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[bookmark: _Toc222308661]Part 1: Option 2: Building a Culture of Innovation & Future Work Practices
[bookmark: _Toc222308662]Introduction
[bookmark: _heading=h.ej1wx7rfq3u3]Aether Innovations, a 300-person fast-growing technology firm, is facing issues with revenue growth, rising employee turnover, and declining customer satisfaction. These issues signal misalignment between people strategy, organisational culture, and business performance. In these industries, people are the primary source of competitive advantage. The World Economic Forum (2020) predicts that 50% of the entire workforce will require reskilling by 2025 because of the changes in technology. Employees who are engaged are more dedicated, facilitate discretionary effort, and have a positive impact on overall organisational performance (Atiku et al., 2024). This report advises on the use of an integrated human capital strategy to restore innovation, engagement, and performance at Aether Innovations. By harmonising culture, structure, and future work practise the organisation is capable of revitalising its workforce and providing higher customer outcomes. 
[bookmark: _Toc222308663][bookmark: _heading=h.3zf2114yrwn7]1.1 Current Culture and Work Practices in Leading Tech Companies
[bookmark: _Toc222308664][bookmark: _heading=h.6g402kkfxc4h]1.1.1 Innovation-Driven Cultures
Technology companies with high performance deliberately establish cultures that help employees experiment, achieve independence and psychological security. As an example, Aether would be benefiting by Google. It promotes innovation by using organised experimentation and statistical decision-making. Its “20% time” approach in the past enabled employees to spend time on passion projects and has resulted in the creation of some products like Gmail (Clark, 2021). Likewise, one of the strategies Microsoft employed under Satya Nadella was to replace its organisation with a know-it-all with a learn-it-all culture (Ali and Begum, 2024). Therefore, the focus is on growth mentality and teamwork.
[image: ]
Figure 1: Innovation-Driven Cultures
Source: (Manly et al., 2023)
This is due to the fact that innovation thrives in these companies when the employees have the comfort to be experimental and have the capability and empowerment to produce ideas. The concept of psychological safety, introduced by Amy Edmondson, has a very strong correlation with the performance of the team (Edmondson et al., 2024). Homogeneous teams are more successful in their innovation rates than similar teams, but of low psychological safety.
[bookmark: _Toc222308665][bookmark: _heading=h.dutkaw1ytm2g]1.1.2 Flexible and Hybrid Work Models
Flexible methods of work are becoming common in the future of work in tech. GitLab is a company that works with more than 1,000 full-time staff members working in 60+ locations (Choudhury et al., 2020). Technology firms have embraced work-anywhere models, which are flexible. Therefore, allowing employees to work where they are most productive and well.
[image: ]
Figure 2: Innovation-Driven Cultures
Source: (Kazi and Hastwell, 2021)
Research by Lufkin (2020) established that remote employees were 13% more productive than those who work in the office. The staff members are shifting towards the flexible models of working more than the office models. The above illustrates the ways in which modern work cultures are being influenced by the concepts of flexibility, autonomy, and digital collaboration.
[bookmark: _Toc222308666][bookmark: _heading=h.f0z96abco2pb]1.2 Cultural and Structural Initiatives to Embed Innovation at Aether
Aether Innovations needs to consciously recreate its culture and structures to turn around stagnation. Organisations need to create value through innovation and develop an acceptance of cultural relativism, which in future can help achieve cultural competency (Cook, 2023).
[bookmark: _Toc222308667][bookmark: _heading=h.99kdbgwnu484]1.2.1 Establish Cross-Functional Innovation Squads
Siloed departments restrict creativity. Time-limited sprints of innovation should be solved by cross-functional teams of engineers, designers, marketers, and customer service representatives. These two-week sprints would be based on the inspiration of agile techniques of addressing customer pain points. According to a study conducted by Halliburton (2024), the likelihood of an agile organisation being more financially successful compared to other organisations is 2.5xtimes. The cross-functional collaboration improves speed, learner and customer focus.
[bookmark: _Toc222308668][bookmark: _heading=h.b5n3woaj8lgx]1.2.2 Launch an Intrapreneurship Program
An internal innovation incubator would allow employees to pitch and develop new product ideas. The time, mentorship, and seed funds may be given to employees whose ideas are approved. Deloitte (2021) says that firms that push intrapreneurship declare an increased growth in innovation revenue, 20% higher. This effort supports the Human Capital Theory that holds that investments in workforce skills and creativity result in economic profits of organisations (Ullah et al., 2022). It enhances the long run organisation performance by developing a strategic workforce.
[bookmark: _Toc222308669][bookmark: _heading=h.yvx0v9sp554d]1.2.3 Embed Continuous Learning
The process of innovation involves continuous skills. Aether must establish systematic development programmes that are in line with business strategy. Human Resource Planning facilitates the ability to project the workforce and match them to the product and market demands in the future.
[image: ]
Figure 3: Human Resource Planning
Source: (GeeksforGeeks, 2023)
Training programs should follow Kolb’s Learning Cycle to ensure training includes "Doing" (practice) and "Thinking" (theory) (McLeod, 2025). There would be simulations, hackathons, and actual project assignments and after that, reflections among the employees. It also means that employees tend to stay longer with organisations that invest heavily in the learning and development of their employees. In the case of Aether Innovations, the focus on ongoing skill building might then serve to increase retention and long-term stability of the workforce.
[bookmark: _Toc222308670][bookmark: _heading=h.gcp5i8x1vww6]2.4 Redesign Performance Management
Rewards to performance systems should be based on collaboration, testing systems, and customer impact as opposed to merely measuring output. According to Giamos et al. (2023), continuous feedback has been proven to be better in performance and engagement than annual reviews. Such key performance indicators (KPIs) in Aether are innovation contribution, the teamwork rating, and the rating of customer satisfaction.
[bookmark: _Toc222308671][bookmark: _heading=h.iq9ay9xq973n]1.3 Future of Work Model for Collaboration and Creativity
[bookmark: _Toc222308672][bookmark: _heading=h.yazkekthysag]1.3.1 Hybrid and Flexible Work Structure
The Future of Work model motivates staff by offering flexibility and autonomy. It will help enhance engagement, creativity, and collaboration, boosting overall performance at Aether. Aether ought to use a flexible hybrid system where employees have options of either working at home or in their offices on collaboration days. The team brainstorming on the core collaboration days (two days a week) would be centred, whereas individual work can be done remotely.
This strategy reconciles freedom and affiliation. Khan (2024) states that hybrid workers are the most engaged workers in contrast to employees who report working on-site.
[bookmark: _Toc222308673][bookmark: _heading=h.9vqq9exdqzn8]1.3.2 Technology-Enabled Collaboration
Digital tools are essential for distributed teams. Aether can utilise the platforms of Microsoft Teams, Zoom, and Zapier to simplify the process of communication and automation of the workflow. The organisation should consider a Remote-First/Fully Distributed approach for certain departments, such as software engineering and customer support. Remote working employees are also happier than their on-site counterparts because happiness is strongly associated with productivity and retention.
[bookmark: _Toc222308674][bookmark: _heading=h.m556v26r3m9v]1.3.3 Redefining Leadership for the Future
The leaders should abandon the command-and-control approach and use coaching and facilitation (Thomson, 2022). Transparent communication, clear OKRs (Objectives and Key Results), and digital visibility dashboards ensure accountability without micromanagement. Firms that have an effective leadership development system are 2.4xtimes more likely to achieve the performance goals (McKinsey and Company, 2022).
[bookmark: _Toc222308675][bookmark: _heading=h.wibew0cfar1e]1.4 Impact on Employee Motivation and Performance
[bookmark: _Toc222308676][bookmark: _heading=h.tovt4f2acm8m]1.4.1 Enhanced Employee Motivation
The previously mentioned Future of Work model empowers employees with choice, flexibility, and autonomy. By encouraging employee involvement and innovative thinking, it enables staff to perform at their best. Self-Determination Theory highlights autonomy, competence, and relatedness as key drivers of motivation (Olafsen et al., 2024). Hybrid work enhances autonomy; continuous learning builds competence; cross-functional squads’ foster relatedness. Involved employees have a role to play in enhancing customer loyalty and satisfaction. In Aether, the first way of improving engagement would be the direct benefits on customer experience and retention. Flexibility can be beneficial for employee health and productivity ensuring quality, therefore this can help employees to deliver projected outcome.
[bookmark: _Toc222308677][bookmark: _heading=h.1r4w9wl7a9l8]1.4.2 Improved Retention and Employer Brand
Low turnover in most cases is attributed to poor growth prospects and inflexible work arrangements. Aether will be an employer of choice because of the innovation and flexibility embedded. Effective learning cultures enhance retention of employees (Muthuswamy and Umarani, 2023). They stimulate loyalty and commitment.
[bookmark: _Toc222308678][bookmark: _heading=h.3nq3oj2cv14p]1.4.3 Changes in business outcome
The innovation teams work right on the customer pain points, lower response rates, and enhance the relevance of the products. Deloitte reports that customer-centric companies are 60% more profitable than those that are not customer-centric (Deloitte, 2024). This alignment demonstrates how integrated HR practices strengthen internal engagement levels. This Future of Work model would enable optimal performance by impacting innovation, motivation, and team cohesion. Coordinated people strategies enhance employee commitment, capability, and performance outcomes. Ultimately, this drives superior customer value and sustained organizational excellence.
[bookmark: _Toc222308679][bookmark: _heading=h.oplt9p8l1xis]Conclusion
Aether Innovations’ flat growth, high turnover, and low customer satisfaction reflect misaligned culture and people practices. A competitive advantage can be created out of employees through an integrated human capital strategy. Innovation will be reinforced by cross-functional groups, intra-preneurship and planned HR. Some sort of hybrid model (flexible) will enhance partnership and productivity. The experience of Google and Microsoft tells us that companies with engaged employees are performance-driven. Moving people to be in line with the strategy will bring back growth and customer excellence.


