[image: University of Wales Trinity Saint David - University Transcription Services]

Student Name: Sadrakar Om Prakashbhai
Student ID: 23526083

Module Name: Human Capital Management
Module Code: LCMB7023

Lecturer’s Name: Gladius Kulothungan

Assessment:1

Term 1


Executive summary
This report provides a developed integrated human capital plan of Aether Innovations to solve the problem of decreasing performance, high staff turnover, and lower customer satisfaction as stated in the assignment brief. It is a critique of the existing culture of technology companies that suggests innovation-oriented programmes, such as inclusive management, cross-functional teamwork, and ongoing performance control. A hybrid work format should be suggested to be implemented in a structured way to increase flexibilities and creativity as well as the engagement of the employees. The report also shows how all the above strategies enhance motivation, productivity, and the performance of the organisation. The reflection part implements the learning cycle to the prospective development of the professional self by Kolb and also highlights the strategic application of artificial intelligence. As a whole, the report identifies the relevance of the alignment between people practises and organisational objectives in attaining sustainable competitive advantage.
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[bookmark: _Toc224416855][bookmark: _Toc224829068]Part 1: Option 2 – Building a culture of innovation & future work practices
[bookmark: _Toc224416856][bookmark: _Toc224829069]1.1 Current practices in culture and work among the tech companies
The physical environment of technology companies is usually very dynamic and knowledge-based where the organisational culture has a significant impact on innovation and employee involvement. Modern technological companies focus on combined, adaptable and non-answer workplace culture, which attracts and maintains influential talent within an organization (Stewart & Brown, 2019). Such organisations engage in open communication protocols, cross-functional collaboration, and digital collaboration platforms where information can share ideas and help solve problems at a faster rate, on a regular basis. 
Diversity, equality, and inclusion (DEI) programs that are often based on creating an environment where employees of different backgrounds can feel important and, at the same time, unlimited in their ability to make a creative contribution often form the background of this culture, presented in the context of human capital management. Empirical studies show that diversified teams improve the decision-making and innovation processes and make an inclusive culture one of the strategic priorities of any knowledge-based industry (Xiong et al., 2025). The other aspect that is characteristic of the modern tech workplace culture is the growing usage of agile work practices and performance management systems in an endless loop. Numerous organisations have shifted towards more flattened models of organisations that focus more on speed in their experimentation, staff autonomy and fast feedback. 
Instead of depending on performance appraisals conducted annually, the organisations have introduced frequent feedback sessions and goal-setting systems which bring into conformity the performance of employees with the organisational strategy. These systems allow the employees to understand how their individual efforts help to achieve bigger corporate goals and at the same time, detect the developmental needs and the performance gaps (Bristol-Alagbariya et al., 2022). However, even with these enlightened practices, individual technology organisations are still facing a series of challenges related to high turnover rates, burns, and even communication failures, especially when going through the spurt of growth. Dissatisfaction and disengagement can be brought about by poorly designed performance systems, unclear goals or absence of meaningful employee voice. 
Solid policies on employee relations emphasize the principles of fairness, availability of interpersonal communication, employee voice mechanisms such as feedback tools, surveys, and town-hall meetings. This remains true in the case of Aether Innovations whereby the lack of flat growth pace, decreasing customer satisfaction, and staff attrition show that current cultural norms might not adequately support collaboration, engagement or trust (Hall, 2023). In turn, an analytical study of workplace culture highlights the need to have more inclusive leadership, more effective communication processes, and more alignment between the performance of employees and the objectives of organisations.
[bookmark: _Toc224416857][bookmark: _Toc224829070]1.2 Recommend cultural and structural initiatives
To resuscitate innovation and involvement in Aether Innovations, culture and structural programmes need to be put in place that promote creativity, cooperation, and lifelong learning in the organisation. The first step is the overall development of an inclusive organisational culture where the employees feel respected and are motivated to contribute ideas. The inclusive leadership practices promote an open dialogue, participation, and collaboration across teams as the different views are utilized in innovative ways (Kuknor and Bhattacharya, 2022). The diversity management strategies also make organisations to capitalise on diversification in terms of skills, experiences, and cultural backgrounds thus leading to better problem solving and creativity.
At the structural level, the company needs to change to a more agile organisational design. Conventional top-down systems tend to hinder the decision-making process and limit innovation. To this end, Aether Innovations may integrate cross-functional teams including the product development, marketing and customer support personnel to deal with business problems on a joint basis (Goessens, 2025). Agile project teams encourage experimentation, faster decisions, and higher customer requirements, which is a requirement in technology companies where innovation rates are brief and customer requirements are constantly changing.
