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Part 1 (Option 2): Building a Culture of Innovation and Future Work Practices for Aether Innovations
[bookmark: _Toc222344068]1. Context and diagnosis
Aether Innovations is a technology company with 300 employees whose growth is flat, voluntary turnover is high and the customer satisfaction is decreasing. All these symptoms normally go hand in hand with the organisation operating system (ways of working, decision rights, and people practises) failing to scale with growth. At most of the tech companies, early success depends on informal organisation, founder-driven agendas, and heroic performance. With increased headcount, these practises tend to create bottlenecks, inconsistent quality, role conflict and burnout, and subsequently reduce engagement and retention and, eventually, customer experience.
Another plausible diagnosis is thus required to target (a) the definition and management of innovation, (b) the psychological and structural pre-conditions of teams to experiment and learn fast, and (c) the work design facilitating collaboration under a hybrid environment. Innovation is not merely more ideas; it is both an end-to-end capacity, which requires intrinsic motivation and favourable social conditions (Amabile, 2012), the psychological safety to speak up and learn (Edmondson, 1999), and explicit systems of balancing exploration and exploitation (O'Reilly and Tushman, 2013).
[bookmark: _Toc222344069]2. Current practices in tech: what works, what fails, and why
Agile delivery, hackathons, cross-functional teams and fast prototyping are popular methods of innovation in tech companies. These may be efficient as they enhance autonomy, feedback speed and shared ownership. Nevertheless, the same practises often do not work at scale due to four reasons.
First, agile is turned into a ritual and not an enabling system: there are ceremonies, but they are not decentralised in terms of decision making and resource allocation, hindering experimentation and demotivating teams. Second, the high level of performance expectations is associated with low recovery norms, which result in long-term job demands without sufficient resources, which increases the risk of burnout and turnover. Third, hybrid and remote work are established as flexibility policies and collaboration, knowledge sharing and onboarding is not redesigned, which can decrease informal learning and undermine culture transmission. Fourth, the concept of innovation is seen as an additional activity (sprints and hackathons) instead of integrated into the daily workflow in the form of roles, time management and leadership behaviours.
Practise and empirical evidence indicate that teams can be more innovative and learn more quickly when they feel safe to make interpersonal risk and surface issues (Edmondson, 1999). Similarly, the quality of motivation is important: the presence of autonomy, competence and relatedness enhances intrinsic motivation and long-term performance (Ryan and Deci, 2000). What this means to Aether is that cultural initiatives should be accompanied by structural and managerial mechanisms and not by events or slogans.
[bookmark: _Toc222344070]3. Target culture: “disciplined innovation” as a shared operating philosophy
Aether ought to implement a culture of disciplined innovation: high ownership and experimentation, clear standards, customer focus and evidence-based decision making. Applying the scheme of framing by Schein, the culture is expected to be manifested in three layers: artefacts (rituals, forums, tools), espoused values (learning, customer obsession, quality, inclusion), and underlying assumptions (problems are data, dissent is valuable, experimentation is part of the job) (Schein, 2016).
To avoid culture becoming performative, leadership must specify a small set of behavioural norms and reinforce them through systems:
Psychological safety norms: “disagree and commit”, blameless post‑mortems, and explicit invitation to speak up (Edmondson, 1999).
Learning and creativity support: protected time for exploration, access to learning resources, and recognition for experimentation and knowledge sharing (Amabile, 2012).
Fairness and credibility: transparent criteria for prioritisation, promotion and rewards, because perceived unfairness undermines discretionary effort and innovation.
[bookmark: _Toc222344071]4. Structural initiatives to embed innovation
[bookmark: _Toc222344072]4.1 Cross-functional “product missions” with clear decision rights
Aether must also plan work in product missions (customer problems) and not functions. Each team of non-duopol deploying missions is cross-functional (engineering, product, design, data, customer success) and has a leader assigned to it and clear decision rights at a specified level of guardrail budget and risk. This minimises the handoffs, speeds up learning processes and enhances ownership. The design is ambidexterity-conformant: by focusing on exploitation (stabilisation, and improvement of core products), the exploration capacity is safeguarded by the separate discovery workstreams (O'Reilly and Tushman, 2013).
