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Executive summary
This report outlines a comprehensive human capital plan of Aether innovations, which is a rapidly expanding technology firm that is undergoing negative growth, high turnover rates, and customer dissatisfaction. The report aims at establishing the culture of innovation and adopting future-oriented work practices to enhance organisational performance and the engagement of employees. The analysis starts with the current cultural and work practice, which has been well embraced by the successful technology companies. These practices are intrapreneurship, hackathons, cross-functional, and psychological safety that are relevant in innovation and staff motivation. It is in light of this analysis that the report suggests a number of cultural and structural initiatives to Aether Innovations including the introduction of innovation sprints, cross-functional teams, and intrapreneurship programs that can be used to encourage employees to make new contributions towards the generation of ideas and solutions.
A model of the future of work on the basis of hybrid working, digital collaborating tools, and lifelong learning and development is also recommended. Such practices will focus on increasing collaboration, creativity and flexibility in order to uphold employee well-being and productivity. In addition, the report describes the manner in which these initiatives can inspire employees by meeting their needs of autonomy, competence and purpose. The proposed HR strategy will help Aether Innovations to attain sustainable growth and competitive advantage in the technology sector, as it will increase innovation, employee engagement, and organisational performance.
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[bookmark: _Toc224638003]1.1. Introduction
Technology companies are operating in highly competitive situations in which the innovation factor, employee engagement, and customer satisfaction are closely connected. In the case of Aether Innovations, reduced customer satisfaction, higher turnover of employees and limited growth are all key indicators for organisations issues of culture, work design, and people management. In the industries with a major knowledge-focused context, company success is based on how companies can manage their talent. In this, Human resource management plays a key role in managing company culture and aligning people approaches with the company goals. In terms of modern tech companies, they are adapting to flexible working approaches, innovation-focused cultures, and collaborative structures for ensuring competitiveness. Marampa et al. (2025) have potentially shed light on the empowerment of employees, encouraging for experimentation and supporting collaboration can majorly enhance innovation and complete performance of the companies. 
Thus, this report aims to analyse current approaches among technology companies to propose a strategic HR framework for Aether Innovations. The report will recommend cultural and structural initiatives for innovation and shed light on a future-of-work model developed for enhancing collaboration, employee motivation and creativity.
[bookmark: _Toc224638004]1.2. Current practices in culture and work in tech companies
Technological companies often develop organisational cultures which can allow for experimentation, collaboration, and autonomy (Goncalves et al., 2020). These cultural aspects are crucial for developing innovative products and services.

[bookmark: _Toc224637989]Figure 1: Current practices in culture and work in tech companies
(Source: Created by author)
Intrapreneurship and employee autonomy: One of the most common practices in technology companies is often intrapreneurship, in which employees are encouraged for developing new ideas for the company (Huang et al., 2021). They are provided with time, resource and support for employees to consider innovative projects. For example, the 20%-time policy by Google is a well-known approach in this case, which allows employees to dedicate their parts of work schedule in development of personal ideas that can support the company (Collins, 2021). Furthermore, 3M have also implemented a similar plan, which is the 15% culture in which employees can spend parts of their work time to explore new ideas (3m, 2026). These types of approaches are crucial for ensuring encouragement of creativity and increasing engagement through developing trust and empowerment among employees. As defined by Moss et al. (2022), intrapreneurship approaches can allow companies to innovate through encouragement of employee experimentation and collaboration for creative solutions.
Hackathons and innovation sprints: Consequently, other widely adopted practices for this situation can be the use of hackathons and innovation sprints. From the perspective of Leemet et al. (2021), the use of these types of short and intensive collaborative approaches can ensure that employees can experiment with ideas and rapidly prototype various solutions. Corporate hackathons can allow enhancement of employee satisfaction, improve organisational culture and enhance team collaborations in teams in the company. For an example, Atlassian ensures to organise regular internal hackathons in which employees from diverse departments can collaborate for new product development or enhancement (Hall, 2025). These allow for a structured environment for the employees to feel safe for experimentation and innovative idea development.
Psychological safety, transparent communications, and cross-team collaborations: The context of innovation culture is based on psychological safety, in which employees feel safe and comfortable to share their idea without fearing any criticism or even failure. Psychological safety is a key factor for better performance-focused teams, as they will potentially propose better and more creative solutions while overcoming barriers of existing processes. For example, in successful large tech companies like Microsoft, leaders are actively allowing open discussions, experimentation and learning from mistakes in their culture (Microsoft, 2026). Companies, also focusing on transparency and an open communication culture through cross-team interactions, can also benefit from this factor. These open information sharing allows the employees to understand organisational priorities and collaborate in a more effective manner. Supriani et al. (2022) added that innovation often can happen in organisational context where various employees from different areas work together. Companies focusing on the organisation of cross-functional teams can ensure a combination of specialists from engineering, design, marketing, and other areas to gain the most diverse and out-of-the-box ideas. Collaborative structures can reduce organisational silo barriers and encourage diverse perspectives, which can lead to creative and even customer-focused solutions.
