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​Part 1: Option 2 – Building a Culture of Innovation & Future Work Practices​
​Examine the current practices in culture and work among the tech companies​​The culture of​

​innovation, agility, and performance-focused work practices is also a common  feature of​

​contemporary technology companies, although it is also possible to identify the tension  between​

​flexibility and pressure in them. The promotion of innovation-related culture in which​

​experimentation, quick and swift problem-solving, and continuous learning are stimulated is also​

​a prominent characteristic (Shea et al. 2023). Agile work arrangements, cross-functional teams,​

​and flat hierarchies are some of the arrangements assumed by many firms to speed up decisions​

​and product development. The practices are in line with Strategic Human Resource Management​

​under which organization culture is planned in advance to facilitate business strategy, especially​

​in the rapidly changing digital markets.​



​Simultaneously,​ ​technology​ ​firms​ ​put​ ​a​ ​high​ ​value​ ​on​ ​talent​ ​management​ ​and​ ​retention​ ​by​

​providing​​remuneration​​packages​​that​​are​​competitive,​​work-life​​balance,​​and​​career​​development​

​opportunities.​ ​Remote​ ​work​ ​and​ ​hybrid​ ​models,​ ​which​ ​increased​ ​dramatically​ ​following​ ​the​

​global​ ​pandemic,​​have​​become​​the​​norm,​​and​​allow​​companies​​to​​tap​​into​​talent​​pools​​around​​the​

​world​ ​and​ ​improve​​the​​self-determination​​of​​employees​​(Sun​​et​​al.​​2024).​​Flexibility​​is​​usually​

​positioned​ ​as​ ​a​ ​positive,​ ​it​ ​may​ ​blur​ ​the​ ​work-life​ ​boundaries​ ​and​ ​become​ ​a​ ​contributor​ ​to​

​burnout,​ ​particularly​ ​in​ ​high-performance​ ​workplaces​ ​where​ ​employees​ ​are​ ​under​ ​a​ ​constant​

​deadline​​and​​pressure​​to​ ​be​​innovative.​​The​​dependence​​on​​data-based​​performance​​management​

​systems​ ​is​ ​another​ ​characteristic​ ​feature​​as​​the​​enhancements​​of​​the​​employee​​performance​​are​

​tracked​ ​using​​such​ ​measurable​​outputs​​as​​productivity​​rates,​​the​​rate​​of​​project​​completion,​​and​

​customer impact  levels.​

​This​​is​​the​​version​​of​​the​​Ability​​-Motivation-Opportunity​​(AMO)​​theory​​since​​organizations​​are​

​trying​ ​to​ ​improve​ ​performance​ ​by​ ​improving​ ​their​ ​employee​ ​abilities,​ ​motivating​ ​them​ ​with​

​rewards,​​and​​giving​​them​​a​​chance​​to​​contribute​​to​​decision​​making​​(Khan​​et​​al.​​2022).​​In​​spite​​of​

​such​ ​progressive​ ​practices,​ ​staffing​ ​and​ ​retaining​ ​employees,​ ​as​ ​well​ ​as​ ​organizational​

​commitment,​​are​​also​​challenges​​in​​many​​technology​​firms.​​The​​fact​​that​​there​​is​​stiff​​competition​

​on​ ​skilled​ ​professionals​ ​and​ ​the​ ​changing​ ​employees’​ ​expectations​ ​in​ ​terms​ ​of​ ​purpose,​

​well-being​​and​​career​​growth​​is​​typical​​of​​high​​turnover.​​Inclusive​​and​​collaborative​​cultures​​are​

​often​ ​encouraged​ ​in​​companies,​​the​​high​​pace​​of​​growth​​can​​cause​​communication​​breakdown,​

​role​ ​confusion,​ ​and​ ​poor​​psychological​​contracts​​between​​employees​​and​​employers​​(Lee​​et​​al.​

​2022).​
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​The​ ​internal​ ​work​ ​culture​ ​is​ ​also​ ​increasingly​ ​associated​ ​with​ ​customer​ ​experience​​because​​the​

​disengaged​​employees​​can​​adversely​​affect​​the​​quality​​of​​the​​delivered​​services​​and​​the​​results​​of​

​innovation.​

​Recommend cultural and structural initiatives that embed innovation​ ​The cultural and​

​structural programs should be designed in a way that provides the environment  of​