[bookmark: _Toc222344073]4.2 Dual operating system: core delivery plus innovation pipeline
Aether needs a visible innovation pipeline with governance that is light but real:
Discovery intake: customer pain points, internal improvement opportunities, and technology scouting.
Validation: rapid experiments with clear success metrics.
Incubation: time‑boxed pilots with senior sponsorship.
Scaling: formal transition into product roadmaps and capacity planning.
This pipeline reduces the “randomness” of innovation and makes experimentation part of performance expectations, not extracurricular activity.
[bookmark: _Toc222344074]4.3 Intrapreneurship and internal mobility
Design an intrapreneurship programme that allows employees to submit ideas that have been proven and receive temporary venture time (i.e. 10-20% over a specified time) with mentoring and light venture capital. This facilitates intrinsic motivation (Ryan and Deci, 2000) and retention by career variety and internal opportunity. Boundaryless work patterns featured in the recent future-of-work thinking are also supported by internal talent marketplaces and organised mobility (Deloitte, 2024).
[bookmark: _Toc222344075]4.4 Leadership system: enablement over control
Innovation cultures often fail because managers default to control when uncertainty rises. Aether should standardise leader expectations: coaching, removing blockers, clarifying outcomes, and protecting psychological safety. Google’s re:Work synthesis of team effectiveness highlights psychological safety as a critical condition for high-performing teams, reinforcing the need for leader behaviours that invite voice and candour (Google re:Work, n.d.).
[bookmark: _Toc222344076]5. Future of Work model to support collaboration and creativity
Aether should implement a “hybrid-by-design” model rather than “hybrid-by-policy”. The objective is to combine flexibility with intentional collaboration and fast learning. The model has five components.
[bookmark: _Toc222344077]5.1 Working rhythm and collaboration architecture
Team agreements: each mission team defines its collaboration norms (core hours, response expectations, meeting hygiene, documentation standards).
Cadence: two-week delivery cycles with monthly innovation reviews and quarterly strategy alignment.
Meeting discipline: default to asynchronous updates; reserve synchronous time for problem solving, design and decision making.
[bookmark: _Toc222344078]5.2 Purposeful co-location
Establish main regularity of collaboration weeks (e.g. one week/month) during which mission groups gather to design sprints, retrospective, onboarding and social bonding. This alleviates the loss of informal learning in entirely distributed systems and maintains the flexibility.
[bookmark: _Toc222344079]5.3 Digital-first knowledge system
Invest in one source of decision-making barometer, architecture and customer insights (structured wikis, decision logs, playbooks). This directly minimises the cost and quality drift in coordination and promotes quicker onboarding.
[bookmark: _Toc222344080]5.4 Inclusive hybrid practices
Hybrid has a tendency to favour the people on-site. In order to avoid this, Aether needs to embrace the principles of one remote, all remote meeting, rotation of facilitation, and require documentation of major decisions. Such practises defend equity and membership, which contribute to motivation and retention (Ryan and Deci, 2000).
[bookmark: _Toc222344081]5.5 Capability building for AI-enabled work
Since the AI is being rapidly implemented, role-based learning paths (prompting, evaluation, data literacy, responsible AI) and safe-use governance should be part of the future of work model. According to employer surveys, AI and information processing technologies are some of the main factors that define future skills demand (WEF, 2025). Aether will be able to make AI a retention tool by providing formal upskilling and internal redeployment opportunities.
[bookmark: _Toc222344082]6. Critical evaluation: risks, trade-offs and how to manage them
This blue print is very purposefully incorporated but it has its risks which should be addressed.
Risk 1: "Innovation theatre". Without attaching decision rights and capacity to sprints and intrapreneurship, employees will be disengaged. Mitigation: pledge dedicated capacity (e.g. 10% exploration time on 5 teams identified as the most promising) and report (quarterly) results and learning.
Risk 2: Inefficiency and quality loss. The investigation may blur the concentration. According to the research on ambidexterity, firms require mechanisms to create a balance between exploration and exploitation (O'Reilly and Tushman, 2013). Mitigation: divide discovery and delivery where necessary, employ transparent guides and remain technically excellent.
