


[image: ]
Program: Master of Business Administration

Module Name and Code: Human Capital Management (LCMB7023)

Assessment Title: Component 1: Individual Report – HR Strategy Based on Option 2: Building a Culture of Innovation & Future Work Practices
Lecturer Name: Gladius Kulothungan, Ejike Udeogu
Student Name: Ravikumar Mukeshbhai Bhadiyadra
Student ID: 2531864
Word Count: 2568
[bookmark: _GoBack]Date of Submission: 19/03/2026


Table of Contents
Part 1: Option 2: Building a Culture of Innovation & Future Work Practices	3
Current Practices in Culture and Work Among the Tech Companies	3
Recommended Cultural and Structural Initiatives Embedding Innovation	4
Proposed Future of Work Model	6
Ways of Employee Motivation and Performance	7
Part 2: Reflection Writing	9
Personal Learning Journey of Module	9
Staying Relevant in the Era of AI	11
References	13




[bookmark: _Toc224318806]Part 1: Option 2: Building a Culture of Innovation & Future Work Practices
Aether Innovations is a fast-growing technology company that offers innovative and sustainable technology solutions to reduce environmental impact and increase efficiency in the textile and industrial sectors (AiG, n.d.). The case scenario mentioned that the company is struggling with high staff turnover, flat growth and falling customer satisfaction. Hence, an integrated HR strategy is required to rebuild innovation, engagement and performance. Focusing on Option 2, the report aims to build an innovative culture and propose future work practices in the organisation. 
[bookmark: _Toc224318807]Current Practices in Culture and Work Among the Tech Companies 
Technology companies are building a culture of innovation, prioritising creativity, a risk-taking attitude, and collaboration to improve work practices. In the era of fast-paced technology, tech companies are focusing on open communication and shared decision-making to drive innovation and problem-solving in the organisational culture. According to Thelen and Formanchuk (2022), transparent communication promotes accountability and ethical behaviour of employees that fosters positive organisational citizenship behaviour (OCB). Henceforth, the workplace culture in tech companies is driven by openness, transparent communication and shared decision-making. 
Moreover, a good workplace culture must value fairness, mutual respect, belonging, inclusion, innovation and effective leadership. Tech companies are now prioritising flexibility, autonomy and a collaborative work environment to enhance employee performance and work-life balance. Ravio's 2026 Compensation Trends Report highlights that 85% of IT companies in the UK now offer a hybrid work model, while 39% have adopted a fully remote culture to enhance employees' flexibility, autonomy, and job satisfaction (Ravio, 2025). For example, Google is updating the “Work from Anywhere” policy. It allows employees to work remotely from any location for up to four weeks per calendar year (Paoli, 2025). It is distinct from Google’s regular hybrid work policy, which allows employees to work remotely. Similarly, Microsoft empowers its employees and drives their productivity and engagement through a strong corporate culture, inclusive environment and flexibility (Boyd, 2025). Therefore, the current practices in culture and work among tech companies are defined by flexibility, autonomy and remote or hybrid models. 
Schein's organisational culture model defines three levels of organisational culture, including artefacts, espoused values and underlying assumptions (Mullins and McLean, 2019). In tech companies, artefacts are described as flexible work policies, open workspaces, innovation labs and digital tools. Espoused values refer to creativity, cross-functional collaboration, agile work practices and customer-centric innovation in organisations. For example, Apple has implemented cross-functional team collaboration, shared purpose and empowerment within the culture to enhance the innovation performance of employees (Podolny and Hansen, 2020). Lastly, the underlying assumptions are visible through risk-taking behaviour and experimentation in tech companies.
It is understood that current practices in culture and work among tech companies emphasise transparent communication, flexibility, autonomy, remote work policy, innovation and so on. Based on these, Aether Innovations should redesign its organisational culture and future work practices. 
[bookmark: _Toc224318808]Recommended Cultural and Structural Initiatives Embedding Innovation
In order to address Aether Innovation’s challenges with flat growth, high employee turnover and falling customer satisfaction, the organisation should incorporate cultural and structural initiatives that embed innovation. The Michigan model is a hard approach of HRM that ensures HR policies are tightly aligned with organisational strategic goals and structure (Dipoatmodjo, 2024). On the other hand, the Harvard model is a soft HRM approach which considers stakeholders’ needs and aligns HR policies with 4Cs HR outcomes (commitment, congruence, competence and cost-effectiveness) (Omar et al., 2023). It meets employees’ long-term needs and improves well-being. Therefore, Aether Innovations should consider a balanced HRM approach to implement cultural and structural initiatives. 
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Figure 1: Harvard Model of HRM
(Source: Omar et al., 2023)
Agile Practices and Innovation Sprints
Aether Innovations should implement an agile model and an innovation sprint program designed for cross-functional teams for faster problem-solving and demonstrating creative behaviour. Khalil and Hussain (2025) opined that agile project management practices emphasise flexibility, iteration, team autonomy and continuous improvement. It allows employees to respond to changing demands faster and enhances collaboration and team cohesion. Moreover, an innovation sprint helps in quick idea generation, increased staff engagement and morale in tech companies (Azzolini et al., 2025). From the perspective of the Harvard HRM model, the participative policy can increase staff engagement by empowering them to participate in decision-making and idea generation in innovation projects. It can further drive their commitment and reduce turnover rate. Therefore, Aether Innovations should design an innovation sprint within an agile structure to foster employees' creativity and engagement. 
