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Part 1- Option 2: Building a Culture of Innovation & Future Work 
Practices 

1. Introduction 

 

Figure 1: Aether Global Innovations Corporation Logo 

Currently, Aether Innovations is stagnating in its growth, experiencing an increase in 

employee turnover, and losing focus on customer acquisition, which indicates the possible 

inconsistency between the workforce management practices and the overall 

organizational strategy (Amoa-Gyarteng et al., 2024). It is, therefore, necessary to 

develop a combined human-capital mechanism that delivers innovation, teamwork, and 

modern work ethics to revive organizational competitiveness and support the 

establishment of sustained creation of value (Reiss, 2026). 

 

2. Current Culture and Work Practices in Tech Companies 

2.1 Culture in Modern Tech Companies 

Organizational cultures that place innovation at its core are increasingly becoming part of 

tech companies and, as a result, allow experimentation, learning, and teamwork. The 

examples of Google and Pixar show that flat organizational ecosystems that facilitate the 

ideation, risk-taking, and open communication are the sources of sustained innovation 

(Schmitt et al., 2020).  
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Figure 2: Flat Organizational Structure 

The necessity of digital transformation and embracing agile working are also reinforced 

by the modern dynamics of technology businesses as a mechanism to maintain 

competitive power. The combination of digital tools, artificial intelligence, and collaborative 

technologies allows working with employees who are scattered in different places but at 

the same time facilitate the knowledge sharing in real-time (Murire, 2024). 



7 
 

 

Figure 3: Digital Workplaces 

One of the strategies that have been used by technology firms that have proven 

successful is the development of strong cultures of innovation, which is established 

through the use of leadership and organizational values. Innovation culture is the idea 

that implies the organizational culture that allows attempting, knowledge exchange, and 

constant refinements (Cheong et al., 2024). 

 

2.2 Work Practices in the Technology Sector 

2.2.1. Agile Teams 

Agile teams are common in the technology companies to create flexibility, multicollinearity, 

and creativity. These teams are based on iterative solutions, which help to solve problems 

quickly and continuously improve the work (Trzeciak et al., 2022). 
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Figure 4: Key Benefits of Agile Teams in Organizations 

2.2.2. Flexible Working Environments 

The use of flexible working conditions, including remote working and hybrid work 

conditions, has gradually become common in technology-focused organisations. These 

initiatives enable workers to control their working schedules and places of operation, thus 

improving the balance between family and work life without also increasing productivity 

(Alfalah et al., 2025). 
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Figure 5: Drivers and Benefits of Flexible Work Arrangements 

2.2.3. Continuous Learning Culture 

The culture of constant learning promoted in technology companies promotes a culture 

of staying up to date with the ever-changing digital skills and technological advancements. 

Continuous professional growth occurs with the help of structured training programs, 

workshops, and knowledge-sharing platforms (Schmid et al., 2022). 

2.2.4. Employee Empowerment 

Employee empowerment is a critical human resource program that enhances initiative, 

enables the involvement of employees during decision-making procedures and 

encourages the development of innovative propositions. Empowered individuals feel 

significantly valued, thus developing a sense of increased output and innovative results 

(Sibassaha et al., 2025). 
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2.3 HR Theories Supporting Innovative Culture 

2.3.1. Self-Determination Theory - Autonomy Increases Creativity 

 

Figure 6: Self-Determination Theory 

Self-Determination Theory states that workers are more creative when given the freedom, 

skill, and internal drive in their workplace (Schmid et al., 2022). As an illustration, Google 

and similar organisations give time to workers to reach personal innovation outcomes, 

thus demonstrating creative thinking and creating new product concept ideas (Murire, 

2024). 
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2.3.2. Herzberg Two Factor Theory - Motivation Through Meaningful Work 

 

Figure 7: Herzberg Two Factor Theory 

According to Herzberg, the Two-Factor Theory, meaningful and challenging work is a 

motivational factor, and thus, it increases satisfaction in employees and leads to 

innovation (Ahmad et al., 2024). As an example, technology companies often assign 

people to teams working on an innovation or product development, which increases 

motivation and performance (Manzoor et al., 2025). 
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2.3.3. Social Exchange Theory - Employee Engagement and Commitment 

 

Figure 8: Social Exchange Theory 

Social Exchange Theory assumes that employees who feel positively supported by their 

organizations in turn respond by increasing their commitment and engagement (Amoa-

Gyarteng et al., 2024). As an example, companies offering career advancement and 

incentive schemes tend to experience higher levels of employee loyalty and more 

improved innovative output (Sibassaha et al., 2025). 