A second critical change is the introduction of a new performance management solution which promotes innovativeness and constant order. The organisation must use continuous feedback systems, frequent coaching and goal-setting plans. These strategies would help workers know what is expected, perform better, and feel encouraged in their career advancement (Urme, 2023). It has been shown that continuous feedback enhances engagement, skill development and teamwork in organisations. Lastly, Aether Innovations ought to strengthen the employee voice and participation mechanisms. Innovation forums, employee surveys, collaboration platforms are some of the channels that allow staff to suggest how the product, services, and internal processes can be improved (Vargas-Hernandez and González-Ávila, 2025). Good employee-relations practices focus on communication, equitability and trust thus keeping the employees involved and avoiding conflicts at work. Together these cultural and structural projects would create an organisational culture of encouraging creativity, enhancing teamwork and matching employee inputs with the business innovations.
[bookmark: _Toc224416858][bookmark: _Toc224829071]1.3 Proposal of future work model 
To address declining engagement and productivity at Aether Innovations, the organisation should Aether Innovations should adopt a hybrid Future of Work model as a solution to the decreasing engagement and productivity by introducing remote flexibility and in-office organised collaboration (Sneppen, 2025). Hybrid arrangements are quickly gaining popularity in technology companies since they allow staff to have both an option of a deep individual drive and a chance to combine with teams and showcase creativity. 
The appropriate strategy to apply to Aether Innovations would be a structured hybrid model whereby the employees work at their home a few days of the week but go to the office to team building efforts like project meetings, brainstorming sessions, and team meetings. This middle management fits the modern employee relations approach emphasizes work-life balance and the good of the employee (Bello et al., 2024). Flexible working arrangements mean that the employees can strike a better balance between personal and professional duties and include satisfaction in their jobs and also minimize turnover. At the same time, organisations should be careful not to kill communication and cooperation Remote work erodes. 
The knowledge sharing process can be backed with the help of digital collaboration tools, including team communication platforms and project management systems, which can keep employees who work in different locations connected. In order to increase the creativity, Aether Innovations must rearrange its offices into innovation centres instead of workplace (Lucius and Damberg, 2024). Such hubs may entail teamwork zones, brainstorming units, and innovation labs where the employees can meet during in-office days to develop new ideas and solve complicated issues. The cross-functional cooperation is supposed to be promoted, as workers of various departments need to collaborate on one or another project and bring different opinions. 
Agile performance management systems in which success depends on results rather than on physical presence should also make the hybrid model. Well-defined performance objectives, frequent check-ins, and ongoing feedback systems enable the employees to stay attuned towards organisational goals without compromising the freedom to decide on how duties are to be accomplished (Brown, 2025). Agile systems encourage teamwork, flexibility, and quickness in reacting to the market which is critical in the technology industry. In general, this type of Future of Work hybrid would enhance teamwork, maintain flexibility, and establish the atmosphere within which creativity and innovation will be productive.
[bookmark: _Toc224829072]1.4 Enhancing Employee Motivation and Performance 
The suggested hybrid work model and innovation-oriented organisational culture can play a great role in motivating and improving the performance of the employees at Aether Innovations. Human capital management perspective states that the more organisations support, appreciate and associate employees with organisational objectives, the more motivation they will have (Desta et al., 2022). Flexible working arrangements will be crucial in this as they will give the employees more flexibility to work anywhere and anytime. By leaving the task of handling their duties to individuals, the latter are more likely to have increased job satisfaction and engagement leading to increased productivity and reduced turnover. 
Constant performance management and feedback systems are also promoted in the hybrid model, to ensure motivation. Instead of just having annual appraisals, the organisation can also initiate frequent check-ins and goal-setting and development planning meetings between the employees and the managers (Mahdi and Atifa, 2025). Continuous feedback helps employees to find weak areas in their performance early enough, they can perfect what they can do and stay updated on the company goals. Studies have shown that sustained feedback promotes interaction, builds a sense of teamwork and reduces the level of anxiety that may be triggered by performance appraisals (Shawn, 2023). In addition to that, practices of employee relation are paramount in ensuring maximum performance. The organisations with advocacy of open communication, employee voice and shared decision making are prone to increase trust and organisational commitment. Through avenues where employees are able to air their ideas, concerns, or suggestions, the workers feel that their opinions are heard and are valued and therefore; conflicts in the workplace are minimized and the team spirit strengthened. 
[bookmark: _Toc224416860][bookmark: _Toc224829073]

