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[bookmark: _Toc242742948]TASK A: Designing Innovative Working Practices
[bookmark: _Toc242742949]1. Background 
NexSpace Health Systems (NHSX) operates across the United Kingdom (UK), India, and the UAE as an emerging healthcare technology firm with around 600 employees. It uses advanced technologies like AI to offer digital healthcare services, support clinical decisions, and remotely monitor patient health. Innovative working practices are required to improve staff engagement and develop organisational resilience so that staff can thrive through disruptive changes (Garrido-Moreno, Martín-Rojas and García-Morales, 2024). However, hierarchical working practices, limited opportunities for employee creativity and hybrid working are key barriers to this practice. Hence, the purpose of this report is to design an innovative working practice that can stimulate innovation and promote employee collaboration.
[bookmark: _Toc242742950]2. Traditional v/s Contemporary Work Design
While traditional work design emphasises hierarchy and centralised decision-making, contemporary design embraces flexibility, employee empowerment and collaboration (Joseph and Sengul, 2025). Accountability among senior leaders in a traditional work environment is high, which can further help NHSX to comply with safety and regulatory requirements. However, centralised decision-making can delay problem-solving and innovation. The contemporary work design is supported by high-involvement work design (HIWS) as it enhances participation of employees in work practices (Nguyen et al., 2024). While HIWS empower employees, the High-Performance Work System (HPWS) emphasises more on employee training and performance management. Therefore, both these approaches can be combined to foster an innovative work environment. Furthermore, several software development firms are adopting agile work practices, as they promote proactive decision-making. Such activities can accelerate software development in NHSX, but excessive employee autonomy can disrupt operational practices. For instance, employees can mishandle confidential clinical information and can also prevent NHSX from complying with regulatory requirements like GDPR (Romolo et al., 2023). Therefore, a hybrid work design where employees’ autonomy is balanced with structured team collaboration is required to improve innovation work practices.
[bookmark: _Toc242742951]2.1 Slowed Innovation and Decision-Making
In a hierarchical organisational structure, employees are often required to obtain approval from multiple levels of senior management. Furthermore, centralised decision-making is a key attribute of a top-down organisational structure. Senior leaders may have experience to make relevant decisions, but employees are more aware of potential problems and their solutions (Alshwayat et al., 2023). Therefore, innovation in a hierarchical organisational structure is not only delayed, but it can also prevent low-level employees from using their own expertise in the process of decision-making.
Operational, governance and structural changes can address the above-mentioned challenge. HIWS model can help people managers of the firm to strategically engage employees in the core innovation practices of the firm and make decision-making decentralised. Structurally, an agile working framework can help NHSX to develop robust cross-functional teams comprising healthcare professionals, AI engineers, and software developers. Operationally, delegated authority and constructive feedback can reduce miscommunication and improve decision-making (Kalimashe, du Plessis and Sehularo, 2025). However, clinicians must make clinical decisions to ensure accountability and patient safety. Technologically, secure platforms can optimise information sharing. These integrated work systems can reduce approval delays and increase employee responsiveness, along with innovation.
[bookmark: _Toc242742952]2.2 Limited Opportunities for Creativity
Manuoglu (2023) argued that when employees experience a lack of autonomy and judgmental scrutiny, they lack confidence in sharing creative ideas or viewpoints. This becomes problematic in AI-driven firms where rigorous brainstorming and experimentation are key to sustained innovation. Technological redesign can address this challenge and increase employee empowerment. However, in an AI-driven healthcare firm, rigorous brainstorming and experimentation are necessary to accelerate innovation. Contextually, according to Socio-technical System theory, the traditional and inflexible organisation can be transformed by collaborating between employees and technologies to achieve core organisational objectives (Govers and Van Amelsvoort, 2023). Hence, innovation workshops using secure digital platforms can optimise the exchange of information among cross-functional team members, thereby improving employee creativity. Employees within the workplace should also be trained so that they can leverage advanced technology and contribute to organisational innovation. This strategic approach can empower employees and make them feel valued. However, employee training and innovation workshops can increase the operational costs of the firm, which might have an impact on its profit margin. Therefore, NHSX should develop a comprehensive budget and establish KPIs to assess innovation rates, project completion times and employee participation. This assessment can further help in understanding the effectiveness of the chosen approach.
[bookmark: _Toc242742953]2.3 Reduced Collaboration and Knowledge Sharing
With the implementation of hybrid working policies, NHSX can gain access to a global talent pipeline while also offering greater flexibility to employees. However, when information is not shared equally between remote and office-based staff, this can reduce collaboration (Waizenegger et al., 2020). Due to time zone differences across India, the UK, and the UAE, decisions may be delayed, which can be addressed through rotating meeting schedules, overlapping working hours, asynchronous communication protocols and shared knowledge practices without forcing unreasonable working hours. This indicates that although NHSX can ensure improved work-life balance through hybrid working, a lack of coordination despite flexibility can result in isolation and fragmented teams (Brenyah, 2026).
