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[bookmark: _Toc224859188]Introduction
Aether Innovations is still in a stagnant stage of the organisation. Although the situation was initially a high-tech start-up with high growth rates, the shift towards a medium-sized company (300 employees) has also caused some friction in their workforce, which led to a high rate of employee turnover and a drop in customer satisfaction. The present siloed set-up has practically sucked out the creative agility that used to characterise the firm. In this report, a critical assignment on the second option is undertaken in which the overall approach of the firm to the management of its human capital will be redefined. 
[bookmark: _Toc224859189]Current practices in culture and work among the tech companies
The Californian Ideology, a blend of technological optimism and an entrepreneurial culture that embraces the idea of being audacious and disruptive, often moves the culture of the modern technology industry (Rosales & Svensson, 2021). Nevertheless, with the growth of the firms, a humanisation gap may appear, as the emphasis on high-rate technical performance does not account for the psychological health and the social satisfaction of the employees (Salina, 2023). The case of Aether indicates that the company has abandoned its agile base for a strict hierarchy. According to academic studies, adhocracy cultures primarily relate to successful digital transformation and continued product innovation (Cao et al., 2025). External orientation and high flexibility are the characteristics of adhocracies, where employees are free to take risks and experiment and explore new ideas without the barriers of the traditional reporting lines.
One of the examples of adhocracy at work is the institutionalised trial of Google. One of the more widely known examples is a 20% Time policy adopted by Google, which gave its employees 20% of their working week to devote to side projects (Petit, 2016). This policy of slack time has been a driving force of innovation that has resulted in coming up with revenue-generating products like Google News and Gmail (Kim, 2020). Allowing employees to be entrepreneurial helps Google make sure that such activities as ideation and prototype development are given priority even in a large corporate structure (Agrawal et al., 2015).
Aether will need to go past financial incentives to be successful. The cultural aspects, including psychological safety and participatory management, are becoming a factor of high priority among modern IT professionals rather than mere compensation (Schmiedel et al., 2016). In such situations where an organisation fails to create such an environment, it is subjected to high turnover, just like Aether faces currently, due to the loss of top talent to other firms that are more permissive and allow layers of creativity.
[bookmark: _Toc224859190]Recommendation of cultural and structural initiatives that embed innovation
In order to overcome the stagnation that it has witnessed currently, Aether needs to reorganise its human resources into independent units.
(i) Adoption of Agile HRM and the "Spotify Model"
Modern innovation is based on structural agility. Aether is recommended to follow the example of Spotify that generates Tribes and S Squads instead of the usual departments (Gerster et al., 2019).
• Squads: 
Cross- functional (e.g. 6-10 people), autonomous small teams that act as mini- startups. They are also empowered to make decisions on what to construct and how to construct (Carroll et al., 2023).
• Tribes: 
Groups of teams that operate in related product fields to ensure there is overall strategic alignment. The given model allows Agile HRM, with the talent development and recruitment being distributed to the line managers, such that it helps to compose teams according to the required skills to execute fast-moving iterations (Al Jafa et al., 2021). With the empowerment of these squads, Aether will be able to speed up the delivery of new ideas to the market and become more responsive to customer satisfaction because of quicker feedback mechanisms.
(ii) Internal Startups and Innovation Capacity
In order to create internally developed innovations, Aether will need to give employees the freedom to work as venture builders at the company (Popescu-Zorica, 2025). Running internal software startups will enable the teams to explore scalable business models when the uncertainty is high (Tkalich et al., 2021). The mentioned structural transformation assists in resolving the learning paradox, the conflict between achieving the present project deadlines and the acquisition of the new skills that would enable future breakthroughs (Kuivalainen et al., 2020).
(iii) Case Example: 3M and Slack Time
Other than Google, 3M has a long tradition of applying a similar slack time policy to motivate scientists to devote 15% of their time to individual projects, which resulted in the Post-it Note. In the case of Aether, even 10% of time spent on internal innovation sprints would be an indicator of the shift toward a culture that is less focused on the process and influences the employee initiative positively (Tkalich et al., 2021).