 

3. Recommend Cultural and Structural Initiatives That Embed 
Innovation 

3.1 Creating an Innovation-Oriented Culture 

Creating an innovation-oriented culture requires organizations to promote open 

communication, knowledge sharing, and continuous learning among employees. Open 

communication enables employees to freely express ideas and collaborate on innovative 

solutions (Cheong et al., 2024).  
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Knowledge sharing systems such as internal digital platforms encourage the exchange 

of expertise across departments (Lane et al., 2023).  

Furthermore, promoting learning and experimentation through training programs and 

innovation workshops helps employees develop new skills and explore creative solutions, 

strengthening organizational innovation and long-term performance (Bellosi et al., 2023). 

 

3.2 Innovation Sprints 

 

Figure 9: Innovation Sprints 

Innovation sprints also underpin the agile work practices commonly implemented in 

technology companies. Agile teams focus on iterative development and continuous 

improvement, thus improving organisational adaptability and the results of innovation 

(Volk-Schor et al., 2023). With the introduction of routine innovation sprints, Aether 

Innovations may develop systematic mechanisms through which employees can explore 

new ideas and develop innovative solutions to organizational issues. 
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Figure 10: Agile Process 

Another major initiative is to promote intrapreneurship in the organization. 

Intrapreneurship refers to the practice of giving employees entrepreneurial roles within 

the company and thus contributing to the development of innovative products, services, 

or processes (Pelica et al., 2026). Organizations that enable intrapreneurship activities 

give employee’s freedom, distribute funds and recognize new ideas.  

 

3.3 Intrapreneurship Programs 

Research stated that intrapreneurship significantly contributes to organizational 

innovation and competitiveness over the long term by igniting the people's ownership in 

creating inventive undertaking (Yadav et al., 2026). In the case of Aether Innovations, 

intrapreneurship initiatives such as internal competitions on innovation or concept 

incubators might be used to motivate employees to create new technologies or new 

services. 
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Figure 11: Intrapreneurship 

Formation of cross-functional teams is one of the critical structural approaches to 

innovation. Such teams include members of different organizational units and they work 

together to solve complex problems and come up with new solutions. The combination of 

the diversity of knowledge and skills boosts creativity and improves decision-making 

quality (Gil-Ozoudeh et al., 2024). 

 

3.4 Cross-Functional Teams 

Cross-functional collaboration also helps to drive digital transformation initiatives by 

improving communication between technical and business units. Empirical evidence 

shows that the cross-departmental cooperation of organizational functions is a key 

contributor to innovation performance and operational efficiency (Ahmad et al., 2023). In 

the case of Aether Innovations, cross-functional innovation teams can contribute to the 

improvement of coordination between engineering, marketing, and customer experience 

departments. 
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Figure 12: Cross-Functional Teams 

Leadership is key to the development of an innovation culture. Transformational 

leadership (Sibassaha et al., 2025) encourages the process of seeking creative ideas 

from employees, while also questioning traditional practices by creating a shared vision 

for innovation. Leaders should promote open dialogue, reward exploration activities, and 

reward employees who bring novel solutions on board.  

 

Figure 13: Transformational Leadership 
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4. Propose a Future of Work model (hybrid) that supports collaboration 
and creativity 

4.1 Hybrid and Remote Work Model 

Hybrid working is a combination of office and remote work to provide increased flexibility 

and productivity as part of modern organisations. One of the most widespread hybrid 

arrangements involves the staff working three days in the office and two days outside the 

office during the week, promoting teamwork without compromising flexibility (Hopkins et 

al., 2023). Flexible working hours allow employees to better manage personal and 

professional needs, thus increasing motivation and interest (Mustujab, 2024). In addition, 

the model of employment contributes to organizational adjustment to the digital 

transformation having maintained the interaction inside the team and promoting 

innovation (George, 2024). 

