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Executive Summary:
Aether Innovations, a tech company with 300 workers, has quickly gained recognition. From a distance, everyone would find their success admirable. However, a deeper examination reveals that their situation is becoming increasingly complicated by the day. Their first voyage was quite promising, but their progress has stagnated. Skilled personnel are abandoning their positions in droves, and those who remain are unable to keep clients satisfied.
Any firm that wants to be innovative needs an engaged workforce. Employee engagement grows only when employees collaborate. Employees who are engaged are more dedicated to customer service, which makes customers pleased. There is no substitute for an optimal work environment to retain skilled employees and keep clients delighted.
This report discusses, with real examples and theories, how Aether Innovations can get rid of this predicament and create an attractive workplace.
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[bookmark: _Toc224749536]Part 1: Building a Culture of Innovation & Future of Work Practices
[bookmark: _Toc224749537]1.1 Cultural Approaches among Tech Companies:
Today's tech organisations exhibit a paradoxical culture. There is flexibility at work, but there is also a great deal of responsibility. Failure involves paying a large sum. However, the most successful organisations are those that ensure psychological safety.
Edgar Schein and Warren Bennis introduced the concept of psychological safety, which posits an organisational culture in which individuals can freely express bold ideas (Newman et al., 2017). This culture cannot be established solely through verbal communication. Organisational culture consists of three layers, which include:
Artefacts: This represents the external culture. This refers to a specific uniform, logo, or interior design for an organisation's special theme.
Espoused Values: These are written statements, an organisation's defined mission and vision, as well as its laws and regulations.
Basic Assumptions: This is the most powerful stratum of culture. This is not seen or spoken about, yet everyone subconsciously follows them. An organisation's basic assumptions define the level of psychological safety they poses.
Let's take a look at some real-world examples to see what culture is like in the tech industry today.
Independent Teams: Spotify's model has grown in popularity, with the entire workforce divided into distinct groups. Squads, Tribes, Chapters, and other similar terms refer to groupings of 6-12 persons. They bear the characteristics of a startup, such as a small team working on specific innovative features, each of whom provides their own input (Cruth, 2025).
Creative Freedom: Google's "20% Time" initiative is a program that allows employees to devote 20% of their working time to personal interests. Personal projects involve individual creative thinking and research, which have no existing link to the business they work in. Employees at Google were granted this exemption, allowing them to create inventions such as Google Maps and Gmail (Aksu, 2024).
Constant Learning: Before Satya Nadella's leadership, Microsoft's ethos was one of knowing everything, as if they understood everything about technology. Nadella altered his views and stated that it is not possible for everyone to know everything. It is critical to always have a drive to learn (Ibarra et al., 2018).
Most organisations, in the goal of innovation, only implement cultural changes at the upper levels, i.e., at the Artefacts. Changing the Artifacts can lead to teams getting fancy names like "Squad". However, if employees cannot get rid of the stereotype that if they make a mistake, the boss will get angry, then this change has no meaning. So, there is a need to emphasise the inner level, that is, the basic assumptions.
[bookmark: _Toc224749538]1.2 Cultural and Structural Initiatives:
Cultural Initiatives
Wise people seek out positions that allow them to develop their skills. To retain them, Aether Innovations should prioritise psychological safety. For this, a growth attitude is required. Satya Nadella, CEO of Microsoft, has led the company to new heights by emphasising growth. A growth mindset is the drive to always learn new things (Dweck, 2009). One should not be afraid of failure and instead persevere. Because, after attempting, something good or bad will happen. Failure should not be viewed as a defeat; rather, one should focus on the lessons acquired and how they will be applied in future endeavours. As a result, employees will have a sense of psychological safety. They will be encouraged to accept any risk and work for the benefit of the organisation rather than personal gain.
Structural Initiatives
To incorporate the growth mindset, Aether Innovations should use the Spotify model's "Squad" aspect. A cross-functional team should be constituted, comprising one expert from each department. This will break down silos at Aether Innovations and allow staff to draw closer together. Following the implementation of these cultural and structural initiatives, some critical measures must be taken, including:
Innovation Sprints: A five-day sprint event will be required, during which all types of ideas, large and small, will be welcomed under divergent thinking for the first three days. Over the next two days, the most promising ideas will be chosen through convergent thinking, and prototypes will be developed. However, those with good communication abilities excel in this type of program. Introverts may struggle to keep up. Furthermore, creativity is never limited by regulations. It's not like someone sits down with a glass of wine and suddenly comes up with a brilliant idea. Employees will become more burned out if they are subjected to Sprint pressure.
Intrapreneurship Program: Similar to Google's 20% time, staff must be allowed to work on their own projects. In other words, they will need to be given the chance to work as independent business owners in addition to their professional responsibilities (Rule and Irwin, 2018). Failure will need to be handled wisely, and success will need to be celebrated.
The disadvantage of intrapreneurship is that employees use more resources outside of their workplace. This is challenging for Aether Innovations, as they are already dealing with numerous issues. Furthermore, they might view spending on additional resources as a luxury.
Embedding Innovation
A 3H method is needed to carry out these initiatives, i.e.,
Head: First, the attitude needs to be adjusted, which means that learning everything is more important than knowing everything.
Heart: Workers ought to have empathy. Instead of threatening to fire them if they make a mistake, they should be given advice on how to improve.
Hand: Generate and implement ideas through collaboration, such as forming a Squad or organising a Sprint event.
Actually, innovation cannot be considered a one-time step. Innovation Sprints should not be organised once. It must be done regularly, and hence innovation will be embedded in the company's DNA.
[bookmark: _Toc224749539]1.3 Future of Work Model:
Aether Innovations needs a hybrid work model to foster collaboration and creativity among employees (Grzegorczyk et al., 2021). Detailed guidelines are given below:
	Hybrid Model