​experimentation, collaboration, and constant learning to achieve sustainability in the process of​

​embedding innovation in Aether Innovations. To begin with, the innovation sprints must be​

​institutionalized as a routine work practice, and not a one-time event of the organization (Jaganjac​

​et al. 2025). Problem-solving cycles of employees operating across functions but in short, time​



​bound cycles may increase the speed of idea generation and its testing, and lower the risk of​

​failure.  Incorporating innovation sprints in the quarterly business planning would be an​

​indication of  leadership action and a focus of creative activity in strategic priorities.​

​This​ ​initiative​ ​espouses​ ​an​ ​experimentation​ ​culture​ ​that​ ​is​ ​aligned​ ​with​ ​Learning​ ​Organization​

​theory,​​where​​employees​​are​​able​​to​​test​​ideas,​​learn​​through​​results​​as​​well​​as​​perfect​​solutions.​

​To​ ​supplement​ ​this​ ​strategy,​ ​Aether​ ​Innovations​ ​must​ ​launch​ ​a​ ​successful​ ​intrapreneurship​

​program​ ​where​ ​employees​ ​are​ ​given​ ​the​ ​ability​ ​to​ ​present,​ ​create,​ ​and​ ​sell​ ​a​ ​new​ ​product​ ​or​

​process​ ​enhancement​ ​(Zemlyak​ ​et​ ​al.​ ​2023).​ ​Mentorship,​ ​special​ ​time​ ​and​ ​seed​ ​funding​ ​of​

​initiatives​ ​by​ ​employees​ ​enhance​ ​psychological​ ​ownership​ ​and​ ​intrinsic​ ​motivation,​ ​which​​are​

​consistent​ ​with​ ​the​ ​Self-Determination​ ​Theory​ ​and​ ​the​ ​Ability,​ ​Motivation​ ​and​ ​Opportunity​

​framework​ ​(AMO).​ ​These​ ​programs​ ​are​ ​also​ ​useful​ ​in​ ​retaining​ ​the​ ​high​​potential​​talent​​since​

​they provide the  meaningful career growth opportunities within the organization and not outside.​

​Structurally,​ ​the​ ​company​ ​ought​ ​to​ ​shift​ ​away​ ​the​ ​siloed​ ​departmental​ ​operation​ ​into​ ​cross​

​functional​​innovation​​teams​​that​​will​​incorporate​​the​​skills​​of​​engineering,​​design,​​marketing,​​and​

​customer​​support.​​These​​groups​​are​​able​​to​​deal​​with​​the​​customer​​issues​​in​​a​​holistic​​manner​​and​

​lessen​ ​communication​ ​barriers​ ​that​ ​tend​ ​to​ ​slow​ ​down​ ​product​ ​development​ ​in​ ​emerging​

​technology​​companies​​(Sibhensana,​​2023).​​Cross-functional​​cooperation​​promotes​​the​​knowledge​

​sharing​​and​​decision​​quality,​​which​​can​​be​​used​​to​​serve​​the​​concepts​​of​​High-Performance​​Work​

​Systems.​ ​In​ ​order​ ​to​ ​strengthen​ ​this​ ​framework,​ ​the​ ​leadership​ ​ought​ ​to​ ​adopt​ ​innovation​

​governance​ ​systems,​ ​including​ ​an​ ​innovation​ ​steering​ ​committee​ ​that​ ​manages​ ​the​ ​review​ ​of​

​ideas,​ ​resources,​​and​​the​​outputs.​​Respectable​​governance​​will​​ensure​​that​​the​​innovation​​is​​not​​a​

​whimsical​ ​affair​ ​but​ ​a​ ​planned​ ​and​ ​even​ ​coordinated​ ​affair​ ​with​ ​organizational​ ​goals​​(Adhikari​

​and​
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​Shrestha,​ ​2023).​ ​Also,​ ​Aether​ ​Innovations​ ​ought​ ​to​ ​incorporate​ ​innovation​ ​in​ ​performance​

​management​ ​by​ ​rewarding​ ​learning​ ​behaviours,​ ​collaboration,​ ​and​ ​experimentation​ ​instead​ ​of​

​concentrating​ ​on​ ​the​ ​short-term​ ​measures​​of​​output.​​Innovation-based​​recognition​​programs​​can​

​be used to reinforce desired culture through innovation in creative problem-solving and customer​