Intrapreneurship Programs
Further, Aether Innovations should implement the intrapreneurship program initiative that can enable employees to improve their innovative ideas, creativity and entrepreneurship abilities within the organisation. Innovation plays a pivotal role in improving organisational performance in the rapidly changing tech industry (Radu, 2024). The development of intrapreneurship competencies among employees encourages them to demonstrate innovative work behaviour, replace traditionality with modernity and actively learn new and useful skills (BATMOMOLIN et al., 2022). Therefore, intrapreneurship programs can enhance employees' affective commitment and the organisation's innovation performance. 
The formal intrapreneurship program can enable Aether Innovations to cultivate entrepreneurial thinking among employees to design customer-centric innovation and improve competitive advantage. As per the Guest Model of HRM, HR strategy influences HR and employees' outcomes, including job satisfaction, engagement and commitment, which contribute to better organisational performance (Ali et al., 2024). Through the intrapreneurship program, HR strategy will focus on employee participation and empowerment that enhances their problem-solving and innovation behaviour and subsequently leads to improved organisational performance in Aether Innovations. 
Cross-functional Team Collaboration
Another cultural and structural initiative Aether Innovation can implement is cross-functional project teams integrating employees from marketing, R&D, customer service, engineering and product development teams. The role of cross-functional collaboration in modern tech organisations is critical as it promotes a shared goal and understanding of the unique needs of each department (Ahmad, Boit and Aakula, 2023). Cross-functional collaboration encourages employees to take collective responsibility, improve engagement and autonomy that significantly elevate their creativity and innovation performances. Considering the Michigan model, the organisation should align the cross-functional team with the business goal and strategy. Therefore, a collaborative organisational structure can support knowledge sharing, open communication, and mutual trust among employees that are essential for enhancing organisational commitment and customer satisfaction. Therefore, Aether Innovations should promote cross-cultural collaboration to improve the project's success and improve staff retention. 
[bookmark: _Toc224318809]Proposed Future of Work Model 
The future of work model in Aether Innovations will be hybrid, combining both remote and in-office work that can support collaboration and creativity among employees. In the post-COVID period, remote and hybrid working are dominating the HR strategy in the UK. As per the CIPD 2025 report, 74% of organisations are now implementing hybrid work policies, redesigning office policies and IT systems to balance flexibility, productivity, security and well-being (IT Desk, 2025). Although remote working offers total flexibility and job autonomy to employees, but employees have reported high stress, loneliness and reduced collaboration in the virtual working environment (Becker et al., 2022). On the other hand, the hybrid working model allows employees to balance their professional and personal responsibilities, enabling flexibility as well as fostering collaboration with colleagues and providing access to specialised resources and motivating employees (Santillan et al., 2023). However, it sometimes increases operational complexity and results in communication gaps. For example, Cognizant is expanding its new hiring based on a hybrid working model in the UK, promoting employees' flexibility and collaborative work environment (Cognizant, 2026). Therefore, hybrid work can enhance employees' autonomy, flexibility, efficiency and work-life balance that support their creativity and collaboration in the organisation. Aether Innovations should redesign its future work practices through a hybrid model, equipped with digital collaboration tools and open communication mechanisms to prevent collaboration and communication problems. 
[bookmark: _Toc224318810]Ways of Employee Motivation and Performance
The new approach would motivate employees and enable them to perform optimally in Aether Innovations. Herzberg's two-factor theory of employee motivation differentiates between hygiene (salary, office policy, supervisor behaviour, working conditions) and motivation (job recognition, rewards, achievement, career advancement) factors that impact employees’ motivation and job satisfaction (Hasan and Mishra, 2025). Hygiene factors can prevent job dissatisfaction, but motivation factors can enhance employees' engagement and performance in the organisation. The hybrid work model supports the two-factor theory as it improves office policies, working conditions and supervisor behaviour while offering flexibility, recognition and career advancement opportunities to employees. 
Rooted in this theory, Aether Innovations' future of work strategy based on the hybrid model should promote the intrinsic motivation of employees to enable their optimal performance. The hybrid model fosters a collaborative and flexible culture to enhance employee autonomy (Datta, Balasundaram and Nair, 2025). Thus, the innovative organisational culture, driven by job autonomy, cross-functional collaboration, innovation sprints and an intrapreneurship program can encourage employees’ creativity and risk-taking behaviour. The new approach would motivate employees to contribute innovative ideas to the organisational growth and customer satisfaction. Moreover, transparent communication, shared decision-making and flexibility through a hybrid model will strengthen staff engagement, collaboration and commitment. It would further motivate employees and reduce their turnover rates. Thus, the new approach at Aether Innovations would foster employees’ sense of belonging and organisational commitment, leading to optimal performance in the workplace. 