	Day
	Work Type

	Mon, Tue, Wed
	In office

	Thu, Fri
	Remote



Engineering and R&D teams will be prioritised for remote work due to their "deep work." Deep work is defined as tasks that need additional cognitive power, such as coding or writing. A developer or writer cannot focus for long in a noisy office setting. As a result, they will have access to more remote options.
On the other hand, the sales personnel must communicate with clients on a frequent basis, which is difficult to do remotely. As a result, they must work from their offices.
While the evident difference in hybrid scheduling between these two groups can create a sense of inequity, an appropriate justification has been presented above for why one party has to come to the office more and the other needs to work from a distant location.
Supporting collaboration and creativity
The ROWE model demonstrates how the hybrid approach enhances creativity. According to this philosophy, the only important thing is the results (Peek, 2023). Management should keep track of whether staff met their goals. It is not fair to measure their competency based on how many hours they spend at their workstations each week. On Thursdays and Fridays, a coder can brainstorm new ideas in a peaceful and familiar setting before presenting them during Monday's Sprint. This allows them to be more creative while maintaining their collaboration.
However, there are some objections to this concept. If everyone works at their own pace and just the outcomes matter, teamwork is hampered, and employee bonding does not occur. As a result, Aether Innovations should establish synergy between the hybrid and ROWE models.
[bookmark: _Toc224749540]1.4 Motivate and Enable Staff to Perform Optimally:
Self-Determination Theory (SDT) explains how this new hybrid method will restore employees' enthusiasm for their jobs:
SDT describes three innate human needs. First, humans desire autonomy. Second, they want to know what they are capable of, and third, they want to be part of society (Wedgwood, 2022).
Autonomy: By using a hybrid model, Aether Innovations will enable employees to work remotely. Employees will be able to work from a convenient location at any time. Thus, their autonomy requirements will be met.
Competence: Then, on office day, they will go and participate in the Innovation Sprint. They'll present their ideas there. They believe that ten knowledgeable people are listening to them, so they feel competent and hope that their views will be welcomed.
Relatedness: Employees who join cross-functional teams (Squads) will have some common objectives. They will feel pertinent as a result. The group will experience a spiritual bond among themselves.
Furthermore, according to Herzberg's Two Factor theory, employees will not remain on the job for very long if only the hygiene component is provided. Employees can be brought to a neutral position where their pay and suitable working condition is assured. To keep them, though, they need to be motivated. It is anticipated that Aether Innovations' turnover rate will drop if they adopt a strategy similar to Google's 20% time.