​impact innovations.​

​Propose a Future of Work model that supports collaboration and creativity.​​A well-designed​

​hybrid Future of Work model must be used to combine the flexibility of remote  work with a​



​deliberate face-to-face collaboration to support collaboration and creativity at Aether​

​Innovations. This will be consistent with the principle of task environment fit as the workplace​

​environment will be conducive to the nature of cognitive and social activity needed (Ambos,​

​2022). In the case of a 300-person technology company that faces turnover and a loss of interest,​

​a hybrid model with predictability would allow increasing employee autonomy and enhance​

​social  bond and sense of purpose.​

​The​ ​model​ ​must​ ​be​ ​structured​ ​around​ ​the​​rhythm​​of​​collaboration​​instead​​of​​obligatory​​rules​​of​

​attendance.​​The​​teams​​might​​choose​​two​​anchor​​days​​every​​week,​​during​​which​​they​​would​​work​

​together​ ​in​ ​person,​ ​with​ ​innovation​ ​sprints,​ ​cross-functional​ ​meetings,​ ​and​ ​knowledge-sharing​

​workshops.​ ​Remote​ ​days​ ​would​ ​be​ ​focused​ ​on​ ​profound​ ​work,​ ​learning,​ ​and​ ​working​ ​on​ ​the​

​project​ ​(Carroll​ ​et​ ​al.​ ​2023).​ ​Such​ ​a​ ​rhythm​ ​is​ ​flexible​ ​and​ ​coordinated,​ ​which​ ​minimizes​ ​the​

​communication​ ​gaps​ ​that​ ​frequently​ ​occur​ ​in​ ​a​ ​100%​ ​remote​​environment.​​This​​model​​requires​

​the​ ​support​​of​​digital​​collaboration​​infrastructure.​​The​​information​​accessibility​​and​​transparency​

​of  the organization enhances the collective intelligence and facilitates an ongoing innovation.​

​In​ ​order​ ​to​ ​develop​ ​creativity​ ​further,​ ​the​ ​Future​ ​of​ ​Work​ ​model​ ​must​ ​include​ ​the​ ​virtual​

​innovation​ ​spaces​​where​​employees​​representing​​different​​functions​​can​​share​​their​​ideas,​​attend​

​brainstorming​ ​forums,​ ​and​ ​cooperate​ ​to​ ​develop​ ​experimental​ ​projects.​ ​Such​ ​online​ ​platforms​

​encourage​​inclusivity​​due​​to​​the​​ability​​of​​employees​​to​​make​​their​​contributions.​​The​​practices​​in​

​leadership​ ​should​ ​also​ ​change​ ​in​ ​order​ ​to​ ​enable​ ​hybrid​ ​work​ ​to​ ​be​​effective​​(Muralidhar​​et​​al.​

​2024).​ ​Managers​ ​are​ ​to​ ​be​ ​trained​ ​on​ ​performance​ ​management​​which​​is​​outcome​​based​​where​

​they​​aim​​at​​delivery​​of​​results​​as​​well​​as​​collaboration​​quality​​and​​learning​​behaviours​​instead​​of​

​physical​ ​presence.​ ​This​ ​change​ ​would​ ​strengthen​ ​the​ ​trust​ ​and​ ​fit​ ​within​ ​the​ ​contemporary​

​principles of a High-Performance Work System.​

​Demonstrate how the new approach would motivate and enable staff to perform optimally.​
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​The​ ​proposed​ ​integrated​ ​human​ ​capital​​strategy​​at​​the​​Aether​​Innovations​​would​​encourage​​and​

​empower​ ​the​ ​employees​ ​to​ ​deliver​ ​their​ ​best​ ​through​ ​aligning​ ​the​ ​capability​ ​development,​

​performance​ ​systems​ ​and​ ​work​ ​design​ ​with​​the​​definite​​organizational​​objectives.​​To​​start​​with,​

​competency-based​​recruitment,​​ongoing​​learning​​and​​career​​development​​paths​​are​​enhanced,​​and​

​this​ ​enhances​ ​the​ ​ability​ ​of​ ​the​ ​employees​ ​to​ ​perform​ ​on​ ​a​​high​​level​​(Bristol-Alagbariya​​et​​al.​

​2022).​​Provided​​that​​the​​staff​​is​​provided​​with​​appropriate​​technical​​and​​collaborative​​skills​​they​



