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Executive Summary

The core objective of this report is to develop an integrated HR strategy to build innovation, engagement, and performance within the organisation. As a new human resource consultant, our aim is to implement integrated people practices that create excellence for both employees and customers.
The report focuses on creating a strong culture of innovation supported by modern work practices such as hybrid/remote working, flexible working arrangements, and the use of digital collaboration tools. The aim is to encourage creativity, teamwork, and continuous improvement within the organisation.
Aether Innovation is currently facing several challenges, including flat business growth, high staff turnover, and declining customer satisfaction. These issues indicate low employee motivation, a weak organisational culture, and a lack of an innovation-driven environment.
To address these challenges, the report suggests initiatives such as building an innovation culture, developing cross-functional teams, and implementing employee motivation programmes. It also proposes a future-of-work model that promotes flexibility, collaboration, and employee engagement.
In conclusion, the proposed human resource strategy is expected to improve employee motivation, increase engagement, and enhance productivity. This will ultimately lead to better customer satisfaction and long-term organisational growth.
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[bookmark: _Toc224890980]Part 1: Building a culture of innovation & future work practices
[bookmark: _Toc224890981]1. Introduction
Aether Innovations is a fast-growing technology company with 300 employees. The organisation is fully focused on the technology industry. In any organisation, human resources are valuable assets that have emotions and needs. Therefore, it is very important to fulfil these needs; otherwise, the organisation cannot fully capitalise on this asset. As one of my teachers once said, “If you take care of your employees, your employees will take care of your company.”
In this case, Aether Innovation is facing various challenges, including flat growth, high staff turnover, and declining customer satisfaction. As a new human capital consultant, based on our understanding, Aether Innovation needs to rebuild its strategy towards innovation, engagement, and performance. The main goal is to build a culture of innovation and adopt future workforce practices so that the organisation can deliver the best value to its customers.
Aether Innovation is experiencing high staff turnover, meaning that many employees are leaving the company within a short period, and the organisation must frequently hire new employees as replacements. Based on one-on-one conversations with employees, we found that many are leaving because the organisational culture is not suitable for them. The major issues identified include lack of career growth, poor management, high work pressure, an unhealthy work environment, and lack of job security.
The technology industry is highly dynamic and continuously evolving. If employees are not working collaboratively and are dissatisfied with the organisation, it creates serious challenges. If the company fails to resolve its internal issues, it will not be able to compete with its competitors. One clear trend in the technology industry is constant change; if an organisation does not adapt to its environment, it risks becoming obsolete, as seen in the case of Kodak.
Aether Innovation currently relies on traditional human resource management practices. However, as a fast-growing technology company with 300 employees, it should transition towards a strategic human resource management approach.



 
[bookmark: _Toc224890982]2. Currant Culture and Work Practices in Technology Companies?
[bookmark: _Toc224890983]2.1 Currant Culture and issues
According to Michael Armstrong and Stephen Taylor (2013), “Organizational or corporate culture is the pattern of values, norms, beliefs, attitudes, and assumptions that may not have been articulated but shape the ways in which people in organisations behave and how things get done.” ‘Values’ refer to what is considered important about how people and organisations behave, while ‘norms’ are the unwritten rules of behaviour.
Aether Innovation was initially established by a very small group of people. Over time, it has grown into an organisation with 300 employees. However, major and minor decisions are still made by a small group of founders, which reflects a centralised decision-making approach. This process is time-consuming and limits organisational efficiency. According to Hofstede’s Organisational Culture Framework, developed by Geert Hofstede (1991), Aether Innovation currently operates under a power culture, where decision-making is concentrated in the hands of a few individuals.
[bookmark: _Toc224890984]2.2 Recommended culture shift
To improve organisational effectiveness, Aether Innovation should transition towards a task-based culture, which focuses on teamwork and achieving goals through cross-functional collaboration. In such a culture, employees work in dynamic teams to accomplish specific objectives. Leading technology companies such as Google and Apple follow similar approaches.
In terms of organisational culture, Apple is a strong example of a task-oriented culture, where employees clearly understand their roles and responsibilities. This framework is ideal for Aether Innovation, as it can help overcome major organisational issues such as poor management, high work pressure, and an unhealthy work environment. A task-based culture allows employees to focus on specific responsibilities with minimal unnecessary managerial interference, reducing work pressure. Over time, employees can develop expertise in their respective areas, which further supports innovation. As a result, the organisation becomes more outcome-oriented, people-oriented, and team-oriented.