Part 2: Reflective writing 
[bookmark: _Toc224416861][bookmark: _Toc224829074]2.1 Capture learning journey of Learning and Development
A reflective paradigm that clarifies how individuals and teams internalise and externalise knowledge and translate this into reaction to organisational demands is required to construct efficient Learning and Development (L&D) plans to organisations like Aether Innovations. The Experiential Learning Cycle by Kolb provides an analytical framework of high strength against mapping this course of learning. The cycle has four sequential steps namely concrete experience, reflection observation, abstract conceptualisation and active experimentation (Gordon, 2022). By utilizing such a model, human resources specialists will be able to develop L&D programmes that would not only encourage innovation and flexibility but also implement a growth mentality in the corporate environment. 

Figure 1: Kolb’s reflective cycle
(Self-developed)
Concrete experience: The first phase is concrete experience, which is related to the direct experience of organisational problems and concrete situations. In the case of Aether Innovations, declining employee motivation, increasing employee turnover and declining customer satisfaction represent paradigmatic real-world circumstances that reinforce the importance of integrated human capital approaches (Iunius, 2025). Exploring human resource management issues like diversity and inclusion, employee relations, recruitment practices, and performance management, it is also possible to identify the evident connection between the organisational culture, the development of employees, and the tendency to become innovative and performance-driven. This phase prefigures the practical challenges most tech companies face when going through the early growth phase, where an already-established system tends to lose momentum in maintaining the interest and interaction. 
Reflective observation: The second stage is reflective observation, which involves analytical processing and assessment of the experience with an aim to identify apparent successes and aspects that need to be improved upon. The analysis of modern technology companies shows that those organisations with an inclusive culture, nimble organisation and a system of performance feedbacks attain a greater level of innovation and employee satisfaction (Cahyono, 2025). This fact clarifies that innovation is not a by-product of technological competency but also good people-management practices. In addition, it is clear, that in situations where people are denied participatory chances, developmental opportunities, and recognition systems, the organisational performance and customer results become poor. These thoughts underline the necessity to make learning activities relevant to the general strategy goals and staff involvement needs. 
Abstract conceptualisation: Abstract conceptualisation is the third volume, which is focused on the formulation of theoretical frameworks based on the earlier reflections. Based on ideas rooted on human capital management, organisational learning and innovation management, this phase assumes that development of a culture of innovation would require ongoing learning opportunities, participative leadership, as well as facilitative performance-management systems. As a result, the L&D programs can be tailored to trigger the development of skills, imaginative thinking, and teamwork (Shet, 2024). Examples of such interventions are leadership training programmes that pre-empt inclusive management, online learning and acquisition of both technical and interpersonal skills and cross-functional innovation seminars that invigorate group problem-solving. These efforts form the basis of building a growth mentality where workers look at challenges as learning opportunities instead of threats. 
Active experimentation: With the fourth step, active experimentation, the management involves the applied experimentation of theoretical knowledge to put new propositions to test and improve organisational performance. In the case of Aether Innovations, this may involve the implementation of systematic L&D programmes which integrate formal training and the provision of experiential learning opportunities. As an example, innovation labs, hackathons, and brainstorming challenges can provide staff with the space to test and develop new ideas and technologies (Schiuma and Santarsiero, 2024). Coaching and mentorship programmes can also help in sustaining professional growth and disseminating knowledge. Also, it is possible to incorporate learning objectives in performance-management systems, so that the efforts directed at employee development are brought to align with organisational goals and innovation strategies. 
[bookmark: _Toc224829075]2.2 Staying Relevant in the Age of AI: Leveraging AI Without Replacement 
The rapid development of artificial intelligence is reworking the canvas of work in various fields of activity, in both technology and human resource management. In order to maintain relevance in this changing environment, there is a need to keep on enhancing competencies that will complement AI abilities as opposed to competing with them (Rosak-Szyrocka and Balsalobre-Lorente, 2025). Although it is possible to automate routine tasks, like data analytics, screening of candidates, and monitoring their performance using AI, the services offered to people by human professionals cannot be substituted with an AI-based system due to the need to utilize creative abilities, emotional intelligence, moral judgment, and long-term thinking. 
My approach to remaining relevant is a perpetual learning orientation and skills development in areas where human agency remains critical. All these areas are strategic thinking, leadership, problem-solving, and interpersonal communication. In addition, a deeper understanding of AI systems and skill in using them, will also lead to a better decision making efficacy and productivity (Olan et al., 2022). Instead of viewing AI as an enemy, I am going to use it as a supplementary tool in my professional practice. AI could help to analyze the workforce data, identify the unearth performance patterns, and make evidence-based HR decisions. 
It can also automate the administrative processes and therefore releases human professionals to focus on employee growth, creativity as well as planning. However, ultimate judgments related to employee relationship, organisational culture and leadership nurturing must still be informed by human judgment and moral values (Lapatoura, 2025). Integrating technological literacy with specifically human qualities, like empathy, creativity, and critical thinking, I will be able to utilize AI as a strong supplement and make sure that my professional input does not become insignificant and replaceable.
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