Risk 3: Mistrust in psychological safety (as low accountability). Learning is facilitated by psychological safety, yet standards are still needed in performance. Mitigation: be paired with well-defined objectives, explicit measures and frequent feedback (Edmondson, 1999).
Risk 4: Hybrid fragmentation. Inadequately structured hybrid work may undermine culture and drag down innovation. Reducing the probabilities: Intensive co-location, intentional co-location, and intense documentation standards.
[bookmark: _Toc222344083]7. Implementation roadmap and measures of success
As part of a realistic implementation, sequencing and visible wins should be given priority.
Phase 1(0-6 weeks): lead in phase: agree norms about culture; having mission teams and decision guardrails; initiating standards of knowledge systems.
Phase 2 (6-12 weeks): operate two teams of missions as pilots with a governance system of the innovation pipeline; collaborate with weeks; educate the managers about the concepts of psychological safety and coaching.
Phase 3 (3-6 months): phase 3 commitment model, intrapreneurship launching, marketplace supporting internal mobility, releasing quarterly innovation and customer performance.
Phase 4 (6- 12 months): refinements in accordance with data; integrate in talent processes (hiring, onboarding, development, reward).
Key metrics should connect people and customer outcomes:
Innovation: experiment throughput, time-to-validated learning, % roadmap items backed by customer evidence.
People: voluntary turnover, engagement/psychological safety pulse scores, internal mobility rates, learning participation.
Customer: NPS/CSAT, defect rates, cycle time for issue resolution.
[bookmark: _Toc222344084]Conclusion
In the case of Aether Innovations, flat growth, turnover and falling customer satisfaction cannot be reversed through individual HR efforts. The suggested culture of disciplined innovation incorporates psychological safety, intrinsic drive, and ambidextrous building of the daily work. A change to mission-based teams, establishing a visible pipeline of innovation, and a hybrid-by-design future of work model can help Aether to reestablish engagement and performance in a manner that yields improved customer outcomes.
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LCMB7023 Component 1 Report – Part 2 Reflection (Gibbs Reflective Cycle)
Context: This reflective account evaluates my learning from developing Part 1 (Option 2), where I designed an integrated approach for building an innovation culture, aligning organisational structures, and proposing a future of work model for Aether Innovations. The reflection uses Gibbs’ (1988) reflective cycle and concludes with a forward-looking plan for staying relevant in an AI-intensive workplace.
[bookmark: _Toc222344086]1. Description
I was to suggest the way Aether Innovations can reestablish innovation and achieve better performance results due to flat growth, loss of customers, and increased turnover. I selected the Option 2, since it required a joined-up design that links culture, structures, and working styles as opposed to a detached HR intervention. I created an effective framework resulting in a balanced distribution of autonomy and accountability between the future of work perspective and an enabling performance system, incorporating psychological safety and agile cross-functional teams. I also have placed implementation considerations, including governance, roles, routines, and metrics, to ensure that the proposal could work in a 300-person technology environment.
[bookmark: _Toc222344087]2. Feelings
My confidence at the beginning was that I was sure about explaining the concepts of innovation culture but I was not sure about how to relate them to a daily operational structure. I feared that the work would end up in generic recommendations which sound reasonable but are not operationalized. Later on, I felt more at ease making clear trade-offs and how the organisation would be run properly (how the squads would be constituted, how the priorities would be established, and how the leaders would strengthen the innovation behaviours). Towards the end, I was more confident that I had created a consistent plan instead of a list of unrelated initiatives.
[bookmark: _Toc222344088]3. Evaluation
The aspects that worked well included culture and structural integration. I did not view culture as a communication campaign; I associated it with the leadership practises, team structure, decision entitlement, and learning systems. This assisted me to maintain the focus on the results that are important in the situation: quicker product iteration, greater customer worth, and better retention. The focus on measurement was another advantage. The proposal was made more believable by defining the indicators including release cadence, learning loop velocity, employee experience signals, and customer feedback metrics.
The other thing that did not work so well was the degree of certainty of some of the assumptions. The case contains high-level symptoms, but little internal data (e.g. whether turnover is centralised in certain functions or whether customer satisfaction problems are associated more with reliability, usability or service). This required me to plan on a strategic basis and suggest a diagnostic step, but also diminished my capacity to implement solutions on specific root causes.