[bookmark: _Toc224859191]Future of Work model (hybrid/remote) that supports collaboration and creativity
Aether is supposed to have a Synchronised Hybrid Model of the work in future. Although purely remote work has flexibility, it may cause decreased innovation since it minimises encounters by chance and spontaneous mentorship (Kantola et al., 2025). In this context, in terms of key components of the synchronised hybrid model, it has been indicated that the quality of innovation could suffer due to the lack of coordination of teams on which days they should visit the office (Gibbs et al., 2024). The new practice that should be adopted by Aether is a 3-2 model, making one-mandatory work day a week on Tuesday through Thursday as the weekdays where a group brainstorming effort takes place, and Monday and Friday days the days on which a group member performs deep work and would find time to make the actual code.
Furthermore, to ensure that teleworkers do not appear as islands, Aether needs to employ digital collaboration tools that preserve the level of knowledge awareness among the team (Van der Meulen et al., 2019). With synchronicity of media, teams can exchange tacit knowledge despite distancing, and innovation does not carve-hole once the employees stop meeting. In addition, Aether should implement active management of its bridging social capital by arranging frequent cross-functional digital mixers and technology hackathons (Ipsen et al., 2022). This is in order to avoid the occurrence of the silo effect in a virtual setting. Research on successful teams reveals that digital transformation is the one that best succeeds by complementing and not substituting human interaction (Zolotina et al., 2023). Through the alignment of the hybrid schedule, Aether keeps the friction to go along with the innovation that is required to drive innovation.
[bookmark: _Toc224859192]Motivating and Enabling Optimal Staff Performance Through the New Approach
Self-Determination Theory upholds the proposed change to an agile, hybrid, and autonomous environment. According to SDT, the needs of autonomy, competence, and relatedness are fulfilled, which results in optimal performance (Corral, 2024). In this regard, using the Spotify teams and Google-style Slack time, Aether satisfies the requirement of being an independent entity. The staff is no longer merely an executor of the will of the management, but they are the holders of their project. This self-determination motivation is closely associated with the increased level of creativity and cognitive flexibility (Lase et al., 2025). Moreover, working on a cross-functional team will enable workers to acquire new skills (competence) through learning with coworkers. Beyond that, relatedness through the coordinated hybrid model is facilitated by making sure the employees have a high social attachment with their workmates (Sonnenschein et al., 2022). Additionally, the redesign of the work that incorporates intrapreneurial activities provides the workers with the feeling of the importance of the tasks, and they are able to observe how their particular input affects the success of the company (Arnulf et al., 2020).
Moreover, the relationship between the endorsement of "intrapreneurial activities" and employee performance on the whole is positive and direct (Klein & Ben-Hador, 2025). The more Aether transitions into a monitoring culture to a trusting one, the lower the levels of frustration and anxiety that tend to cause high turnover (Laužikas & Miliutė, 2020). With the help of work-related technologies used as motivational support and not surveillance measures, Aether will establish a high-trust workplace where employees will feel empowered to deliver their best (Schmid & Dowling, 2020). Finally, when organisations have confidence in their employees, regardless of their location, to be innovative, it is much more likely that the organisation will derive a great rate of return on its human capital investment. 
[bookmark: _Toc224859193]Conclusion
The road Aether Innovations will have to follow to go out of stagnation to the market leadership will demand a radical reorganisation of the human capital of the company. The restructuring through an Agile-Adhocracy will enable it to regain its spirit of a startup, as it will be managing the dynamics of a 300-person workforce. The autonomous squads and inner start-up, in combination with a coordinated hybrid model solves the urgent issue of the humanisation gap that has resulted in the present crisis of turnover. This roadmap is such that Aether is not merely a work location, but an innovative drive by which a workforce is geographically bound to perform excellently. These evidence-based recommendations will help Aether to regain its competitive advantage and increase customer satisfaction, and create a sustainable culture towards the future of technology.
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[bookmark: _Toc224859195]The Learning Journey: Development of an Innovation Culture and Growth Mindset.
As I consider the evolution of the integrated human capital blueprint of Aether Innovations, I have applied the Gibbs Reflective Cycle to assess the learning process and set a benchmark for my professional development. This model offers a systematic method of reflecting, which can assist me in the process of description, feelings, evaluation, analysis, and conclusion to help me create better and better (Trimasse, 2024).