​feel​​confident​​and​​clearer​​in​​their​​roles,​​which​​lead​​to​​increased​​productivity​​and​​innovativeness.​

​This​​type​​of​​human​​capital​​investment​​is​​an​​indicator​​of​​organizational​​interest​​in​​the​​success​​of​

​its​ ​employees,​ ​as​ ​it​ ​is​ ​a​ ​factor​ ​that​ ​reinforces​ ​the​ ​psychological​ ​contract​ ​and​ ​enhances​

​organizational commitment.​

​Second,​ ​the​ ​reformulated​ ​performance​ ​management​ ​and​ ​reward​ ​systems​ ​increase​ ​motivation​

​among​ ​employees​ ​by​ ​connecting​​their​​contribution​​individually​​as​​well​​as​​in​​groups​​to​​business​

​and​​customer​​results.​​One​​can​​guarantee​​constant​​feedback,​​coaching-based​​leadership​​and​​clear​

​performance​ ​metrics​ ​which​ ​help​ ​employees​ ​know​ ​what​ ​is​ ​expected​ ​and​ ​guide​ ​them​ ​to​ ​become​

​better​​(Deng​​et​​al.​​2023).​​When​​the​​employees​​feel​​that​​effort​​is​​rewarded​​with​​valued​​results​​and​

​that​ ​the​ ​rewards​ ​are​ ​allocated​ ​in​ ​an​ ​equitable​ ​manner​ ​then​ ​it​ ​is​ ​more​ ​possible​​to​​maintain​​high​

​levels​ ​of​ ​engagement​ ​and​ ​discretional​ ​effort.​ ​Intrinsic​ ​motivation​​can​​also​​be​​enhanced​​through​

​recognition​​programs​​and​​intrapreneurship​​opportunities,​​since​​they​​offer​​autonomy,​​mastery​​and​

​purpose.​

​Third,​​cross-functional​​structures​​and​​the​​hybrid​​Future​​of​​Work​​model​​provide​​employees​​with​​a​

​greater​ ​opportunity​ ​to​ ​lead​ ​and​ ​have​ ​a​ ​meaningful​ ​contribution.​ ​The​ ​organization​ ​allows​

​employees​​to​​share​​ideas,​​involve​​them​​in​​the​​decision-making​​process​​and​​test​​new​​solutions​​by​

​offering​ ​them​ ​flexible​ ​work,​ ​and​ ​creating​ ​psychologically​ ​safe​ ​collaboration​ ​spaces​ ​(Jia​ ​et​ ​al.​

​2024).​ ​Sprint​ ​cycles​ ​of​ ​innovation​ ​and​ ​forums​ ​where​ ​employees​ ​and​ ​leadership​ ​participate​

​together​ ​make​​sure​​that​​employees​​not​​only​​are​​able​​and​​highly​​motivated,​​but​​are​​also​​involved​

​in​ ​the​ ​actual​ ​creation​ ​of​ ​organizational​ ​outcomes.​ ​Moreover,​ ​the​ ​new​ ​practice​ ​supports​ ​a​

​conducive​ ​organizational​ ​culture​ ​that​ ​is​ ​full​ ​of​ ​trust,​ ​open​ ​communication​ ​and​ ​continuous​

​improvement.​

​Part 2: Write a reflection​
​Reflection​

​The learning process during this module has offered me an important background in learning how​

​the human capital practices influence organizational performance and innovations. With the help​
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​of Gibbs Reflective Cycle, I will be able to explore how my experiences, knowledge, and future​

​plans have equipped me with the ability to design effective Learning and Development (L&D)​

​strategies on my part and develop my growth mindset and innovative thinking.​​Description:​​In​

​the start of the module, my perception of Human Resource Management was very  functional​



​with a view of recruitment, training and performance evaluation as isolated functions  (Okatta et​

​al. 2024). The discussions of cases and the practical assignments, such as the analysis  of​

​organizational issues and the suggestion of the integrated HR solutions, provided an opportunity​

​to observe the role of culture, leadership, and work design in innovation and employee​

​involvement.​

​Feelings:​​First, I experienced difficulty in merging​​theory and practice especially in the process​

​of converting abstract models into practical solutions in organizations. Nevertheless, the more I​

​read the content, the more I became confident in the ability to apply the HRM concepts to the​

​complicated business situations. I also started to explore my own learning behaviours and to​

​identify areas in which I would like not to risk or be uncertain. This understanding has​

