples that show we must adopt a balance between these factors so as not to lose out on business growth potential.
2.5 Strategic Recommendations for Improving Work Practices
The NHSX should have an agile cross-functional team for faster AI development and less delay. HIWS is introducing a process of collaborative decision-making among healthcare providers and engineers for design purposes. With a hybrid work culture, structured daily routines and technology-based solutions for teamwork would improve unity among employees (Maharramli, 2025). Sociotechnological-social alignment of AI is important for its benefits to society. Together they improve innovation pace, staff motivation levels and long-term sustainability of companies within this industry.
3. Part B: Breeding an Environment Where Talent May Grow
	Problem in the case study
	Model/framework
	Solution for NHSX

	Few learning opportunities and weak knowledge sharing across UK, India and UAE
	Learning organisation (Senge, 1990)
	Peer learning, mentoring, cross-country project teams, digital learning platform

	Limited career growth and no internal progression
	Talent management framework
	Internal talent marketplace, project rotations, career conversations

	Staff wellbeing under extreme performance demands
	Employee experience framework (psychological safety, wellbeing)
	Core collaboration hours, workload limits, manager check-ins, safe channels to speak up


Table 2: Strategic Talent Growth Ecosystem for NHSX
(Source: Self-developed)
The learning organisation model is not used in isolation within the career problem, but as a part of it, as a lack of shared learning between the three locations in NHSX is one of the reasons for failure to progress in the problem. That learning is an avenue to promotion and mobility through the talent management framework. The employee experience framework is a good fit with the wellbeing problem, as it looks at stress, workload and the ability to speak up as organisational design problems, not weaknesses.
3.1 Creating an Environment Where Talent Flourishes
To create a place for talent to thrive is not just about hiring top-level workers. Organisations must provide opportunities for employees to learn, contribute ideas, develop careers and maintain wellbeing (Ogwugwua et.al., 2026). There are two related issues in the case study: employees have few career progression and development opportunities and the organisation is finding it difficult to ensure wellbeing and high levels of expected performance within the health technology field. In this section each problem is treated separately in the most appropriate framework.
3.2 Learning Organisation 
A learning organisation is defined by Senge as "an organisation that has continuous learning capability for improvement.". Learning organisations encourage employees to share their experience and skills development instead of just attending an event once for training purposes. The company could introduce regular knowledge-sharing sessions, peer learning, mentoring, digital learning platforms and project-based development (Sun et al., 2026). Workers from England, India and the United Arab Emirates can exchange knowledge via online forums as well as collaborative work teams. 
3.3 Growth Mindset 
Carol Dweck’s growth mindset theory states that people are able to improve themselves via hard work, education, feedback, and perseverance (Khan et al., 2026). A growth mindset is encouraged by organisations where people see difficulties and errors as chances for improvement instead of proof that they are failing. The NHSX may promote an attitude of continuous development through recognition for progress rather than just results. 
3.4 Psychological Safety 
Amy Edmondson’s concept of psychological safety is about having a workplace atmosphere that allows people to express themselves freely by speaking out on issues they encounter, asking for help when needed, admitting errors openly while proposing solutions without being shamed or punished unjustly. Innovation and teamwork are crucial to the psychological safety of an organisation (Peng and Cao, 2026). Currently, there is a lack of innovation, experimentation and collaboration due to hybrid work arrangements at NHSX. Psychological safety would allow for better idea generation by employees. Managers should encourage diverse viewpoints from employees' perspectives; address their issues while treating errors as chances of organisational improvement when necessary.
3.5 Self-Determination and Employee Experience 
The Self-Determination Theory emphasises three aspects such as independence, skill development and social connection. People tend to be more motivated if they have a certain amount of autonomy at work, chances for skill development and good rapport among coworkers (Fu et al., 2026)..
3.6 Strategic Talent Growth Ecosystem for NHSX 
Instead of viewing these elements separately (learning, well-being, career growth and performance) within its own departmental area under human resources management at NHSX, there needs to be a more cohesive approach towards talent development strategy through integration instead (Wei et al., 2026).
3.6.2 Problem 1: Career Development and Internal Mobility
Employee development needs to be linked with organisational goals and future capabilities of a company.Also, employees may have personal growth goals related to present job responsibilities and future professional objectives (Chilba and Kabiraj, 2026). There are not many opportunities for NHSX staff to develop for the future, which was a major contributing reason for the rate of attrition observed in task A. The approach of a learning organisation would allow the transfer of skills to the UK, India and UAE through mentoring, peer learning and project teams across locations. In a talent management approach (Collings and Mellahi, 2009), these skills are then associated with career stages. A staff internal talent marketplace would be created to display projects, rotations and stretch assignments to match staff to skills and goals. Regular rotations between clinical, engineering and data teams would increase the ability to develop AI products across the NHS, which NHSX referred to as 'cross-functional capability'. Managers would have career conversations twice a year, and criteria for promotion would be published. This is the solution to the problem: staff can see a future at NHSX, and the company will retain the talent they have trained.
3.6.2 Problem 2: Wellbeing and Extreme Performance
NHSX is looking for high performance in a fast moving sector, hybrid working is making work and rest indistinguishable. The employee experience framework works because it focuses on the employee experience rather than the employee output (Bedekar et al., 2026). Here are three actions proposed. Initially, it is agreed that core collaboration hours across time zones and a right to disconnect would limit the extreme workload for the workers with higher intensity. Secondly, managers would have monthly check-ins on wellbeing and be honest about workload, rather than targets. Third, Psychological safety (Edmondson, 1999) would allow employees to voice overload, admit mistakes and suggest solutions, which will lead to problems being brought to light early. 
Employee well-being is important to balance high-performance levels of employees' productivity (Kolehmainen et al., 2026). The NHSX manager needs to manage their time effectively, set limits on work hours, and give staff enough freedom while they are at home for a job like this. Employee experience can be improved through regular engagement surveys, manager check-ins, recognition programmes, career conversations and access to wellbeing resources. 
4. PART C: Reflective Report
	My skill
	Where I am now
	Gap
	Action
	Timeline
	Evidence of progress

