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[bookmark: _Toc222849054]Part 1: Building a Culture of Innovation & Future Work Practices
[bookmark: _Toc222849055]1.0 Introduction
Aether Innovations is a tech company with 300 employees. Aether is struggling with three major problems such as: high staff turnover, flat growth and decreasing customer satisfaction. These core problems are also affecting company’s reputation, and profitability negatively (Aether Innovations, 2025). These problems clearly reflect that there is a gap among business strategy and people management. The primary purpose of this report is to recommend an integrated HR strategy to construct a culture of innovation and design future-focused work model.

[bookmark: _Toc222849056]2.0 Current Practices in Tech Companies
Today, technologies companies like Google, and Microsoft function in highly competitive markets where incessant essential. ARM Holdings capitalises profoundly in research and development to design advanced chip architectures (Yaqub and Alsabban, 2023).  But, high R&D investment also raises operational expenditures and fiscal risk. Smaller firms like Aether cannot have comparable monetary strength, so strategic prioritisation is needed.
[bookmark: _Toc222849057]
2.1 Innovation Culture in Tech Firms
Big companies like Microsoft and Google pays a special attention on inspiring creativity, innovation and experimentation. Google presented its well-known “20% time” policy, permitting all the level of employees to spend 20% of their time and efforts on new and unique ideas. This helped the company to introduce or present efficacious products like Gmail in the market (Clark, 2021). Despite having an innovation policy like the 20% Time policy, there are criticisms of these types of policies. Research suggests that if there is no structure around initiatives, they may hinder productivity and create ambiguity regarding priorities for employees. Additionally, adding new work pressure due to Innovation sprints could make employees feel burned out because they are not provided with adjustments to their current work. To achieve both creativity and performance discipline, Aether must achieve a balance. In the words of Gallup (2025), only 23% of employees globally feel motivated and engaged at work and low engagement and motivation decreases productivity, creativity and innovation. But, engagement initiatives also need fiscal investment in leadership growth, training, and technology systems, which can rise temporary expenses for Aether.
[bookmark: _Toc222849058]2.2 Work Models in Tech Industry
After covid-19 pandemic, most of tech companies implemented hybrid work model to enhance productivity, employee wellbeing while upholding organisational performance Microsoft introduced more flexible work strategies and policies across its worldwide offices. About 73% of employees prefer flexible working choices (Howley, 2021). Hybrid work is frequently associated with lower levels of unplanned collaboration and innovation than traditional forms of work. Research indicates that teams working 100% remotely have a slower rate of decision-making and a less effective informal communication network. The increase in operational expenses resulting from investments in digital infrastructure and rework of existing offices associated with hybrid systems can be significant. It is critical that a 300-employee company such as Aether conducts a thorough evaluation of the financial and coordination issues associated with implementing hybrid systems using a cost-benefit analysis. Employees or staff within the tech companies can feel isolated which can directly lower creativity, motivation and engagement if companies do not construct robust digital communication systems and supportive leadership practices (Wu, Wu and Peng, 2025). 

[bookmark: _Toc222849059]2.3 HR Structures in Tech Firms
Today, most of modern tech companies like Microsoft, Google, Apple, and Amazon gradually follow Ulrich’s HR model, proposed by Dave Ulrich. This model mainly describes four important HR roles such as: Change Agent, Strategic Partner, Administrative Expert and Employee Champion. Today, HR is not only about handling role related to recruitment, hiring and payroll. In its place, it plays a strategic role in aligning people practices with business objectives or goals (Zhang and Chen, 2023). As a strategic Partner, HR managers are directly responsible to support leadership in attaining enduring growth. As a change agent, HR plays key role in managing creativity, innovation and transformation. As an Employee Champion, HR managers are accountable to enhance employee wellbeing and engagement (El, 2026). Finally, as an administrative expert, HR guarantees well-organized systems and compliance. Largest tech companies such as Google exhibit how strategic HR contributes performance and innovation. Thus, Aether must adopt a similar strategic HR structure to remain competitive in the industry and construct a robust, innovative organisational culture (Khatoon et al., 2025). Nevertheless, there are critics who feel that this model may leave HR professionals struggling with role ambiguity and will create additional work complexity and pressure on them to perform all of their multiple duties at the same time. Additionally, small companies with few HR employees often cannot manage the dual administrative and strategic functions well. Aether needs to amend or adapt this model before using it to guide them (El, 2026).        
[bookmark: _Toc222849060]
3.0 Building a Culture of Innovation
Culture refers to shared beliefs, norms, values and behaviors in a company. As per Harvard Model of HRM (Beer et al., 1985), HR policies affect staff promise and enduring performance. Thus, Aether should shift from a control-based culture to a trust-based, innovative culture. Yet, cultural shifts typically encounter organizational resistance because employees may resist new systems for many reasons. These changes must be implemented in phases with leadership support. 