 [image: ]
Figure 1: Characteristics of organisational culture by  Ajay Pratap singh rathod (2020)
[bookmark: _Toc224890985]3. The Importance of innovation culture in organisations
[bookmark: _Toc224890986]3.1 Concept of innovation culture
In today’s world, technology is changing very rapidly, with new innovations and technologies emerging every day. In this technological era, innovation is essential for organisations to survive in a highly competitive environment. Innovation provides a significant competitive advantage to organisations. As stated by Anderson, Potočnik, and Zhou (2014), “Creativity is the stage of generating ideas, while innovation is the subsequent implementation of these into new procedures, practices, or products.” Aether Innovation is currently struggling with flat growth; therefore, it is crucial for the organisation to focus on innovation and create value for its customers. An innovation-driven culture encourages employees to generate creative ideas and implement them effectively. This ultimately provides a competitive advantage to the organisation.
3.2 Role of HR in promoting innovation behaviour in organisation    
Organisational innovation behaviour is a highly valuable resource for companies. Human Resource Management plays a key role in creating appropriate HR policies that promote innovation within the organisation. According to Higgins and McAllaster (2002), it is essential to support an innovation culture, as a specific type of organisational culture is required to drive change and encourage innovation and entrepreneurial behaviour. Developing a culture that emphasises innovation enables employees to think creatively and contribute new ideas. HR can support this by designing systems and practices that consistently encourage and align employee behaviour towards innovation, ultimately leading to the development of a strong innovation-driven culture within the organisation.
[bookmark: _Toc224890987]3.3 Organisation Culture, employee engagement and performance are interlinked to each other
Organisational culture in any organisation is directly linked to employee engagement, and its impact is clearly reflected in employee performance. Organisational culture is shaped by HR through systems and policies that enable employees to deliver their best outcomes. It is widely recognised that Social Exchange Theory explains how organisational culture can influence employee performance through enhanced engagement (Blau, 1964). This suggests that organisational growth is largely dependent on a strong and positive organisational culture.
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Figure 2: Organization Culture, employee engagement and performance are link to each other by International journal of supply and operation management (2021)
[bookmark: _Toc224890988]4. Culture and Structure Initiatives to Embed Innovation
Innovation and an innovation culture play a vital role in social and economic development. Therefore, innovation is a key driver of socio-economic growth and organisational competitiveness.
[bookmark: _Toc224890989]4.1 Employee Training and Development
Employee training and development are among the most important aspects of an organisation. In technology-based companies, where technology changes rapidly every year, continuous training and development help organisations gain a competitive advantage. Investing in employee development is an effective way to build a strong and competitive human resource pool (Jacobs and Washington, 2003), and it should be viewed as an investment rather than an expense. Nowadays, many tech companies are experiencing significant changes due to advancements in AI, and as a result, organisations often lay off employees who are unwilling to update their skills and adapt to new developments. Management always focuses on future growth and seeks employees who have the potential to contribute to the organisation’s long-term success. As one of my teachers said, “Learning is a never-ending process; if you do not develop with time, time will change you in the future.”
[bookmark: _Toc224890990]4.2 Reward and Recognition systems 
Reward and recognition systems constitute a very important pillar of strategic human resource management, serving as powerful levers for enhancing workforce motivation, engagement, and organisational commitment. Reward systems are effective mechanisms that managers can use to communicate desired attitudes and behaviours to employees. It is widely believed that, over time, organisational culture can be influenced through the clear communication of performance criteria and the consistent application of rewards (Kerr and Slocum, 2005). The strategic integration of reward and recognition systems has been empirically linked to measurable improvements in job satisfaction, productivity, and employee relations. For instance, robust recognition programmes foster affective commitment by validating employees’ contributions, thereby strengthening their emotional connection to the organisation (Ahmić and Čizmić, 2021). Overall, reward and recognition systems are directly linked to employee performance and organisational innovation, as employees who perform well or contribute innovative ideas are rewarded accordingly.
[bookmark: _Toc224890991]4.3 Open Communication Culture
An open communication culture within an organisation can create new opportunities for innovation. The basic function of an organisation is to coordinate activities across different departments, which is not possible without effective communication. Management practices have shifted over the years from traditional hierarchical structures to flatter structures that promote better communication and stronger relationships between management and employees (Patterson, 2023). An open communication culture is best suited to a flat organisational structure. For example, companies like Apple operate with relatively flat structures and emphasise open communication to support collaboration and innovation.
