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[bookmark: _Toc224827844]Introduction
Aether Innovations (Aether) is a growing IT company with 300 employees. Despite its fast-growing potential, the company is currently facing high staff turnover leading to declining customer satisfaction and flat growth. Evidence outlined some of the commonest causes of high staff turnover in the IT companies, including excessive workloads, lack of growth opportunity, unsupportive company culture, poor employee engagement, unclearly defined roles, micromanagement, toxic leadership and inflexible wok structures amongst others (Paraskeeva, 2023). This report aims to develop an integrated HR strategy to rebuild engagement, drive innovations, and organizational performance. It shall apply relevant HRM theory to diagnose the core issues and develop actionable strategies to help rebuild the company’s performance, increase staff retention and enhance customer satisfaction. 












[bookmark: _Toc224827845]Part 1: Building a Culture of Innovation & Future Work Practices
a. [bookmark: _Toc224827846]Evaluating the current practices in organisational culture and work practices among Tech Companies 
The tech companies have evolved as one of the leading industries globally (Noopur & Burman, 2021). Their organisational culture and HR practices are complex, such that the internal work practices commonly influences declining service quality and high employee turnover, even while they lead in innovative solutions (Paraskeeva, 2023). That is to say, in spite of their success and growth, tech companies face a common problem, which is high staff attrition (Armstrong and Taylor, 2023). Staff turnover has numerous definitions. It is defined by Memon et al (2020) as the percentage of staff that either leaves or wants to leave their workplace. 
This complexity among the tech companies is analysed using the following HRM theories 
Herzberg’s Two-Factor Theory (Motivation-Hygiene)
[image: ]
Figure 1: Herzberg’s Two-Factor Theory (Herzberg, 1959)
As demonstrated in figure 1, this theory provides distinction between the hygiene factors such as base wage, salary, working conditions etc which may cause job dissatisfaction when not available. On the other hand, Motivators such as recognition, personal growth, achievement and the work itself drive job satisfaction when present (Armstrong and Taylor, 2023).
Using the Hertzberg theory, evidence suggests that most tech companies often focus on hygiene factors like base salary, perks, working conditions and other pay, while giving low considerations to the satisfiers or the motivating factors such as the personal growth and career development opportunities, recognition, achievement of the employees and the work itself (Paraskeeva, 2023). For example, not providing the Aether’s technical professionals with growth opportunity to become a manager may cause job dissatisfaction and employee turnover.
The Social exchange theory
The social exchange theory argued that social behaviour aims to increase benefits like status, love, money, organisational supports and rewards, and to decrease costs such as conflicts, time, and efforts (Alfes et al., 2023). By implication, Tech professionals, like any other employees, see the employment as a process of social exchange, where they trade efforts for personal growth opportunity, money, career development, status etc. Nevertheless, evidence suggests that these have been disrupted by contemporary tech organizations with modern HR practices leading to emotional exhaustion, excessive workloads and service inconsistency (Araki & Rappleye, 2024). 
When the social exchange demands are not met, employees, often lose motivation and job satisfaction thereby contributing to increased employee turnover as they no longer feel the supports, care and benefits of the organization oin by their own subconscious cost-benefit analysis (Bloom et al., 2024). 
This position aligns with the findings on the most causes of high staff turnover in tech companies. According to Paraskeeva (2023), the main causes of high employee turnover in tech companies include low salary, lack of career opportunities & advancement, lack of praise and lack of sense of belonging. Similarly, the Return-to-Office (RTO) mandates practices by tech companies like Meta and Amazon enforcing mandatory office attendance undermined flexibility wok arrangements (Bloom et al., 2023). Many employees may have perceived his as a breach of their psychological contract and lack of value for their work-life balance. 
b. [bookmark: _Toc224827847]Recommendation of  cultural and structural initiatives for Aether Innovations
The following structural and cultural recommendations will help to Aether to tackle the problems of high staff turnover, and deal with declining customer satisfaction and flat growth concerns. 
1. [bookmark: _Toc224827848]Implement Exit Interviews
The corporate culture should integrate exit interviews with the purpose of identifying the reasons why they are leaving, areas where improvements have to made, seek their opinion for way forward and be able to determine what is still missing within the organisation that could enhance staff motivation, job satisfaction and retention. This aligns with Armstrong and Taylor’s (2023) argument that exit interview is an effective tool for organisational development, which are created to gain honest feedback from the outgoing employees to understand the reason why they are leaving. Aether should act on the findings to build a better workplace and reduce the staff turnover rate. 