[bookmark: _Toc222849061]3.1 Cultural Initiatives
3.1.1 Innovation Sprints
Generally, innovation sprints are short and focused projects where employees from diverse departments work collectively to solve precise business issues or problems effectively. The main purpose of an innovation sprint is to produce practical solutions rapidly. Spotify establishes “hack weeks,” throughout which employees develop unique and new experiment and ideas with creative and innovative solution (Krüger et al., 2023). Aether can present a three-monthly innovation sprints to inspire collaboration across teams such as customer service, marketing and engineering. Innovation committee reviews ideas and allocates small project budgets (Bangerter and Endrissat, 2022).

3.1.2 Intrapreneurship Programs
Intrapreneurship directly inspires all the level of employees to think and act like entrepreneurs inside the company. 3M, an American multinational company that directly supports employee experimentation which leads to the formation of Post-it Notes. Thus, Aether can also establish an internal innovation fund where all the employees pitch thoughts and obtain funding and mentoring support. Senior leaders evaluate proposals and approve staged funding support (Ashal, Masa’deh and Twaissi, 2023).
   
3.1.3 Cross-Functional Teams
Aether must emphasis on creating cross-functional project teams that comprise marketers, engineers and service staff. Working collectively helps employees or team to solve issues quickly and understand buyer needs better. Apple leverages cross-functional teamwork to design products that syndicate technology, design, and customer experience positively.  Failure learning policy encourages experimentation without fear of punishment. (Ambrose, Matthews and Rutherford, 2018).

[bookmark: _Toc222849062]4.0 Structural Changes to Support Innovation
[bookmark: _Toc222849063]4.1 Applying Ulrich’s Model
Using Ulrich’s HR roles:
· As Strategic Partner, HR aligns innovation objectives with business approach.
· As Change Agent, HR supports change.
· As Employee Champion, HR guarantees happiness.
· As Administrative Expert, HR advances systems using technology (Zhang and Chen, 2023).
Aether must introduce HR Business Partners to work closely with department heads.

[bookmark: _Toc222849064]4.2 Blending Hard and Soft HRM
Hard HRM mainly emphasises performance metrics and efficiency, whereas soft HRM emphasises development and motivation. A robust KPI burden can decrease intrinsic inspiration and discourage risk-taking. So, Aether should avoid generating a performance philosophy that punishes failure, as this would contradict innovation objectives (Cayrat and Boxall, 2023).

[bookmark: _Toc222849065]5.0 Future of Work Model for Aether Innovations
5.1 [bookmark: _Toc222849066]Hybrid Work Model
Aether must execute a hybrid model with 3 days of office collaboration and 2 days of remote work (Richik Maity and Lee, 2025). To handle risks, Aether must execute a 12-month phased plan:
· Phase 1 (Months 1–3): Pilot hybrid teams and measure engagement.
· Phase 2 (Months 4–8): Enlarge hybrid model with collaboration tools.
· Phase 3 (Months 9–12): Assess output, turnover and buyer metrics before full rollout.
[bookmark: _Toc222849067]5.2 Technology Integration
By using advanced and innovative technology, Aether can enhance efficiency. Thus, it is essential for the company to adopt more advanced AI recruitment tools, HR analytics for forecasting turnover and digital collaboration platforms. But, ethical issues like bias and data privacy should be addressed (Krüger et al., 2023).   
[bookmark: _Toc222849068]5.3 Flexible Talent Strategy
According to Gal, Forma and Singer (2022), Amazon put in $1.2B into up-skill programs but must consider budgets as well - an annual investment of £1,000 per employee (around 3000 employees) will need an investment of £300k. Return on investment will need to measure: innovation output; reduced turnover; productivity increase.
.
[bookmark: _Toc222849069]6.0 Motivating Employees for High Performance
[bookmark: _Toc222849070]6.1 Job Design and Autonomy
According to the Job Characteristics Model, autonomy and task importance rise inspiration. But, too much independence without responsibility can decrease alignment with administrative objectives. Consequently, autonomy should be reinforced with strong performance metrics and innovation KPIs (Nie et al., 2023).          
[bookmark: _Toc222849071]6.2 Employee Engagement and Leadership Development 
Aether should also emphasis on conducting engagement surveys on the regular basis, introducing recognition programs and enhancing internal communication to motivate and encourage all the level of employees.  The leaders Aether must adopt transformational leadership style as it directly supports innovation (Woods et al., 2024). 