Applying the sociotechnical systems theory, NHSX should strike a balance between employees’ social needs and technology implementation (Walker, Stanton and Jenkins, 2017). Although these issues can be resolved if the firm introduces virtual whiteboards, secure collaboration platforms, and shared responsibilities, there remains a possibility of cybersecurity, digital overload, or integration risks. Moreover, information flow can also be ensured through providing project updates and recording decisions. However, while employees may feel fatigued due to excess meetings, they may also face disadvantages because of different time zones (Sesay, 2025). Using the job characteristics model, NHSX can enhance employee autonomy while enhancing accountability through designating clear responsibilities and offering feedback (Ajobi et al., 2026).
[bookmark: _Toc242742954]3. Recommendations and Conclusion
Based on the analysed problems, NHSX should undertake strategic actions. First, it should prioritise minimising hierarchical barriers that can be ensured through collaborating with cross-functional teams for decision-making and improving approval processes (García, 2017). The second priority should be on enhancing creativity by allocating adequate time for employees to encourage them to experiment, facilitate pilot projects, and brainstorm innovative ideas. The third priority will be on improving its existing hybrid collaboration by using shared digital workspaces, conducting knowledge-sharing meetings, and developing overlapping working hours (Tran, 2026). In addition to this, utilising performance indicators and employee feedback, NHSX managers should constantly evaluate progress. A three-month pilot programme should be introduced under the guidance of managers, HR, and the IT team to monitor approval times, innovation outcomes, and delivery against baseline measures.
Therefore, utilising an integrated approach can help NHSX to focus on collaboration, agility, and innovation simultaneously through involving employees, applying sociotechnical principles, and agile working. Although this can resolve the persisting issues, without leadership support, progress evaluation, and adequate resource allocation, these practices cannot ensure progress in enhancing performance and fulfil employee needs.
[bookmark: _Toc242742955]TASK B: Breeding an Environment Where Talent May Grow
[bookmark: _Toc242742956]1. Introduction
NHSX employs approximately 600 individuals in the United Kingdom, India and the United Arab Emirates. The company culture attracts qualified professionals, but it fails to prevent brain drain. It is crucial to ensure that organisational goals are met while motivating and supporting employees. NHSX requires a comprehensive strategy to promote talent development and healthy performance.
[bookmark: _Toc242742957]2. Creating an Environment for Talent Development
[bookmark: _Toc242742958]2.1 Job Design
Self-Determination Theory deals with motivational aspects of autonomy, competence, and relatedness (Guay, 2022). The Job Characteristics Model, in its turn, focuses on such components as skill variety, task significance, autonomy, and feedback (Cotič et al., 2025). NHSX has to balance motivating factors with constraints such as a high workload and clinical responsibility.
At the same time, expanded responsibilities may lead to increased stress levels and exhaustion. Before implementing the proposed changes, NHSX’s management can assess the current workload and provide employees with the necessary tools and resources.
[bookmark: _Toc242742959]2.2 Employee-Led Job Development
Job crafting can be described as job redesign from the perspective of employees (Kardas, 2023). They can change aspects of their work, relationships or perceptions of their occupations. For instance, they might volunteer for important AI-related tasks, work with different clinical professionals to gain new expertise or acquire new skills by getting engaged in diverse assignments. While increased opportunities for individual responsibility and impactful work could motivate people, unconstrained job crafting can lead to workload imbalance, role conflicts, and underemphasized core missions (Liang et al., 2026). Therefore, managers must approve such changes to ensure that they align with workload, developmental goals and organisational requirements.
[bookmark: _Toc242742960]3. Building a Strategic Talent System
[bookmark: _Toc242742961]3.1 Continuous Learning and Career Progression
NHSX’s strategic goals in clinical AI, cybersecurity, data governance and digital healthcare regulation require the company to invest in the continuous education of its employees. NHSX’s learning strategy should provide a clear vision of required skills and competencies, set individual goals and help employees identify the most relevant areas of professional development.
For example, NHSX can introduce an annual 24-hour learning allowance and allocate 14,400 hours for training and professional development in 2023. Allocating time and resources to educational purposes demonstrates the company’s commitment to talent development (Jooss et al., 2024). The proposed strategy can include individual development plans, mentoring and coaching, and workplace learning and experience.
The effectiveness of the learning and development strategy will depend on its impact on the employees’ performance and career progression. While a significant investment in education is unlikely to yield immediate results, NHSX should analyse the staff’s performance data and determine whether the quality of work and the number of qualified specialists have improved.