[bookmark: _Toc224318811]Part 2: Reflection Writing
[bookmark: _Toc224318812]Personal Learning Journey of The Module
Reflection is a powerful tool that transforms an experience into actionable knowledge and promotes personal and professional growth of an individual. The Human Capital Management module has offered me a baseline for my professional development to design an appropriate learning and development approach to cultivate a culture of innovation and a growth mindset within me. Gibbs reflective model is one of the simplest and yet effective models, consisting of six stages: description, feeling, evaluation, analysis, conclusion and action plan (Ahmadpour, Shariati and Moghadam, 2025). I will utilise Gibbs reflective cycle to evaluate the learning journey that guides me in my continuous development. 
· Description: Throughout the module, I came across different HR frameworks, theories, employment trends, job orientation, performance appraisal and other concepts that have reshaped my understanding of human resource management. Particularly, the module emphasised HR theories and concepts to develop a culture of innovation, where employees are encouraged to experiment, collaborate and continuously improve their skills for better performance. The lecture notes, case studies and examples provided me a foundation of understanding how HR approaches are aligned with employee outcomes and organisational goals. 
· Feelings: At the beginning of the module, I was excited to gain an opportunity of learning various HR frameworks and cultivate a growth mindset for my professional journey. However, it was initially challenging for me to grasp all the complex HR frameworks and concepts as these were aligned with real organisational challenges and business problems. In order to develop a greater understanding of the module, I boosted my confidence level and researched employment trends that shaped my knowledge on the role of HRM in driving innovation and organisational performance. The entire process made me aware of the significance of continuous learning and a growth mindset to design appropriate learning and development approaches for me. 
· Evaluation: During the module, I was introduced to hard and soft HRM approaches, and the relationship between human capital and organisational performance. I learned that employee training, performance appraisal, open communication, flexibility, and empowerment are key drivers of building a culture of innovation in the organisation. Psychological empowerment influences organisational agility, cultivates a proactive, innovative, resilient workforce, capable of adapting to a changing environment (Naqach and Chaouki, 2023). Conversely, recognised the issues of workplace conflicts, harassment, discrimination, work-life balance and diversity issues that hinder employee relationships and organisational commitment. Thus, I understood that appropriate learning and development approaches based on flexibility, autonomy and empowerment can enhance a culture of innovation and growth mindset within me. 
· Analysis: From the module, I identified that employee orientation, training and development are crucial HR functions for positive employee outcomes. I learned about different types of training methods, including on-the-job training, e-learning, virtual training, coaching and mentoring, that enhance employee development and cultivate their growth mindset. Reflecting on the module learning, I realised that a culture of innovation and a growth mindset enhances both employees’ and organisational resilience and flexibility. Zarrinabadi et al. (2022) claimed that adaptability is significantly associated with self-regulation and resilience, which further predicts a growth mindset within the learner. However, my lack of enough self-esteem and adaptability skills can be key barriers to developing an innovative culture and a growth mindset in me. 
· Conclusion: To conclude, I can state that the module plays a pivotal role in expanding my existing knowledge on HRM as well as designing appropriate learning and development approaches to cultivate a culture of innovation and a growth mindset within me. It highlighted that my learning and development approaches must embed flexibility, autonomy, adaptability and empowerment to nurture an innovative culture and growth mindset for my professional development. 
· Action Plan: In order to apply the knowledge gained from the module in the real-life business context, I need to improve adaptability and practice a growth mindset. 