2. [bookmark: _Toc224827849]Redefine and implement transparent career pathways
According to the Hertzberg theory, personal growth and career development opportunities are motivators that can create job satisfaction hence retention for the employees. Nevertheless, while the tech companies may be innovative and record high growth, they commonly offer perks, financial rewards with little career development and personal opportunity which was identified as one of the causes of common retention problems (Paraskeeva, 2023). This problem should be tackled through implementing transparent career pathways that will drive the employees from just jobs security but also personal growth and career advancement opportunity, thereby promoting organizational citizenship and retention (Armstrong and Taylor, 2023). Aether should move from a rigid career path to a more flexible career advancement pathway that is supported with learning, mentorship continuous professional development. 



3. [bookmark: _Toc224827850]Implement flexible work models 
Implementing flexible work arrangements will also help to increase the tech company’s staff retention and promote work-life balance. Evidence showed that hybrid work models comprising both the remote and in-office models promote employee retention, ranking higher than salary (which is a hygiene factor) and helping to lower staff turnover in tech companies by up to 33% as at 2025 (Nicholas et al., 2024). Moreover, flexible work arrangement will also help Aether Innovations to enhance the overall employee participation and improved performance, team dynamics and innovations (Goldin 2022).
c. [bookmark: _Toc224827851]Propose a future of Work model that supports collaboration and creativity
Hybrid AI-Augmented flexibility Model
The suggested future of work model for Aether Innovations is a Hybrid AI-Augmented Model which transcend beyond the ordinary office against the remote model. In other words, the model promotes smart work by fostering collaboration between humans and machines. It will also ensure intentional flexible work arrangement where employees have a say on where, when and how they work better with highest productivity. According to Armstrong and Taylor (2023), flexibility allows employees to be more productive, become more committed and creative. Within this hybrid model, Aether’s employees would be allowed to innovate and collaborate during the office days. On the other hand, the remote work should be designed to supports the employees to maintain strong focus. This hybrid model will enable Aether to improve employee engagement and enhance outcome-based performance (Thompson, 2025). 
Furthermore, this model will enable Aether’s Innovations to promote work-life balance, foster mental health and the overall wellbeing of the employees. This promotes an organisational culture that prioritises staff well-being other than just perks. According to Thompson (2025), emotional well-being is perceived as a driver of staff retention and productivity, with the argument that emotionally resilient employees build resilient organisation.
Finally, adopting the hybrid AI-Augmented model will enable Aethers to recruit talents from across the world, being able to access diverse talent pool and greater reach for talents that are fit for the organisation (Thompson, 2025). Furthermore, hybrid AI-powered flexibility work arrangement will also promote 24/7 innovation cycle based on the freedom, virtual team-building and flexibility it offers and subsequently staff retention through better job satisfaction (Gregory, 2023).   
d. [bookmark: _Toc224827852]How the new approach would motivate and enable Aetheter Innovation staff to perform optimally
Improved intrinsic motivation
AI-supported work model for tech companies would support evolving psychological contract, helping to inspire employees’ job satisfaction and expectations (Armstrong and Taylor, 2023). For instance, this model helps employees to meet their needs for independence and allows more discretionary behaviour. It also helps to enhance organisational trust, openness, improved creativity and innovative behaviour (Malik et al., 2023). This aligns with the social exchange theory where the employees reciprocate freedom to work and flexibility with better performance, creativity and organisational citizenship. 
Better employee engagement  
 The new approach will help to improve employee engagement by personalising talent development and communication rather than the old-fashioned one size fits all method. According to Armstrong and Taylor (2023), hybrid AI-driven flexible work promotes personalised learning that keeps employees engaged by helping to improve skills and fill gaps where needed. 
Performance improvement 
The new AI-augmented model will enable Aether Innovations to empower its digital workspace particularly in the tech companies whereby staff can access and provide real-time data insights through the AI-augmented wok model (Wang and Chuang, 2024). 
[bookmark: _Toc224827853]Part 2: Personal Reflection
[bookmark: _Toc224827854]Introduction
My journey in this module – human capital management - is evaluated by this personal reflection. The module explores the traditional and contemporary approaches for driving and optimising employees’ engagement, motivation, value, productivity and performances. The Gibbs’ Reflective Cycle (1988) is the adopted framework for completing my personal reflection comprising the description, feelings, evaluation, analysis, conclusion and action plan. 
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Figure 1: Gibbs Reflective Cycle (Gibbs, 1988)
1. Description
In this human capital management module, involved a strategic approach to valuing, managing and treating employees the most important asset of the organisation, rather than just any other organisational resources. It also combines technology, theories and other HR functions to maximise personnel productivity and performance. In line with the Resource-Based View (RBV) theory, this module argued that the human capital is greatest source of competitive advantage, helping to sustain competitive advantage and meeting the organisational goals. Similarly, I explored he human capital theory which maintained that human resource development, including training and development should be viewed as investment rather than cost as knowledge  and skills appreciate with time and capture returns for organisations in terms of improved earnings and productivity in the future (Armstrong and Taylor, 2023). Thus, I have been able to improve my knowledge and understanding about the strategic approaches to managing employees in contemporary organisation or the realisation of the corporate goals.  