[bookmark: _Toc242742962]3.2 AI-Based Internal Talent Marketplace
NHSX can use an AI-based internal talent marketplace to post job openings, vacancies, mentoring opportunities and telecommuting options for NHSX staff. For example, the AI system can match NHSX’s machine learning experts from India with clinical technology projects in the United Kingdom. This cooperation can benefit both parties and ensure that the NHSX’s clinical technology projects are completed faster.
Skills data: Employees can edit and update their information, while also allowing managers or human resources to periodically review and verify their information (Aguinis et al., 2024).
Consent and transparency: Make sure that employees understand what information is gathered, the rationale behind it, and how suggestions are formed. 
Legal compliance: Design a lawful basis for handling employees’ data, not relying solely on their consent, which can be given freely only outside the scope of an employment contract.
Fairness and equality: Ensure the system treats all workers fairly, without discrimination, and gives equal opportunity for career advancement, mentorship, and other professional development, benefiting similarly situated employees.
Human decision-making: Maintain human supervision at the highest levels of decision-making (Tsamados et al., 2025), since professional judgment is required for recruitment and other personnel-related decisions, and ensure that people can challenge the suggested options.
Cross-border data protection: Evaluate the legal framework and contractual limitations regarding the sharing of employees’ data and personal information when, for example, Indian AI experts are matched with UK clinical assignments and ensure that no third party can utilise the shared data unlawfully or without consent.
[bookmark: _Toc242742963]3.3 Mentoring and Coaching
NHSX’s mentoring strategy should offer extended in-person or virtual mentoring programmes with specific goals and monthly meetings. Such an environment will allow employees to build relationships and develop skills for leadership roles. Additionally, NHSX’s managers can invest in learning and development to strengthen their mentoring and coaching abilities and establish a supportive atmosphere.
However, encouraging employees to become mentors will not solve all issues related to poor performance, excessive workload and unfair promotion practices (Erdogan et al., 2025). To ensure that the mentoring strategy promotes talent development, NHSX’s managers should invest in leadership training and provide employees with access to high-quality projects and new challenges.
[bookmark: _Toc242742964]4. Wellbeing and Sustainable Performance
[bookmark: _Toc242742965]4.1 Psychological Safety
NHSX’s employees should feel safe and secure when reporting mistakes, asking questions about the decisions made by AI systems or expressing concerns about patient safety and wellbeing. I suggest that NHSX invests in individual psychological safety to improve staff engagement and performance. For example, the company can offer anonymity and confidentiality when submitting feedback, hold regular one-to-one meetings and conduct project retrospectives (Wang et al., 2024).
The proposed changes will promote open communication and continuous improvement. However, team members should be held accountable for achieving goals and complying with NHSX’s standards and regulations. To measure the impact of the suggested changes on the performance of NHSX, I suggest analysing the volume of anonymous feedback and the number of resolved concerns.
[bookmark: _Toc242742966]4.2 Balancing Performance and Wellbeing
NHSX can measure employee performance using a balanced scorecard that reflects the organisation’s vision and values and considers a wide range of factors. The quarterly performance reviews can be adjusted to reflect achievements and challenges and help NHSX identify new goals and develop new strategies. When measuring performance, NHSX should consider not only the quantity and quality of work done but also the staff’s wellbeing and the impact of their performance on patient safety.
NHSX’s management should acknowledge the importance of flexibility, minimising interruptions and ensuring that employees have the necessary skills, tools and resources. At the same time, leaders should not impose unrealistic standards and additional demands (Taherizadeh and Beaudry, 2023). The measurement of staff wellbeing should be transparent, and employees should understand how this information will be used. Overall, NHSX should focus on delivering quality results and achieving realistic goals rather than emphasising the quantity and speed of work.
[bookmark: _Toc242742967]5. Implementation and Evaluation
To implement the talent development strategy over 12 months, NHSX should undertake a phased approach that will help evaluate progress, identify barriers, and ensure equitable access for all employees working across India, the UK, and the UAE. Moreover, to evaluate progress of this plan, various targets will be set in the first year, and actual results will be compared with baseline data.
Table 1: Implementation Plan
	Key Actions
	Timeline
	Evaluation Measures
	Target

	· Evaluating skills gaps, workload, employee satisfaction, and turnover.
	Months 1-3
	Employee feedback and baseline workforce data.
	Achieving baseline.

	· Mentorship, AI-based internal talent pipeline, and piloting individual plans.
	Months 4-6
	Internal applications and participation rate.
	90% participation 

	· Conducting workload assessments, wellbeing reviews, and performance objectives.