	Objectives
	Action Plan
	Resources
	Timeframe

	To improve self-esteem and adaptability skills for professional development
	Proactively responding to changing environments, taking unfamiliar roles to build flexibility and enhance emotional intelligence
	Internship opportunities or part-time job roles, Five-minute rule to overcome resistance and EI assessment tools (360 EQ)
	4 weeks

	To develop a growth mindset for continuous learning opportunities
	Pursuing continuous learning through advanced skills development, particularly AI, professional certifications, attending workshops and using digital tools to develop the growth mindset
	LinkedIn Learning, Coursera, University Career Building Workshops, digital communication and learning tools, including Slack and NotebookLM
	3 weeks


Table 1: Action Plan for Professional Development
(Source: Self-created)
[bookmark: _Toc224318813]Staying Relevant in the Era of AI 
The rapid emergence of AI technology has not only revolutionised work practices but also replaced many traditional jobs and positions across industries. The abilities of AI in automating tasks and data-driven decision-making have led many companies to replace human capital with technological tools. According to Yee et al. (2025), AI-powered automation tools can perform cognitive and physical work, which could automate around 57% of current work hours in the U.S. Further, 89% of senior HR leaders responded that AI will significantly impact jobs in the next year, making the workforce more innovative and efficient (Epperson and Dhue, 2025). At the same time, AI will reduce the workforce through automation. 
In this context, I need to stay relevant and use AI to assist my work rather than allowing it to replace me. Instead of viewing AI as a threat to my professional career, I will be involved in continuous learning and upskilling my competencies, such as AI-driven data analytics, recruitment tools and automation of repetitive tasks. For example, in HRM, AI tools can track employees' performance in real-time, offer data-driven insights, eliminate bias in the recruitment process and plan personalised employee training and development programs based on their unique needs (Ghedabna et al., 2024). Despite these benefits, AI cannot fully replace humans in terms of ethical considerations, emotional intelligence, creativity and leadership skills. 
I plan to enhance my technological literacy as well as soft skills to improve my ability to utilise AI tools to assist my work and enhance my professional competitiveness. I will leverage AI in automating repetitive tasks so that I can apply my energy and skills in more advanced work to streamline human resource management and organisational performance. I will combine technological literacy with interpersonal skills to improve my professional effectiveness and collaborate with AI in the digital organisation. 
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