(i) Description: I was entrusted with the main assignment of diagnosis and addressing organisational stagnation at Aether Innovations. This meant getting a 300-employee company back to its creative and agile origins as opposed to a strictly organised hierarchy. I was forced to integrate multiple HRM concepts, including the Spotify Tribes and Squads approach and the 20% Time approach based on Google, into a single strategy, which would solve structural and cultural weaknesses.
(ii) Feelings: The first thing observed was that the mode of thinking from a start-up to a medium-sized enterprise was overwhelming. I was experiencing urgency regarding Aether high employee turnover and decreasing satisfaction. Nevertheless, my research progression resulted in a light-bulb moment about the so-called humanisation gap. I found out that it was both emotional and social as well as technical, friction. The use of emotions in this reflective process has been pivotal in my growth since it has enabled me to consider well-being as one of the primary pillars of organisational productivity (Galli & New, 2022).
(iii) Evaluation: The adoption of Adhocracy principles to enhance a growth mindset was successful. I could determine that only financial rewards would not suffice to attract an IT professional in contemporary times. It was the most difficult part to establish a balance between the necessity of intensive work and the need to encounter randomly in an amalgamation model. Presenting a 3-2 model in synchronic coordination, I also assessed that the issue of coordination is far more crucial than presence. The process of structured reflection enabled me to build the necessary critical thinking habits to stop solving problems reactively and, instead, to think in the long run (Trimasse, 2024).
(iv) Analysis: I have examined the learning paradox, the conflict between deadlines that projects have and learning new skills through this module. I came to learn that slack time is not wasted productivity; slack time is an investment into breakthroughs in the future. My perception changed from employees as executors to being perceived as intrapreneurs through an analysis. This observation corresponds with the fact that personal growth in management education usually allows one to realise the importance of curiosity and self-understanding in professional practice.
(v) Conclusion: I have resolved that an innovative culture cannot be the offshoot of technology, but a product of the deliberate human capital orientation. Aether should focus on psychological safety and autonomy in order to succeed. On my part, I have come to understand that an HR consultant is expected to be a venture builder who is constantly exploring scalable and people-centred prototyping models in uncertain conditions.
(vi) Action Plan: In the future, I will embrace a comprehensive Learning and Development plan that is centred around Agile HRM. I will also commit 10% of my work time to experimenting with the world of new workplace technologies and organisational designs. To ensure that I have a growth mentality, I will continue to employ the Gibbs cycle once a big project is concluded to look at what worked and what failed so that I am always prepared for the ongoing requirements of the technology industry.
[bookmark: _Toc224859196]Adaptation in the Era of Artificial Intelligence
As Artificial Intelligence is steadily taking over the traditional HR functions, including data-driven recruitment and real-time monitoring of performance, my intention to remain relevant would be to switch to focusing on the high-level strategic and human-centric leadership. The key value generated by AI in corporate decision-making is that it takes significantly shorter and more precise time to process extensive data volumes than a human brain and offers a sound basis for more intelligent corporate strategies (Sucipto, 2024).
I will use AI to manage the volume and complexity of the HR operations in my future practice. As an example, I will be able to apply AI-based tools to detect recognition patterns in the behaviour of employees or anticipate possible turnover before it takes place. Nevertheless, I will not have AI take my place because it will not possess the human touch that is necessary in a complex organisational change. Humans have a notable upper hand in terms of creativity, dexterity and empathy; AI is unable to set their own aims, nor can they think across dissimilar realms to develop an overriding perspective of a firm such as Aether (Bühler et al., 2022). To make sure I am not substituted, I will emphasise the following strategies:
· I will be responsible for ensuring ethical use of AI. I will also train in computing and statistics since algorithmic systems might be biased, making their use a critical assessment of AI results to lead to organisational justice and inclusivity (Suneetha et al., 2024).
· Instead of a negative perception of AI as a threat, I will be growth attitude based on mutual learning between humans and machines. The given mindset implies the constant use of questions on how technological advances can serve as employee motivational resources (Boehmer & Schinnenburg, 2023).
· I will also leverage AI to liberate myself to be able to give up repetitive work and prioritise the activities that demand high levels of intuition, flexibility, and tacit knowledge, which are areas where human beings have exhibited specific advantages (Bühler et al., 2022).
Being an efficient algorithm and at the same time a human-oriented developer will make me an effective leader in strategic planning between technology and the labour market. Eventually, my position will change to sustaining human resources to sustain the synergy between human intelligence and artificial intelligence.
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