​encouraged  me to be more proactive in my learning process and to see difficulties as a chance to​

​learn and  grow and not as challenges.​

​Evaluation:​​One​​of​​the​​most​​important​​learning​​strengths​​was​​the​​significance​​of​​critical​​thinking​

​and​ ​practical​ ​use.​ ​The​ ​way​ ​the​​HR​​practices​​have​​affected​​innovation​​and​​performance​​allowed​

​me​ ​to​ ​value​​the​​importance​​of​​learning​​and​​development​​in​​organizational​​success​​as​​a​​strategic​

​component.​ ​Nevertheless,​ ​I​ ​also​ ​realized​ ​that​ ​there​ ​was​ ​one​ ​weakness​ ​in​ ​my​ ​former​ ​way​ ​of​

​learning​ ​that​ ​was​ ​usually​ ​centered​ ​on​ ​gaining​ ​knowledge​ ​instead​ ​of​ ​dynamically​ ​testing​ ​new​

​concepts​ ​(Aydın​​et​​al.​​2025).​​The​​given​​module​​made​​me​​aware​​that​​innovation​​needs​​not​​only​

​knowledge​ ​but​ ​curiosity​ ​and​ ​reflection,​ ​as​ ​well​ ​as​ ​readiness​ ​to​ ​experiment​​with​​new​​methods.​

​This​ ​understanding​ ​has​ ​motivated​ ​me​ ​to​ ​take​​learning​​as​​a​​continuous​​and​​dynamic​​activity​​as​

​opposed  to a single one.​

​Analysis:​​The​​module​​has​​revealed​​that​​the​​culture​​of​​innovation​​can​​be​​developed​​starting​​with​

​personal​ ​learning​ ​behaviour.​ ​The​ ​concept​ ​of​ ​growth​ ​mindset​ ​implies​ ​that​ ​abilities​ ​could​ ​be​

​acquired​​with​​the​​help​​of​​efforts,​​feedback​​and​​persistence.​​To​​apply​​this​​concept​​to​​my​​personal​

​growth,​ ​I​ ​would​ ​have​ ​to​ ​prepare​ ​to​ ​develop​ ​innovative​ ​capability​ ​through​ ​continuous​ ​learning,​

​reflection​​and​​experimentation.​​The​​AMO​​framework​​also​​offers​​a​​valuable​​perspective​​by​​which​

​I​ ​would​ ​design​ ​my​ ​personal​ ​approach​ ​to​ ​L&D​ ​(Bos‐Nehles​ ​et​ ​al.​ ​2023).​ ​I​ ​need​ ​to​ ​be​ ​more​

​proactive​
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​in the opportunities that would enable me to acquire not only technical knowledge but also​

​creative  problem-solving skills to develop my ability.​



​Conclusion:​​Considering​​this​​module,​​I​​have​​acquired​​a​​better​​insight​​into​​how​​strategic​​learning​

​can​​help​​in​​innovation​​and​​performance.​​The​​experience​​has​​changed​​my​​view​​on​​development​​as​

​a​ ​necessity​ ​to​ ​development​ ​as​ ​a​ ​strategic​ ​bet​ ​on​ ​my​ ​future​ ​potential.​ ​I​ ​have​ ​also​ ​come​ ​to​

​understand​ ​that​ ​innovation​ ​is​ ​encouraged​ ​by​ ​lifelong​ ​learning,​ ​being​ ​open​ ​to​ ​criticism,​ ​and​

​readiness to break  assumptions.​

​Action​ ​Plan:​ ​In​ ​the​ ​future,​ ​I​​will​​use​​multiple​​Learning​​and​​Development​​initiatives​​in​​order​​to​

​foster​​innovation​​and​​growth.​​To​​start​​with,​​I​​will​​embrace​​a​​perpetual​​learning​​process​​whereby​​I​

​will​​be​​exposed​​to​​professional​​materials,​​case​​studies​​on​​the​​industry,​​as​​well​​as​​courses​​based​​on​

​skills​​that​​are​​relevant​​in​​the​​management​​of​​human​​capital​​(Waseem​​et​​al.​​2025).​​Second,​​I​​will​

​apply​ ​reflective​​learning​​by​​assessing​​my​​experiences​​on​​a​​regular​​basis​​and​​determining​​what​​I​