[bookmark: _Toc224638005]1.3. Cultural and structural initiatives for Aether Innovations
For addressing the lack of growth and declining employee engagement, Aether Innovations need to adapt and integrated HR approach that can include innovation in everyday approaches.
Development of innovation sprints and hackathons
Aether Innovations needs to develop quarterly innovation sprints in which employees work in small teams for development of new product ideas or to overcome company issues. These initiatives can develop creativity while enhancing collaboration and knowledge sharing approach (Heinzel, 2024). Key features need to include the following: 
· Cross-department teams
· Short level development cycles
· Opportunities for presenting prototypes to management
· Senior leadership mentoring
Cross-functional team development
As stated by Pansera and Lloveras (2025), traditional models of heretical structures often slow down the innovation. Aether Innovations, therefore, needs to adapt a more cross-functional team approach combining various expertise. These will be crucial for companies to rapidly adapt to market changes or demands wherein the team needs to be responsible for customer complaint solving, product development and also rapid testing of developed ideas.
Develop and intrepreneurship program
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[bookmark: _Toc224637990]Figure 2: Importance of intrepreneurship program
(Source: Inspired by the ideas of Moss et al., 2022)
It is imperative for the company to focus on developing an internal innovation program to allow employees to propose and develop new ideas. Encouraging the employees to act being internal entrepreneurs can majorly enhance engagement and innovation results (Moss et al., 2022). The programme must include:
· Dedicated innovation findings
· Senior-level mentorship from senior leaders
· Time allocation for experiments.
· Process for pitching the developed ideas.
Culture of psychological safety
Leadership is a key factor that influences the innovation culture in companies (Kareska, 2024). Managers need to thus properly encourage employees in Aether Innovations to share ideas and learn from their failures. Through developing psychological safety, employees will be able to significantly contribute to innovative ideas. Steps for this approach include:
· Recognising innovative approaches even in failures.
· Developing a feedback system for rewarding experimentation.
· Ensure tarnsperency in communications even in meetings.
[bookmark: _Toc224638006]1.4 Future work model for Aether Innovations
Based on the above analysis, it can be stated that the future workplace needs to be increasingly hybrid through a collaboration of remote work with in-office collaborations. In the case of technological companies, these types of flexible workplace models can improve their productivity while enhancing retention rate and improving the well-being of employees.
Hybrid work structure
Aether Innovations need to focus on adapting a hybrid work model in which employees will split their time for remote and office working collaborations. This allows employees to focus on individual-level tasks at home while managing strong team collaborations in physical aspects (Grzegorczyk et al., 2021). This will mandate the following schedules: 
· 2-3 days working remotely
· 2-3 days collaborating in office
Innovation spaces and collaboration areas
Physical office spaces need to be rechanged for encouraging collaboration and creative thinking for everyone. This environment will be able to encourage continuous idea sharing and conversations for better ideations. The new workplace needs to consider innovation labs, brainstorming areas and meeting spaces for information sharing.
Digital collaboration tools
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[bookmark: _Toc224637991]Figure 3: Statistics showing advantages of remote workers in Great Britain
(Source: Ons.gov, 2022)
Various remote and hybrid teams are based on digital communication platforms, which allow them to collaborate properly regardless of locations (Somanathan and Sureshkumar, 2023). Figure 3 showed that employees who work from home are much likely to complete work faster (Ons.gov, 2022). Aether Innovations can utilise tools including.
· Project management software
· Virtual whiteboards
· Collaboration platforms
Continuous learning and development
It is found by Rampa and Agogué (2021) that employees need to indulge into continuous development of new skills to ensure innovation. Learning opportunities can enhance employee motivation while also supporting the company to remain competitive. Thus, Aether Innovations needs to focus on:
· Leadership development
· Digital skills development
· Design thinking
· Creative problem solving
[bookmark: _Toc224638007]1.5 Motivating employees for better performances
Effective HR strategies are crucial for enhancing innovation and employee motivation, eventually contributing to performance. The Self-Determination Theory sheds light on a key factor, which is that employees often perform better when they are getting autonomy, purpose, and competence, three basic psychological needs (Tang et al., 2020). The innovation-focused culture can support these needs by allowing employees to analyze ideas, contribute properly to company aims, and collaborate with other team members. These proposed approaches for Aether Innovations can enhance motivation in various manners like in terms of autonomy. Intrapreneurship programs can provide employees the freedom they need to analyse various perspectives and ideas. Mastery can be done through learning and development programs, which will enhance skills. Finally for the purpose, innovation projects can connect employees to organisational impacts. It is a fact that when employees feel valued and engaged, they can better contribute to the company’s success in the long term.
[bookmark: _Toc224638008]1.6 Conclusion
The above report showcased how innovation and employee engagement are key factors for success in the technology company sector. For the case study company, Aether Innovations, addressing the reduction of performance will need an in-depth HR strategy with alignment to structure, culture, and working approaches. Through proper implementation of the identified initiatives, like innovation sprints, and hybrid working models, the company can ensure a culture that can support collaboration and creativity. These will allow motivating the employees and will enhance retention while improving customer satisfaction through better outcomes.