[bookmark: _Toc222308680]Part 2: Reflection
[bookmark: _Toc222308681]2.1 Learning journey during module 
During this module of Human Capital management, different week based learnings focused on key areas of recruitment, personal management has helped me to design a self-development plan, which is discussed in later part of this reflection. In this part, we will be looking into week-wise learning and adaption. In entire module starting from Week 1 to 7, International team management, strategic HR practices, importance of global culture and need for training has been taught. Brief history of HRM Development has staged and categorised, which has been helpful for me to understand evolution of management practices. I have understood benefits of high performing teams, through PERFORM model. Evolution of modern day teams, where 5-stage model has been defined through Tuckman model (Lecture note: Week 1-7)
In next week’s lecture, definition of team, role of team leader has been taught, which is crucial for organisational positioning. I can utilise this principle in real life situation as a leader, when my team can deliver relatively low output showing a need for team development. Belbin’s team role has helped me learn team roles and leadership perspective. I have also learned importance of working in a globally diverse team or outside home country. Next Week 3 taught me to introduce HR strategy, which can help devise talent acquisition strategy, succession planning. Different sections of strategic reformation and inclusion of data driven decision can help forecast future directions. I have learned dimensions of HRP (Human Resource Planning). Week 5 shows contemporary issues and Week 6 defines meaning of a global culture, and its effectiveness in team building. 
Design for appropriate learning and growth mind-set by Gibbs Cycle
During my journey in this course I have come across different subject and topics, which were guided by instructor to improve our day to day routine and assignments. I understand that these modules can help design a learning pathway for my career, which can be explained through Gibb’s Reflective Model consisted of an action plan to implement in real life application (Mukhanova and Seitimova, 2025).  
[image: ]
Figure 4: Gibbs Reflective cycle
(Source: Harithuddin, 2021)