​need​​to​​improve​​on,​​which​​is​​in​​line​​with​​the​​Gibbs​​model.​​Third,​​I​​will​​be​​a​​proactive​​worker​​in​

​team​ ​or​ ​collaborative​ ​set-ups,​ ​including​ ​group​ ​discussion​ ​and​ ​knowledge​ ​sharing​ ​activities,​ ​to​

​become more creative and open minded.​

​AI impact and conceptualization​

​Since​​artificial​​intelligence​​is​​changing​​the​​nature​​of​​work,​​I​​understand​​that​​to​​remain​​relevant,​

​continuous​ ​learning,​ ​flexibility,​ ​and​ ​an​ ​ability​ ​to​ ​cultivate​ ​uniquely​ ​human​ ​skills​ ​are​ ​necessary​

​that​ ​will​ ​not​​replace​​technology​​but​​values​​its​​strengths.​​AI​​systems​​are​​more​​effective​​when​​it​

​comes​ ​to​ ​many​ ​routines​ ​and​ ​data-driven​ ​tasks​ ​requiring​ ​human​​input.​​I​​thus​​intend​​to​​develop​

​higher​

​level​ ​skills​ ​including​ ​critical​ ​thinking,​ ​creativity,​ ​ethical​ ​judgment​ ​and​ ​interpersonal​

​communication​ ​(Liu,​ ​2023).​ ​The​ ​competencies​ ​have​ ​allowed​ ​me​ ​to​ ​figure​ ​out​ ​the​ ​complex​

​situations,​ ​make​ ​context-sensitive​ ​decisions,​ ​and​ ​form​ ​meaningful​ ​relationships:​​these​​are​​areas​

​where​ ​human​​insight​​continues​​to​​play​​a​​crucial​​role.​​Enhancing​​these​​abilities​​will​​help​​me​​not​

​replace​​AI​​but​​become​​a​​specialist​​that​​is​​able​​to​​use​​technological​​resources​​strategically​​in​​order​

​to achieve better performance and innovation.​

​Practically,​ ​I​ ​am​ ​going​ ​to​ ​apply​ ​AI​ ​as​ ​a​ ​collaborative​ ​tool​ ​in​ ​my​ ​practice​ ​and​ ​not​ ​replace​ ​my​

​knowledge.​ ​Artificial​ ​intelligence​ ​can​ ​relieve​ ​me​ ​of​ ​the​ ​burden​ ​of​ ​analysing​ ​and​ ​synthesizing​

​data,​ ​generating​ ​ideas​ ​and​ ​solving​ ​problems,​ ​enabling​ ​me​ ​to​ ​concentrate​ ​on​ ​being​ ​a​ ​strategic​

​thinker​​and​ ​problem​​solver​​(Verma​​et​​al.​​2022).​​AI​​can​​be​​used​​to​​determine​​trends​​in​​data​​within​

​an​ ​organization,​​propose​​alternative​​solutions,​​or​​automatize​​administrative​​tasks.​​Nevertheless,​​I​

​will​
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​still be in charge of the interpretation of results, the application of a contextual understanding and​

​final decisions.​

​The​​practice​​corresponds​​with​​the​​idea​​of​​human-AI​​cooperation,​​according​​to​​which​​technology​

​supplements​ ​human​ ​power​ ​rather​ ​than​ ​substitutes​ ​it.​ ​Other​ ​ethical​ ​concerns​ ​that​ ​I​ ​will​​be​​extra​

​keen​ ​to​ ​include​ ​to​ ​use​ ​responsibly​ ​are​ ​data​ ​privacy,​ ​awareness​ ​of​ ​bias,​ ​and​ ​transparency​ ​in​

​decision-making​ ​(George,​ ​2024).​ ​Additionally,​ ​I​ ​will​ ​be​ ​relevant​ ​through​​life-long​​learning​​and​

​ensuring​ ​that​ ​I​ ​keep​ ​my​ ​skills​ ​in​​human​​capital​​management​​as​​well​​as​​digital​​literacy​​updated.​

​Professional​ ​development,​ ​feedback,​ ​and​ ​utilizing​ ​modern​ ​technologies​ ​will​ ​enable​ ​me​​to​​meet​

​the​ ​changing​ ​workplace​ ​requirements.​ ​Finally,​ ​I​ ​will​ ​add​ ​more​ ​value​ ​than​ ​just​ ​automation​

​through the  integration of human abilities and the use of technology.​
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