[bookmark: _Toc222849073]7.0 Linking Culture, Structure and Performance
According to the Guest Model, effective HR practices play an important role in constructing employee promise which enhances employee motivation and performance outcomes (Huynh and Nguyen, 2025). To generate integration rather than fragmented initiatives, Aether should follow this causal chain: 
[image: ]
Figure 1- Causal chain
(Source-Self-Made) 

Key measurable KPIs should include:
· To decrease turnover from present level by 20% inside 10 months
· To rise employee engagement scores by 30%
· Enhance customer satisfaction score by 20%

[bookmark: _Toc222849074]8.0 Conclusion 
Aether should move from traditional management to an innovative strategic and strategic HR approach to resolve its current issues and attain competitive advantages. By implanting innovation sprints, cross-functional teams, and HR analytics, Aether can reconstruct performance and engagement. But, the overall success depends on cost control, risk management, strong leadership commitment and measurable performance tracking. Without incorporation, initiatives related to innovation can fail. Thus, strategic alignment and incessant monitoring are vital for sustainable development.   
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[bookmark: _Toc222849076]Part 2: Reflection Analysis 
1.0 [bookmark: _Toc222849077]Gibbs Reflective Cycle
[image: ]
Figure 1- Gibbs Reflective Cycle
(Source: The University of Edinburgh, 2024)
Description: throughout this module, I learned about innovation culture, SHRM the AMO model, HPWS, and future work practices like hybrid working. Before starting this module, I thought HR is all about payroll, recruitment, and employee records. I want not familiar about how HR directly connects to organisational growth and business strategy. Through academic reading, lectures notes, it learned that HR plays a strategic role in constructing culture, driving innovation and enhancing engagement. Studying companies like Google, Apple also helped me to see how robust people or HR approaches directly support lasting development and competitive advantage. One lecture debate challenged my fixed HR mindset deeply (Sekarwinahyu et al., 2019). 

Feelings: At the starting of this module, I felt more confused and faintly overwhelmed. Some important theories like the AMO framework, and High-Performance Work Systems seemed multifaceted. I was hesitant how to use these models or theories in real companies. Throughout my first assignment, I struggled applying AMO practically. But, as I sustained learning and applying these models to actual instances, my self-assurance enhanced. When I related theory to practice, specifically in assignments, I started to understand the practical value of these frameworks. I felt interested when I understood that strategic HR decisions can advance performance, and employee gratification. I firstly doubted my ability to think strategically (Husebø, O’Regan and Nestel, 2015).

Evaluation:  The lesson I value the most is that the performance of an organisation is heavily influenced by its culture. When an employee feels engaged and supported, they will be able to create new ideas and operate in a productive manner. I also learned that innovation does not happen naturally and is instead due to the use of structured systems, such as creating learning programmes, having a performance management system and having strong leadership support. In group discussion, I hesitated to challenge peers’ opinions. The use of group discussions was incredibly beneficial to me because I was able to hear many different opinions on a single topic, which helped me enhance my ability to think critically. By reading journal articles I have been able to improve both my academic writing and researching skills tremendously (Noora et al., 2024).