[bookmark: _Toc224749541]Part 2: Reflective Journal
[bookmark: _Toc224749542]2.1 Reflection using the Kolb model:
The Human Capital Management (HCM) module has provided me with a fresh perspective on the world of HRM. Before completing this course, I had a typical understanding of a company's resources. I used to believe that a company's competitive advantage was determined by its products, technology, and equipment. But when taking the HCM module, my perspective shifted. I discovered that people are an organisation's most precious asset. To learn from this understanding, I'm keeping a reflective notebook using Kolb's Experiential Learning Cycle.
Concrete Experience
An HR department hires employees, handles all payroll duties, and keeps an eye out for rule violations—this was my ingrained belief when I started at my previous job. However, this module taught me that HR has more complex responsibilities than these. Their work does not end with hiring an employee; HR's primary responsibility is to adapt people to the organisation's culture, enhance their abilities, and, most importantly, regularly educate them on new technologies, systems, and ideas.
Here, Aether's assignment is particularly noteworthy. I had to research multiple theories and real examples to analyse their challenges and give appropriate recommendations. Putting all the information together and giving recommendations is a bit challenging. Because everything has both positive and negative aspects.
Reflective Observation
In my former job, I saw that employees were only given training once a year, and it was for a specific project. I used to think that this was training, which meant that whatever was important to the current project should be taught to the staff. However, it is now evident to me that there is no end to learning. We're continuously discovering new things. Similarly, the importance of human skills does not remain static for long. The intriguing thing is that skills are both an employee's greatest asset and, if not upgraded, his greatest weakness. Because in the age of AI, where many skills are becoming outdated, if you just learn a few fixed skills, everyone will soon be ahead of you. 
Abstract Conceptualization
The theories that I have read in this module have helped me unravel some of my real-life experiences. According to Carol Dweck's Growth Mindset, it is more suitable to declare 'I can't' than 'I haven't learned yet.' This is how a person overcomes their rigid thinking. I did not continue to retain my HR preconceptions. I learned something new during the week while working on the project, but I also learned a lot on my own initiative.
Autonomy, Competence, and Relatedness, these are the innate needs of humans. When these needs are met, they naturally become invested in work. In my case, autonomy has been very helpful. I got enough time for this assignment, so I got the opportunity to do extensive research. Although the word count was a limitation for me, I had to dig through many web links and articles to discuss rich information. Since there was no time limit, I did this work with great attention and passion.
Another theory is Schein's Model and Innovation Culture, which explains the three layers of organisational culture. Earlier, I took a job there after looking at the espoused values of the office. The job description clearly stated that employees can work on personal projects for a short time outside of their main responsibilities if they want. This seemed quite interesting to me, and reminded me of Google's 20% time. Later, I noticed that they do allow time to be spent on personal projects, but they don't give much importance to new ideas. This theory taught me that to choose a future workplace, I must examine the basic assumptions of the culture there first.
Active Experimentation
I am now drawing up a three-term L&D plan to apply what I have learned from these experiences and theory in the future:
	Duration
	What I will do
	Why I will do

	Short-term plan (6 months)
	Enrol in a CIPD course
	The idea I had about HR is not realistic in 2026. I need to take this course to fill this gap.

	Medium-term plan (1 year)
	Join a cross-functional team as a volunteer
	To gain a diverse set of skills, where I can interact with professionals from multiple perspectives.

	Long-term plan (2 years)
	Take on a leadership role in an innovation-focused firm
	I will apply Schein’s layers in reverse to create new artefacts. This will allow me to change organisational assumptions.


[bookmark: _Toc224749543]2.2 Staying Relevant in the Age of AI:
There is no denying that the popularity of artificial intelligence is increasing day by day. People are now dependent on AI for everything from entertainment to necessities. The media or influencers are highlighting the huge number of jobs at risk due to AI. But the truth is that AI is not replacing anyone but is creating new areas of work.
However, if you grow increasingly reliant on AI, you will lose the ability to think. Everyone forgets to conduct math by hand when they use a calculator.
To stay relevant in the field of HRM, I will consider AI not as a replacement but as an assistant to my work. AI is already making it possible to do some of the HR tasks that once had to be done manually by the HR manager. From selecting the best from countless CVs to paying salaries and maintaining rules and regulations, AI can bear the entire responsibility. Freed from these responsibilities, I can focus more on employee well-being as an HR professional. By mastering the mathematical language of AI, I can also work as an AI interpreter. In this way, I can take on a new role of bridging the gap between AI and humans.
Despite AI's different roles, the question remains: Is there anything humans can do that AI cannot?
Of course, there is, and the biggest difference is discovering something completely new. The results that AI gives are based on old data. But humans can think boldly against the facts if they want (Wingard, 2025). So, no matter how advanced AI technology is, it can never take the place of humans.
[bookmark: _Toc224749544]Conclusion:
This paper investigates the causes of Aether Innovations' difficulties using theories and pertinent data. Despite being a technology corporation, there is no culture of innovation since employees lack psychological safety. Employees who are in a dilemma are disengaged and leaving their jobs, and those who stay are also losing their passion for work. Growth Mindset, Intrapreneurship, and the Hybrid Work Model are some of the recommendations made in such scenarios. The following section of the study examines the full learning experience utilising Kolb's four stages before delving into a current hot topic—Artificial Intelligence. Arguments are offered for why this technology cannot entirely replace humans, especially in this epoch-making era of AI. The entire report is organised into two parts.
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