2. Feelings
At start, I was puzzled about the costs implications of training and development, as well as why human capital management is essential for staff retention, performance and competitive advantage. However, as I progressed in the module, I had the understanding that treating the HR as an asset rather than costs, supporting the learning and development and ensuring work-life balance through flexible work arrangement help to increase job satisfaction, motivation, productivity and build trusts. Evidence also supported human capital as assets, viewing learning and development as one of the critical drivers of sustained competitive advantage as it increases organisational productivity and performance (Torrington et al., 2020). 
3. Evaluation
One of the most positive aspects of this module was the understanding human capital management not just as an administrative function but also as a valuable asset and strategic factor for achieve competitive advantage. The tutor and learning materials supported my learning journey through real world examples aiding my knowledge and strategic understanding human capital management to go beyond just recruiting, monitoring and firing but also involving total rewards system, performance management, talent management and human-centric approach that is aided by technological advancement such as the AI and remote working. Secondly, I learned that hybrid AI-embedded flexible work arrangement is one of the effective work models that can help eliminate one-size-fits-all approach to training and working. This is because, this model facilitates personalisation, allowing the knowledge and skill gaps of individual to be met through tailored learning and development, while also increasing productivity, reduce stress from workloads and promote work-life balance (Armstrong and Taylor, 2023). 
4. Analysis
As argued by the human capital theory, investing in the training, learning and development of employees is a source of sustained competitive advantage rather than just cost, as it helps to increase their productivity and performance (Becker, 1964, Torrington et al., 2020). Similarly, lack of career progression and advancement opportunity can contribute to employee dissatisfaction and staff attrition (Armstrong Taylor, 2023). In other words, while financial rewards are crucial for attracting and motivating employees, a total reward system is more effective in achieving staff retention and inspiring them to reach their highest potentials. I also understood that motivated employees help to build a successful and resilient organization where the expectations of all stakeholders including the customers are satisfied. Furthermore, metrics of the learner satisfaction is not enough but also the actual transfer of what was learned to the organization as well as the ultimate impacts on the overall organizational outcomes. This aligns with the Training Needs Analysis (TNA) model which argued that learning should not just be measured based on the learning but also for the ability to transfer the learning and its impacts on the business results (Kirkpatrick, 1994). 
5. Conclusion 
On the whole, taking this module has helped to improve my understanding on the importance of increasing own learning and development and applying new learning to help achieve organisation goals and performance. I have also learned that human capital is the most critical asset of an organisation which can serve as a source of competitive advantage if well-managed and supported with relevant learning and development and career advancement opportunities. I learned that technological integration plays important role in shifting the paradigm of work model, where learning and development can be personalised to ensure optimal results and performance. 

6. Action Plan
In the future, I will apply this learning into my practice either as an employee or as an employer. I will continually engage in learning and development opportunities particularly in areas where there are gaps in my knowledge and skills. For instance, as this report has proposed AI-augmented flexible work model, trainings on AI, augmented and virtual realities is crucial for me as this will be relevant in ensuring effective virtual team collaboration and automation of repetitive tasks, which will not only increase speed but also increase productivity and performance. Moreover, as an employer, I will promote work-life balance through a flexible work arrangement that ensures that employees have time for life outside work without compromising performance or face excessive workloads. 
[bookmark: _Toc224827855]B. Using AI to assist my work, without having AI replacing me
While there has been arguments suggesting that AI has come to replace the employees and render many jobless, I have different opinion and position as regards the increasing use and adoption of AI. For me, I see AI as a tool that should be leveraged to increase my productivity, lessen burdens and save time.
In my opinion, the position that AI will replace me with increasing use antagonises the human capital concepts that perceived employees as assets rather than liabilities or costs. For instance, human capital maintains that the individual health, skills, education and expertise are essential for enhancing employees’ productivity and performance (Torrington et al., 2020). That is to say, developing AI skills, education and expertise will bolster my productivity and performance rather than taking my job making me to be less productive. 
Nevertheless, while my position stands, I understand that obsolete skills or lack of continual professional development could render me less productive and losing employment where one is unable to meet its job roles and expectations, or unable to cope with the growing technological advancements. 
Furthermore, while AI can be leveraged to generate unbiased, accurate and updated data, humans can use such data in line with the organisation policies and values to make informed decisions that will improve productivity, performance and customer satisfaction. 
Overall, increasing use of AI in generating data or supporting my decision making, cannot threaten my job, but will rather improve my productivity and performance. However, my skill-set has to be continually developed to be able to learn, apply and help the organisation to improve performance and productivity.
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