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[bookmark: _Toc224638010]2.1 Kolb’s reflective cycle
Concrete experience
While conducting the module, I was able to analyse how Human Resource Management influences the company's innovation and performance. Through case study analysis and discussion of articles, I developed the idea that successful companies don’t just focus on technology or financial support, as they also gain competitive advantages from their approach to people management, skill development, and workplace support environments. Examples of leading technological companies like Google have helped me in understanding how HR practices can manage organisational cultures. As understood from the findings of Nuraini (2024), aspects like employee empowerment, collaboration, and continuous learning highlighted how companies can develop situations to make employees feel motivated and innovative.
One more valuable part of my learning experience during the module is connected with the significance of lifelong learning and self-improvement in the contemporary workplace. The Human Capital Management module emphasised that organisations should continuously upgrade the competencies of their employees to ensure that they remain competitive in the ever-changing industries. By examining various HR practices and organisational cultures, which are based on innovation, I have realised that the same can be applied to individuals. In the new knowledge-based economy, professionals have to constantly update their skills and adapt to technological change, and acquire new skills to stay relevant. This knowledge prompted me to think about my own attitude to learning and professional growth.
Reflective observations
Reflecting on this learning, I realised that companies can face issues not only due to talent lacking, but also due to their failure for developing a workplace which can encourage creativity and engagement. I had a belief that innovation can only be developed via research and development. Although, as the study continued, I understood that innovation can develop from any employee if they are supported properly through their company. On the other hand, I also understood the cruciality of psychological safety and leadership contributions, especially about their behaviour. Employees are more prone to contributing through ideas when they feel respected and supported by leaders (Hai et al. 2022).
This module has specifically helped me have a better idea of the correlation between leadership and organisational culture. In the past, I was only able to think of leadership in terms of team management and performance targets. The learning materials and case studies, however, indicated that effective leaders are the key to an effective organisational environment that affects behaviour, motivation and the creativity of employees. Nuraini (2024) added that those leaders who promote open communication, experimentation, and collaboration have higher chances to construct innovative organisations. This understanding made me understand that leadership is not all about guiding employees but also about providing a conducive environment that would ensure people feel encouraged to offer ideas and take initiative.
Abstract conceptualisation
In terms of theoretical perspective, the module has supported me in understanding how HRM approaches can enhance organisational performance. These approaches also highlighted employee engagement, communication, and trust among management and staff. I was also able to recognise the connection between HR approaches and innovation outcomes. Strategies like training approaches, collaborative work structures, and flexible working opportunities can also majorly influence employee motivation and organisational creativity. Also, I learnt about becoming aware of how to use employee engagement to influence organisational success. Employees will be more inclined to show greater commitments, creativity, and productivity when they feel important and supported by their organisations (Hai et al. 2022). Some of the HR practices highlighted by the module include recognition systems, employee development programs, and collegial work environments that can be used to promote engagement. Thinking about these ideas helped me realise that organisations whose senior management is more concerned with the well-being and development of the employees tend to have higher chances of sustainable growth and innovation.
Active experimentation
In future, I am planning to apply these insights through continuous development of my own learning and professional skills. I also aim to adopt a growth mindset and actively aim for opportunities for enhancing my complete knowledge for HR practices and organisational behaviour. I also focus on developing skills for collaboration, leaderships and creative problem-solving. With these, I will be able to effectively contribute to innovative team development and my company goals.
[bookmark: _Toc224638011]2.2 AI and future career relevance
The Artificial Intelligence is rapidly changing various industries and how they work, including the Human resource management. While AI can allow for automation of repetitive tasks like recruitment screening, data analysis and other processes, it cannot replace full human judgements, interpersonal skills and thinking capabilities. In my future career, I plan to utilise AI as a tool for efficiency enhancement and not a replacement for my work. There can be activities like strategic thinking, communication, and leadership, which will need human contribution via empathy and critical thinking capability (Lanier, 2025). I will also focus on remaining relevant to this AI-focused work culture as I will be developing skills like emotional intelligence, critical thinking and others which can also support technological integration in company level. This complementary skill development will allow me to stay relevant and also use the efficiency of AI tools to improve my working capabilities.
Reflecting on my experience made me consider how I could use these concepts to my own benefit in learning. Developing a growth mindset to facilitate continuous improvement and learning is one of my prior objectives. I will also take an active role in trying to acquire both technical and soft skills, such as communication, leadership, and critical thinking. These are competences needed to work in a team-based and innovative setting. I will also apply to professional training programs, industry workshops and online learning platforms that can make me more knowledgeable on human resource management and organisational behaviour. Moreover, I have realised that I should work on my interpersonal skills in the workplace. Although technical skills and analytical skills are useful, the skill of effective communication, working in various teams and solving conflicts in a constructive manner is also important. In this module, I have realised that teamwork and effective working are critical in accomplishing successful organisations. 
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