Analysis: Using Gibbs' reflective cycle as a framework, I'm able to reflect on how I grew as an HR professional from this module. My understanding of HR's role in aligning people practices with business strategy has developed. The AMO model is a good example of HR aligning people with their company's strategic goals. The model identifies three main factors that influence employee performance: ability (how well an employee can perform their job), motivation (why an employee performs to a certain standard), and opportunity (providing the employee with the opportunity to perform at their highest level through involvement in decision-making) (Ahmadpour, Shariati and Moghadam, 2025). I realised I avoided complex data interpretation tasks. I now understand that a culture of innovation within an organisation is only possible if there is an environment of psychological safety, leadership support and continuous learning; therefore, High-Performance Work Systems (HPWS) encompass all aspects of the recruitment, training and reward processes to achieve improved results (Zhan et al., 2023).

Conclusion: Effective HR leadership requires strategic thinking, judgement and ethics, adaptability and creativity. To facilitate change and drive collaboration while making data-driven decisions, HR professionals must demonstrate these qualities. Furthermore, I identified areas where I need to develop; I want to strengthen my HR analytics capabilities, my confidence as a leader and how I communicate strategically. I must speak confidently even when uncertain. My goal is to present my ideas and create arguments that are based on evidence more comfortably (Praveena et al., 2025).

Action Plan: There are many actions that I will be taking in order to create a culture of innovation and a growth mentality in myself. I will begin by taking an online course in HR analytics and data analytics, which will enable me to improve my technical abilities. I will volunteer to lead one team discussion. Secondly, I will be attending webinars and workshops related to innovation management and digital transformation. Thirdly, I plan to read at least one academic journal article every month to further enhance my knowledge of research. I will also engage in reflective learning on a regular basis by reviewing my experiences and identifying areas for improvement (Zhan et al., 2023).

[bookmark: _Toc222849078]2.0 Staying Relevant in the Age of AI 
Generally, AI (Artificial Intelligence) can be defined as the capability of machines or computers systems to perform tasks that usually needs human intelligence like problem-solving, learning, decision making and understanding language. AI also play a key role in changing the way companies or organisations works. In the context of HR, most of traditional tasks like payroll processing, and attendance tracking can now be automatic (Madanchian and Taherdoost, 2025). AI systems are more powerful tool as they have ability to examine great amounts of information speedily and decrease administrative workload successfully. This raises effectiveness and saves time. But, AI cannot completely replace human abilities like ethical judgement, emotional intelligence, leadership influence and empathy. These human traits are not only important but also indispensable in managing people (Tai, 2020). But, AI can generate algorithmic bias and discrimination risks. There are anxieties about employee data surveillance and privacy.
To stay relevant in today’s globalised business era, I plan to continuously develop future-focused skills. As per the World Economic Forum (2023), about 44% of workers’ core abilities would change within next five years. It means incessant learning is not only important but also essential to stay relevant. I would also enhance my skills in the area of innovation, strategic thinking, critical analysis, creativity and ethical leadership. I would also reinforce relationship-building as well as communication capabilities because HR is people-centred (Brandao, 2025). I would also utilise AI as a support tool not a replacement. For case, AI can be used to examine employee engagement surveys and recognize trends. It can also help with workforce planning and performance analytics. By leveraging AI for data-driven insights, I would be able to make better strategic decision effectively. But, final decisions must remain human-led. For case, HR needs empathy, impartiality and ethical responsibility. AI cannot completely comprehend organisational philosophy, feelings, or multifaceted workplace conflicts. I would emphasis on uniting human judgement with AI-supported data (Harvard Business School, 2025). Organisations should adopt robust AI governance frameworks. Clear human–AI collaboration boundaries are vital.
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This is just one model of reflection. Test it out and see how it works for you. If you find that only a few of the questions are
helpful for you, focus on those. However, by thinking about each stage you are more likely to engage critically with your
learning experience.

The model

This model is a good way to work through an experience. This can be eithera
stand-alone experience orasituation you go through frequently, for example
meetings with a team you have to collaborate with. Gibbs originally advocated its
use in repeated situations, but the stages and principles apply equally well for
single experiences too. If done with a stand-alone experience, the action plan may
become more general and look at how you can apply your conclusions in the
future.

For each of the stages of the model a number of helpful questions are outlined
below. You don’t have to answer all of them but they can guide you about what sort
of things make sense to include in that stage. You might have other prompts that
work better for you.
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