[bookmark: _Toc224890992]5. Future of work model for Aether innovation
[bookmark: _Toc224890993]5.1 Hybrid and remote working models
The future of work is changing rapidly due to new technologies that make tasks easier and more efficient. After the COVID-19 pandemic, hybrid and remote working have become very popular among employees. Research has shown that remote working can increase employee satisfaction and productivity. The development of information and communication technology, along with digitalisation, has enabled employees to work from locations away from the employer’s physical workplace, a practice often referred to as telecommuting. This phenomenon includes remote work and gradually reduces the importance of the physical dimension of organisations (Sokolic, 2022). Many technology companies have already shifted to remote working models; therefore, Aether Innovation should also adopt a remote working approach.
[bookmark: _Toc224890994]5.2 Flexible Work practice
Flexible work practices are increasingly popular nowadays, as they provide employees with the ability to choose how and when they work according to their needs. These practices include remote working, hybrid working, part-time work, compressed hours, flexible hours, staggered schedules, and shift patterns. Flexible working is considered one of the most promising developments in the current debate on the digitalisation of work (Kossek, 2016). Therefore, based on the needs of the modern workforce, flexible work practices are important for organisations.
[bookmark: _Toc224890995]5.3 Digital Collaboration Tools
In the digital era, it is important for organisations to adapt to changing technologies. Digital collaboration tools are software or online platforms that help people work together, communicate, and share information effectively. These tools can enhance understanding and improve overall efficiency (Petkovic, 2014). Digital collaboration tools are particularly useful when a company operates entirely in a virtual environment.
[bookmark: _Toc224890996]6. Impact on Employee Motivation and Performance
[bookmark: _Toc224890997]6.1 Improved Employee Motivation
Organisational performance is directly linked to employee motivation. Motivation creates a strong desire in employees to achieve goals and perform effectively. It is one of the most important concepts in psychology and is vital for managers who guide the development of their subordinates towards meaningful objectives (Adnan, 2005). Motivation acts as a driving force that compels employees to take action and improve their performance.
[bookmark: _Toc224890998]6.2 Customer Satisfaction 
The main goal of any organisation is to achieve high customer satisfaction. In technology-based service companies, it is especially important to maintain high levels of customer satisfaction. In the service sector, excellent service quality is the core driver of customer satisfaction, and motivated employees are essential for improving service quality (Chen, 2011). If an organisation delivers a high level of customer satisfaction, its reputation and customer loyalty will increase.
[bookmark: _Toc224890999]7. Conclusion
An organisation operating in the technology industry requires a strong innovation culture and the adaptability of future work models to achieve sustainable growth. Based on our understanding, Aether Innovation is facing several challenges, including flat growth, high staff turnover, and declining customer satisfaction; therefore, the organisation needs to change its human resource approach. This report suggests various strategies to help embed an innovation culture within the organisation, such as employee training and development, reward and recognition systems, and an open communication culture.
Aether Innovation needs to develop its organisational culture, future work model, and employee motivation and performance so that employees can focus more on innovation and customer satisfaction. Integrating a modern human capital management approach will help the organisation improve growth, reduce staff turnover, and enhance customer satisfaction. Ultimately, this will enable the organisation to achieve a sustainable competitive advantage.


















[bookmark: _Toc224891000]Part 2: Reflection of learning
[bookmark: _Toc224891001]1. Introduction
This report reflects my learning journey in a module focused on human capital management. The purpose of this report is to critically evaluate my experience and understanding of how employees in organisations develop a growth mindset and foster innovation. As business environments are dynamic and constantly changing, continuous learning, training, and development are key to success in any organisation. This report uses the Gibbs Reflective Cycle, which is structured into five stages: description, feelings, evaluation, analysis, conclusion, and action plan.
1.1 Description of leanings experience
During my learning process, I gained knowledge in several key areas, such as human resource planning, workforce mobilisation, organisational culture, recruitment, and training and development. The module primarily focuses on human resources as a strategic function and how it contributes to organisational success and the preparation of the future workforce. Human resource strategy helps organisations understand where they currently stand, where they aim to be, and how they can achieve their goals through effective planning. I also developed an understanding of how innovation and digital tools can improve workplace culture. This is important for long-term organisational growth and customer satisfaction.