Description: Personnel management section discussed in the Week has facilitated me with a clear understanding of HRM as a fundamental new approach within employees to obtain competitive advantage and strategic integration. Week 5 details on the Organisational commitment and control through analysis of contemporary HR issues, long and short term approaches. Theoretical and realistic explanation of workplace practices in HR has been developed to manage and leverage true values from people.
Feelings: At the beginning of this module, I was a bit nervous as I wanted to learn strategic reformations for HRM. However my analytical perspective defined need for a holistic approach rather than a scattered process. Real life training and development focused on surging confidence for considering international as well as local market.
Evaluation: I think this module has done excellent work by blending theoretical aspects with practical application with talent acquisition and HR management strategies. Real world upskilling needed during upcoming AI revolution can be supported through our learning module, where contemporary issues are highlighted with international team management during role of a leader. My evaluation of learning journey completed through this module helps to use practical tools like 360-degree feedback and others. 
Analysis: Entire syllabus starting from Week 1 to Week 7 has taught me to turn adaptive strategies into innovative actions, which can help me in workplace in future. My cultural understanding while leading a team for personal growth as a leader has been also nurtured in this module.
Conclusion: As a leader I have developed my skills to comply with disciplinary procedure. Scholarly articles cited in this module also focused on theoretical aspects like Michigan model, Harvard model, Guest model, which has been useful for employee commitment, employee training, and balancing stakeholder interest.


Action Plan:
	Steps
	Effectiveness
	Time

	Innovation driven application in simulated situation
	Decision making efficiency through creativity development
	0-3 Months

	Performance measurement
	Online self-assessment for checking readiness in real life scenarios
	3-6 Months

	Cultural and strategic reformation in global and national team
	Communication and community development through Belbin
	12 months



[bookmark: _Toc222308682]2.2 Staying relevant during AI and using AI for work assistance 
[bookmark: _Toc222308683]2.2.1 Skillset to be included for being relevant
Artificial Intelligence is currently posing threat to traditional jobs due to its massive support that per. Most effective process to stay relevant during this AI transformation is to shift towards Value creation rather than executor of specific tasks (Edirisinghe and Cheok, 2024). I think AI follows a pre-set approach where inputs can vary type of outcomes. In case of Human intervention, inputs cannot change the way of thinking, rather it is the ideation and exclusive skills such as Emotional Intelligence (EI), Critical thinking, creativity and originality (Akpur, 2024). As far I know, AI works on existing text, information or data, which in case of human is different as it can include multiple other dimensions of critical thinking into the work. I want to enable these exclusive skillset within my work, which requires a strong understanding of problem context and exploration of different views to create or innovate something new as output. 
[bookmark: _Toc222308684]2.2.2 Using AI instead of being replaced
Utilizing AI to train and develop new ideas for myself can be beneficial, as AI can be controlled through measured prompt and collecting new information from different sources. We are standing at the verge of fourth industrial revolution, therefore I need to learn new skills within human development and data analytics through professional courses on communication, creative thinking. Additionally I need to look for business challenges that AI is solving and adaption of this processes within my skillset to deliver equivalent output (Sundquist. and Lubart, 2022). I remember one saying of Donal Hatter, who said best way to stay relevant during this change is to solve problems for influential people. It can help an individual during a situation when AI can replace, that person can get any different job role through that influence. I need to develop strong networking and communication skill for this advantage, which can be created using AI and monitored for daily progress. 
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