4.2 Digital Collaboration Tools 

Digital collaboration tools can be recognized as a key element of promoting 

communication and collaboration in the conditions of the hybrid workplace. As an 

example, applications like Slack and Microsoft Teams offer features of real-time 

communication, online meeting, and project management between employees who work 

in geographically scattered offices (Lane et al., 2023). Jira and Asana are project 

management tools that help the team of team members to track their work, manage 

workflow, and monitor the progress (Ahmad et al., 2023; Azzolini et al., 2025). 

4.3 Supporting Creativity in Hybrid Work 

The hybrid work environment promotes innovation and creativity by giving employees an 

increased degree of freedom and autonomy in their work. Increased independence allows 

the staff to independently handle their work and seek creative ways of solving work-

related issues (Schmid et al., 2022). Hybrid work also improves the work-life balance, 

which reduces stress and increases employee satisfaction (Tawalbeh, 2025). As a result, 

employees are more motivated and productive, which leads to high levels of 

organizational performance and innovation deliverables (Alfalah et al., 2025). 
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5. Demonstrate how the new approach would motivate and enable staff 
to perform optimally 

 

Figure 14: New Approach 

5.1 Employee Motivation 

Motivation among staff members increases when companies provide them with 

autonomy, appreciation and freedom to innovate in the workplaces. The innovative work 

practices such as flexible working arrangements and joint projects also enable employees 

to contribute ideas and increase their successful performance. Motivated employees have 

high productivity levels, creativity, and commitment toward achieving objectives of the 

organization (Ahmad et al., 2024). 
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Figure 15: Importance of Employee Motivation in Organizations 

5.2 Employee Engagement 

Evidence-based practice suggests that the engagement level of employees can be 

improved when the organizations that drive participation, collaboration, and sharing of 

knowledge among the staff. Innovation projects, including inter-functional teamwork and 

open communication platforms, also help employees to feel appreciated and significantly 

engaged in the process of making decisions. The engagement of employees is 

associated with an increase in commitment to working and active efforts aimed at 

innovation and organizational prosperity (Manzoor et al., 2025; Amoa-Gyarteng et al., 

2024). 

5.3 Organizational Performance 

When firms engage in HR innovative practices that promote employee motivation, 

collaboration, and creativity, the firms improve their organizational performance. Good 
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working practices help to enhance productivity, enhance innovation, and enhance service 

delivery. As a result, organizations are experiencing increased customer satisfaction, 

competitive edge and long-term business expansion in unstable technology settings 

(Reiss, 2026). 

 

Part 2- Reflection  

1. Reflection on Learning Journey Using Gibbs’ Reflective Cycle 

This reflection uses Gibbs’ Reflective Cycle to examine my learning journey in this module 

and how the knowledge gained provides a foundation for developing appropriate learning 

and development strategies to cultivate a culture of innovation, growth mindset, and 

adaptability in the evolving AI-driven workplace. 

 

Figure 16: Gibbs’ Reflective Cycle 
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1.1 Description of Learning Experience 

During this module Human Capital Management, I worked with various concepts related 

to learning and development, innovation culture and personal capability development. 

The module featured a repertoire of models that targeted various designs on effective 

learning strategies, understanding organizational change, and enabling innovation 

through people-management practices. The experiences explain how and in what ways 

structured learning and development interventions affect employee behavior and in turn 

organizational performance. The reflective cycle developed by Gibbs provides a 

structured approach to experience evaluation as it follows a series of stages: description, 

feelings, evaluation, analysis, conclusion and action planning (University of Edinburgh, 

2026).  

 

1.2 Feelings About the Learning Process 

 

Figure 17: Feelings About the Learning Process 

During the beginning of the module, I felt uncertain about the practical implementation of 

learning and development frameworks in organizations. However, my confidence in 
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evaluating the impact of HR practices on organizational culture and employee innovation 

grew as the module continued. The significance of recognizing emotions as part of the 

learning process is often highlighted since the feelings shape the way individuals interpret 

experiences and apply new knowledge (Galli et al., 2022). As conversations and activities 

occurred, I increasingly became aware that the promotion of growth mindset and 

continuous learning orientation is essential in developing innovative organizational 

cultures. 

 

1.3 Evaluation of the Learning Experience 

The learning experience was very valuable because it led to the integration of theory with 

real organizational challenges. The module highlighted the possibilities in learning and 

development programs to supplement employee capabilities, collaboration and 

innovative thoughts. This research also demonstrated that organizations must design 

holistic human resource plans that match personal learning to organizational goals. 