1.2 Feelings about leaning	
At the beginning of the module, I felt confused about some concepts and found it difficult to understand them. During the sessions, I learned many important topics, such as organisational culture, employee engagement, and customer satisfaction, which are directly linked to business performance and innovation. Over time, by applying these concepts to real business cases, my interest increased, and I developed a better understanding through a practical approach. For example, companies like Apple follow a task-based culture and open communication practices. I felt motivated to improve my communication skills, actively participate in group activities, and explore more areas within human capital management. Overall, the experience was very positive and encouraged me to develop a more proactive learning attitude.
1.3 Evaluation my learning
The module focuses more on practical learning rather than theoretical learning. In human resource management, some concepts are quite complex, but they can be understood more easily through case studies, group activities, and teamwork, which have improved my creativity and communication skills. One of the most valuable things I learned in this module was the importance of innovation culture and how organisational culture directly affects business performance. During this time, I also faced difficulties in managing my time and balancing assignments with other responsibilities. Despite these challenges, the module helped me grow and improve my overall knowledge and skills.
1.4 Analysis and Deep understanding
The learning from this module is highly important for developing real business skills required in modern business environments. In organisations, an innovation culture is essential in today’s business world, as it provides a competitive advantage. The module also highlighted that highly motivated employees are key to delivering high-quality services and achieving customer satisfaction. The focus on innovation and digital collaboration tools reflects the changing nature of the workplace, where adaptability is crucial for organisational success. Developing a growth mindset is equally important in any organisation, and it is achieved through continuous learning, training, and development. By continuously learning and adapting to changes in the macro environment, organisations can gain a competitive advantage over their competitors. As my teacher always said, “Continuous learning is the key to success in life.” Therefore, this learning is not only academically valuable but also highly relevant for my future career development.
1.5 Conclusion 
In conclusion, based on my experience, this module has provided me with valuable learning lessons and opened a new perspective on human resource management, which has significantly contributed to my personal and professional development. I have developed important skills such as communication, teamwork, leadership, and problem-solving. These skills have helped me understand how to work efficiently in a team and how to respond to different challenges in a business organisation. This module has also encouraged me to think creatively and adopt a growth mindset. Overall, the learning from this module has helped me become more confident and prepared me to face future academic and career challenges more effectively.
1.6 Action Plan for Future development
My plan is to focus on continuous learning and self-development. I will work on enhancing my communication skills through active participation in group activities, discussions, and presentations. I also aim to develop expertise in organisational culture and its development. Additionally, I will focus on building my finance-related skills to support my future career goals. I will always remain committed to learning and self-improvement. I plan to attend workshops, networking events, online courses, and internships to gain practical experience and develop innovative thinking. As one person once said, “Your present thoughts and learning give you direction in the future.”
[bookmark: _Toc224891002]2. Leveraging AI without Being Replaced by it
Artificial intelligence is rapidly transforming the nature of work across industries. It is now automating many routine and repetitive tasks. While artificial intelligence offers several advantages, it also has some disadvantages, as it creates new opportunities for individuals to enhance their skills while replacing jobs that depend on repetitive tasks. With the rise of generative artificial intelligence, many roles in fields such as coding and design are increasingly being impacted.
In the era of artificial intelligence, to stay relevant, I plan to focus on continuous learning and skill development. Artificial intelligence will not replace individuals; rather, people who know how to use artificial intelligence effectively will replace those who do not. I will strengthen my analytical skills, financial knowledge, and problem-solving abilities, along with adopting a continuous learning approach, which is difficult for artificial intelligence to replicate. I will also continuously adapt to technological advancements as they evolve.
Artificial intelligence represents a significant change for humans and can be a highly supportive tool to enhance productivity and efficiency. With the advancement of generative AI, some individuals are even developing their own AI assistants that act as virtual assistants, capable of performing tasks based on a single command. However, I will ensure that I do not become overly dependent on artificial intelligence and will continue to use my own judgement and understanding. I will primarily use artificial intelligence for tasks such as data collection and summarisation.
In conclusion, I believe that artificial intelligence should be viewed as a tool rather than a replacement. By combining my skills, learning, and experience with artificial intelligence capabilities, I can improve my performance and remain valuable and competitive in the future job market. As the use of artificial intelligence continues to grow across industries, it is essential to learn and stay updated with new technologies, making it highly relevant in the current era.
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