	Months 7-9
	Workload perceptions and employees’ career satisfaction.
	80% favourable responses

	· Examining results, addressing inequalities, and expanding initiatives.
	Months 10-12
	Turnover rate, employee feedback, and internal promotions.
	15% turnover reduction

	· Reviewing career opportunities, employee feedback, and workload.
	Quarterly
	Managing work pressure and career progression.
	Improvement by 10 percentage points



Since these numerical targets are proposed under the implementation plan, they do not reflect established NHSX commitments, requiring further validation by comparing with baseline evidence. Thus, any employee feedback and external factors must also be communicated regarding adjustments to the strategy. 
[bookmark: _Toc242742968]6. Conclusion
Through this analysis, it has been observed that NHSX needs to ensure meaningful work, continuous learning opportunities, internal mobility, and management support in an integrated approach to retain its talented employees while also enhancing organisational capability. Nevertheless, it must also address the presence of adequate resources, regular performance reviews, and fair growth opportunities for employees.
[bookmark: _Toc242742969]TASK C: Reflective report
[bookmark: _Toc242742970]1. Introduction
Human resource management (HRM) is contingent upon effective judgement, ethical intuition, communication and reflective learning. While artificial intelligence (AI) is a valuable tool which can collate and process information into proposed solutions, these must be critically evaluated by HR professionals. This report reflects upon my experience of using AI in different scenarios, the impact that it can have on my HRM practice, and the capabilities I need to enhance.
[bookmark: _Toc242742971]2. AI as a Strategic Resource in HRM
AI can support HR practitioners in addressing talent management issues, workforce planning, recruiting and individual development. For example, an organisation such as NHSX in the health sector can utilise AI to predict future skills gaps in areas such as cybersecurity or clinical AI. Microsoft (2024) notes that 75% of knowledge workers globally have engaged with AI in the workplace.
However, its overall effectiveness is reliant on several factors, ranging from representative data which does not discriminate against protected groups, appropriate information collection which respects workers’ rights to privacy, and contextualisation of recommended solutions at the organisational level. Thus, while I can rely on AI to generate ideas, it is important to evaluate their efficacy and ethical implications as opposed to relying on default recommendations.
[bookmark: _Toc242742972]3. Critical Reflection on Use of AI
Example 1: Using AI to research and understand theories
I have used AI to collate and process information relating to workforce management issues and link them to relevant theories to help me understand the theories relevant to my assignment. This supported my understanding of the subject. However, I learned that AI explanations may not always take the assessment instructions into account and that theoretical perspectives may be presented without sufficient explanation of their relevance to the assignment question. By comparing the information with academic sources and the marking criteria, I was able to engage in critical thinking rather than relying solely on AI explanations.
Example 2: Using AI to develop recommendations
Using AI to develop recommendations broadened my understanding of possible solutions, such as mentoring programs (Lin and Chen, 2025) and personalised training and development plans. I learned about methods to improve engagement, such as encouraging internal referrals or providing employees with choices. However, effective recommendations require considering available resources and whether they can be realistically implemented. At times, recommendations generated by the software may fail to consider the academic or organisational context.
Example 3: Using AI to improve communication
Using AI to edit my writing enabled me to simplify complex ideas, remove superfluous verbiage, and improve paragraph formatting. However, overreliance on it can diminish my ability to write effectively or make me reliant on auto-generated text, which may lack originality. Thus, while I can use it as a tool to improve writing, I need to ensure that my ideas form the basis of the paragraphs and that I critically engage with suggestions.
[bookmark: _Toc242742973]4. Personal Capability Development Plan
Capability development plans should be realistic and relate to specific outcomes which can be measured within a given timeframe (George and Bryson, 2026). In the next 12 months, I intend to focus on three areas, namely:
HR analytics: Register for an online course on HR analytics within the next 3 months and practice spreadsheet use on sample datasets relating to turnover, engagement and training effectiveness.
Responsible AI: Learn about algorithmic bias, privacy, and ethical decision-making within 6 months and apply this knowledge to a sample AI software used in recruitment.
Communication and reflection: Maintain a reflective log, seek feedback on 3 substantial assignments and evaluate how I have acted on this feedback to improve. I will review my capability development plan every 3 months and update it as necessary to ensure that progress is being made.
Rather than simply measuring capability development by the number of courses completed, I will focus on specific outcomes which I can demonstrate.
[bookmark: _Toc242742974]5. Conclusion
This reflective report has demonstrated that while AI can support HR professionals in making better decisions and improving operational effectiveness, its use should be tempered with critical thinking and ethical considerations. Enhancing my capabilities in analytics, responsible AI, and communication will support me in engaging effectively with these technologies in my future HRM practice.
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