Empirical evidence suggests that reflective practice supports how individuals understand 

intricate situations and fosters professional decision-making (Markkanen et al., 2020). 

From this perspective, the module enhanced my ability to critically analyze organizational 

issues and develop solutions based on the learning theory. 
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1.4 Analysis of Learning Outcomes 

 

Figure 18: Analysis of Learning Outcomes 

Learning outcome that is of primary importance in this module is the understanding of 

how the strategies to promote learning and development may help to develop a culture 

of innovation and growth mentality. Modern organizations work in extremely competitive 

environments where on-going learning and flexibility are required. Consequently, 

organizations should reward employees to work on novelty competences, experimental 

ideation and inter-departmental collaboration. As explained in this module, effective 

learning practices should focus on experiential learning, feedback systems, and sharing 

of knowledge. With the help of such practices, it is easier to build confidence and nurture 

innovation capabilities, which leads to organizational success. 
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The module also emphasized the importance of self-responsible learning. In the modern 

organizational setting, people are expected to willingly recognize learning chances 

instead of mere relying on formal training regimes. Growth mindset development involves 

viewing challenges and challenges as sources of growth, and thus pursuing the growth 

in knowing and skills through constant exploration. 

 

1.5 Conclusion of Reflection 

 

Figure 19: Gibbs Reflective Cycle Model 

The reflection on this learning experience provided me with a chance to identify the role 

of organized reflection as the basis of professional growth and the effectiveness of 

learning activities. My reflection, using Gibbs Reflective Cycle, emphasizes that the 

constant learning, flexibility, and innovativeness are the vital elements of the modern-day 

organisations. 
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1.6 Action Plan for Future Development 

To continue my professional development, I will rely on the obtained knowledge in this 

module and use the proactive approach to highlight my potential learning and develop 

innovative thinking. I will undertake professional development through online studies, skill 

development seminars and industry researches in order to achieve on-going professional 

development. Additionally, I plan to focus on the ability to think critically and solve 

problems in order to create innovation and improve organizations. By the continued 

development of a growth mindset and a systemic reflection on my experiential learning, I 

am poised to continually improve my professional competences and, consequently, be 

able to make significant contributions in innovative organizational settings. 

 

Figure 20: Action Plan 
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2. Staying Relevant in an AI-Driven Future of Work 

 

Figure 21: Staying Relevant in an AI-Driven Future of Work 

An enhanced use of artificial intelligence in organizational contexts is driving profound 

changes in traditional roles and professional practices. Nevertheless, what empirical 

evidence shows suggests that AI will also have the characteristic of recasting (rather than 

eradicating) these roles, thereby opening up new opportunities for individuals who 

develop complementary skills sets (George, 2024). To stay topical in this dynamic 

environment, it is necessary to constantly train and enhance skills, become digital, and 

invest in specific qualities of a person that cannot be trained or taught: creativity, critical 

thinking, and emotional intelligence. 



27 
 

I will use AI as an aid tool but not as a replacement of my professional functions. The AI 

technologies can support tasks like data analysis and information retrieval, and the 

routine administration processes to allow professionals to focus on more valuable 

activities such as strategic thinking and innovations (Le Do et al., 2025).  

Furthermore, the future of employment will force people to adapt to new positions that will 

augment human skills and sophisticated technology systems (George et al., 2025). 

Hence, in addition to acquiring more digital competencies on a continuous basis, 

concurrent on my interpersonal, analytical and problem-solving aptitudes. Such a 

moderate position will empower me to capitalize on AI resources without compromising 

on human skills that cannot be replaced in the realm of leadership, interprofessional 

collaboration, and creativity in the modern work environments. 

 

Conclusion 

The report stresses the importance of aligning human capital strategy with organizational 

purposes to address the problems Aether Innovations face. Improvement of employee 

engagement, creative performance, and performance overall through the development of 

an innovative organizational culture, driven by technologies (including innovation sprints, 

intrapreneurship efforts, cross-functional teamwork, and hybrid work arrangements) is 

hypothesized. The integration of these human resources practices ensure sustainable 

innovation, consolidates work force capabilities, enhances overall organizational 

competitiveness and long term growth. 
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