	Critical evaluation of AI output
	I accept AI answers too quickly
	Verification habit
	Cross-check against journals and note differences
	Next 3 months
	Reflective log

	Data/HR analytics
	A good relationship with HR management
	Lack of technical knowledge
	e.g. short people-analytics course
	6 months
	Certificate

	Communication and writing
	I am capable of handling Verbal communication
	Lack of Interaction with others due to introversion
	Seek feedback on drafts
	Ongoing
	Tutor feedback

	Ethical judgement
	Not judgemental in the workplace
	Issues with working in diverse workplace
	Study data protection and fairness in AI hiring
	6 months
	Short case write-up


Table 3: AI as an HR Decision-Support Tool and Personal Capability Development Plan
(Source: Self Developed)
4.1 AI as a Strategic HR Decision-Support Tool 
The use of Artificial Intelligence (AI) has increased within Human Resources Management for purposes such as recruiting employees, evaluating their performance levels, managing staff needs through forecasting future requirements, among others (Kashdan et al., 2026). The AI tool analyses huge volumes of employee information to find trends and perform routine work for employees' benefit. AI-assisted hiring tools are used for screening job applicants, whereas workforce analysis helps to detect skill deficiencies among employees as well as employee attrition rates.
4.2 Three Personal Experiences of Using AI 
Three real-life examples of using artificial intelligence are discussed here. These may be some of those options available to you for reference purposes only.
Experience 1: Understanding HR concepts
Description: AI was used to explain concepts like psychological safety and learning organisations. 
Emotions: I was happy and relieved at first, but I was not sure if the explanations were correct. 
Evaluation: Saved time; some answers were common. 
Analysis: The role of AI streamlining experiences raises more opportunities but does not address major inconsistencies within this scenario.
Conclusion: As a helpful orientation, not evidence. 
Action plan: I will go through all of the points before using anything that I read in the journal articles.
Experience 2: Developing Problem-Solving Skills 
AI may be useful for identifying potential problems like high staff attrition rates, lack of advancement opportunities and poor communication among remote workers (Kaudela-Baum et al., 2026). For instance, this might include mentoring programs, flexible work arrangements and staff motivation schemes (Steffl et al., 2026). 
Experience 3: Improving Communication and Reflection
AI is good at spotting ambiguous statements, grammar mistakes and ways to improve written language skills. Also, it may be useful to have questions about strengths, weaknesses, and areas of improvement.
4.3 Personal Capability Development Plan 
The personal skill development program is an individualised approach to identifying required competencies for career advancement along with explaining ways of acquiring them. An aspirant to be a human resources manager needs technical expertise, analytical abilities, ethics awareness and communication skills (Asena et al., 2026). In general, this would make me an effective and flexible employee relations manager by using artificial intelligence responsibly without losing independence of thought, ethics and compassion towards people. It's not just about being skilled at using artificial intelligence; it's also important to be able to think critically and ethically while applying those technologies towards improving employee productivity as well as organisational effectiveness.
5. Conclusion
In conclusion, NHSX will be successful through innovation of work processes and promoting ongoing education for employees' skills improvement as well as mental health awareness among staff members. Ethical use of artificial intelligence is an important factor for improving HR performance through better management practices, increased productivity levels among employees as well as creativity within organizations. Integrated approaches can be used by NHSX to keep skilled staff members from leaving their jobs due to better organizational efficiency and competitiveness within this sector of health care technology companies.
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