[bookmark: _Toc222344089]4. Analysis
This assignment enhanced my skills of transitioning between theory and design. Organisations frequently fail in innovation work by requesting teams to innovate and maintaining structures that would discourage experimentation. Looking back, I can tell that the most useful measure was the creation of the behavioural and structural conditions of innovation simultaneously: psychological safety and clear learning expectations, coupled with cross-functional teaming, empowered product ownership, and disciplined prioritisation.
I also understood that the term future of work does not refer mainly to remote or even hybrid arrangements; it is rather concerned with how work is organised, flows of information, and accountability in the case of distributed teams. The rhythms that develop predictability in flexibility and performance to achieve autonomy without producing drifting efficiencies can be viewed as the reinforcement of the connection I made between the idea of flexibility and the concept of performance in my proposal.
One of the lessons is that there should be a balance between exploration and execution as part of innovation. Excessive control may suffocate new ideas; the lack of it may lead to the work being broken into bits and quality problems that are detrimental to customers. As such, I adopted a twin-pronged focus where I could experiment using time and budget on discovery and safeguard reliability using standards, common engineering, and clear product governance.
Lastly, I learned to be more conscious of the position of leaders as system designers. Rather than viewing leadership as a way of motivating staff, I viewed leadership behaviour as a way of norm making: how leaders react to failure, how they distribute resources, how they reward teamwork, and how they role-model learning. The viewpoint enabled me to develop a more realistic sustainability plan of innovation in an expanding technology company.
[bookmark: _Toc222344090]5. Conclusion
In general, I became more competent in developing an integrated organisational design argument. The greatest change in my practise so far is that I currently begin with operating model (how work will be done) and then align the HR and leadership practises to it. Repeating the task would help me reinforce the diagnostic base because I would clearly state what data I would initially gather (such as customer journey pain points, turnover causes, bottlenecks in the cycle time, and engagement drivers) and present how the design would be changed depending on the results of the first part.
[bookmark: _Toc222344091]6. Action Plan
To expand on this learning, I will do the following within the next 8-12 weeks:
· Enhance evidence base: To increase the accuracy of my design decisions, I will consult an expert collection of scholarly and practitioner materials on innovation systems, team effectiveness, and distributed work.
· Diagnostic skill: I will be training on the conversion of organisational symptoms into testable hypotheses and data requirements, such as how to triangulate the findings of people analytics, customer measures and qualitative results.
· Enhance implementation thinking: I will develop implementation map which defines owners, timelines, communication, and change risk of key interventions (such as squad formation, leadership routines, and performance alignment).
· Enhance measurement discipline: I will create a tiny dashboard template, which will connect employee experience measures to operational measures (cycle time, defect rates), and customer outcomes (NPS or similar), to enable an iterative process of improvement.
These will enable me to create future work which is not only strategic but also viable within the actual organisational limitations.
[bookmark: _Toc222344092]7. Staying Relevant in an AI-Intensive Workplace
Taking control of AI outputs, assessing, and interpreting them is a safest long-term role in an AI-intensive workplace, where domain judgement is also still necessary. Instead of competing with automation in speed, I will concentrate on the aspects of work where human responsibility will be central to defining the right problem, making value and risk trade-offs and being ethical, legal and aligned to organisational goals.
In practise, I will become an AI fluent person on three levels. To start with, I will get acquainted with prompt and workflow design to be able to employ AI tools to speed up research, drafting, and analysis without compromising on quality control. Second, I will enhance assessment capabilities: examining the assertion with reference to primary sources, verifying figures, identifying bias, and recording assumptions in a such way that an artificial intelligence work is verifiable. The third step would be to develop the ability to integrate by converting the insights provided by AI into actionable steps that can be taken by teams based on clear priorities, roles, and measures.
I will present myself as a conscientious facilitator of technologically facilitated work to prevent being ousted. This will involve applying AI to eliminate the ordinary labour and enhance the quality of outputs by employing critical thinking, communication with stakeholders, and change leadership. To ensure that I maintain my employability, I will enhance the skills that AI will increase but not replace: facilitation, coaching, negotiation, and systems thinking.
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