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[bookmark: _Toc224825859]Executive Summary
This report will discuss how human capital management can contribute to improving organisational performance in Aether innovations, which is an expanding technological company struggling with employee turnover, stagnation and customer dissatisfaction. It compares the present trends in the technology sector in terms of HR practises, with the focus on constant feedback and the flexibility of job design. The report suggests a contemporary performance management system that combines the use of OKRs, 360-feedback, and continuous performance conversations in an effort to enhance alignment, engagement, and innovation. It also prepares job analysis, job descriptions as well as specifications on key executive positions through Job Characteristics Model to increase motivation. Lastly, the reflection will focus on individual learning, skill acquisition, and the necessity to accommodate changes introduced by AI in order to be successful in the career in the future.
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[bookmark: _Toc224825860]1. Introduction
Human capital management is very essential in a technology company whereby innovation, creativity, and employee engagement are the main determinants of organisational success (Armstrong and Taylor, 2020). Aether Innovations is a technology organisation with an approximate workforce of 300 professionals and works in a very competitive digital market. Despite the high growth rate over the years, there are some indicators of organisational problems in the company in the recent past such as stagnated growth, rising employee turnover, and customer dissatisfaction. This report discusses the present HR practises within the technological industry, suggests a modern performance appraisal model and creates job analysis, job descriptions and job specifications of six top executive positions, considering the Job Characteristics Model that can maximise innovation and employee motivation.


[bookmark: _Toc224825861]2. Part 1: OPTION 1: Re-Engineering Performance & Job Design
[bookmark: _Toc224825862]2.1 Current HR Practices in Tech Industries
[bookmark: _Toc224825863]2.1.1 Current practices in performance appraisal and job design approaches among the tech companies.
The nature of technology organisations has been fast product development, quick production cycles, and decision-making based on data. Consequently, major companies have substituted the traditional strict annual performance appraisal with ongoing, analytics-based performance regimes that balance employee performance with current business requirements.
The modern performance appraisal practices in technology companies are based on the continuous systems, data-based and development-oriented practices. As an example, Amazon integrates real-time feedback via its Anytime Feedback Tool with these periodic reviews to maintain consistency to the organization's principles of leadership, allowing them to receive ongoing peer feedback as well as formal performance adjustments (Kantor and Streitfeld, 2015; Amazon, 2023). Likewise, Google has Objectives and Key Results (OKRs), semi-annual reviews, 360, a regular check-in with their manager, making sure that employees can see how their individual work aligns with organizational goals, and they are growing (Doerr, 2018; Google, 2024). Spotify uses an agile and squad-based performance model where constant feedback, peer ratings, and continuous goal-setting are part of the daily work activity, making it more flexible and innovative (Kniberg and Ivarsson, 2012; Spotify, 2023). Moreover, Accenture has replaced the traditional annual reviews with a so-called Performance Achievement system where more emphasis is placed on the real-time feedback, future-oriented conversation, and individual development planning that is facilitated by digital tools (Accenture, 2024; Cappelli and Tavis, 2016). These specific practices within the firms are examples of a more widespread movement in major technology firms in the direction of agile, feedback-driven appraisal systems, which focus more on constant conversation, worker career development, and alignment with the fast-changing business requirements.

On the other hand, in Aether Innovations, the continuation of yearly appraisals constrains reactivity to performance problems and innovation prospects. 
The implementation of a digital and continuous feedback system would allow detecting skill gaps quicker and enhance project-based deliverable alignment.
[bookmark: _Toc224825864]2.1.2 Job Design Approaches in Technology Organisations
Technology firms have also changed the nature of work into flexible, project-based organisations which are more focused on innovation, teamwork and flexibility (Brannick, Levine, and Morgeson, 2019).
Autonomous Team Structures: Autonomous cross-functional teams are used at companies like Tesla and Spotify to speed up the development of products. The spotify squad model puts workers into groups of small teams with end-to-end ownership over certain features which allows quick experimentation and solution enhancement (Brannick, Levine, and Morgeson, 2019).
Similar team-based structures might help Aether Innovations, which has an increasing number of employees, to minimise silos and enhance project execution accountability.
Flexible and Skill-Based Roles: Skills-based job design and backed by internal talent marketplaces are stressed in organisations such as SAP and Amazon. SAP enables workers to engage in short-term innovation projects not within their actual job descriptions, whereas Amazon is able to dynamically assign talent to new business requirements through workforce analytics (Kidd, 2022).
In the case of Aether Innovations, skill-based role flexibility would improve the utilisation of the workforce, innovation, and would allow employees to work on various high-value projects.
[bookmark: _Toc224825865]2.2 Proposed Performance Appraisal System
A contemporary and integrated performance management framework must be proposed in order to handle organisational issues in Aether Innovations. The suggested system is an integration of strategic goal setting, multi-source feedback, and continuous discussions of performance (Andersen, Henriksen and Aarseth, 2023).
[bookmark: _Toc224825866]2.2.1 Strategic Goal Alignment through OKRs
Defining Organisational Objectives: Objectives and Key Results (OKRs) implementation is the first element of the suggested system (A-Maawali and Al-Saadi, 2025). This model enables organisations to convert strategic priorities into team and individual measurable goals. The top management at Aether Innovations would set broad strategic goals pertaining to product innovation, customer satisfaction and operational efficiency.
[image: An elaborate study of OKR Framework and its application]
Figure 2: OKRs Model
Source: (Speakingnerd, 2025)
Benefits for Organisational Alignment: OKRs facilitate transparency and accountability by aligning the personal roles of the individual with the overall interests of the company (A-Maawali and Al-Saadi, 2025). Workers become more aware on how their day-to-day work is helping the organisation to succeed and this enhances their motivation and performance.
[bookmark: _Toc224825867]2.2.2 Multi-Source Performance Feedback
Comprehensive Evaluation Process: The other significant element of the suggested system is the adoption of the 360-degree feedback process adoption (Karkoulian and Srour, 2023). This technique will collect performance feedback of various stakeholders such as the supervisors, colleagues and team members. This kind of system gives a fair assessment of the employee behaviour and leadership performance. It also mitigates chances of bias which could arise as a result of using the views of one manager to carry out the assessment.
[image: 360 Degree Feedback: A Comprehensive Guide - AIHR]
Figure 3: 360-Degree Feedback System
Source: (Vulpen, 2020)
Contribution to Leadership Development: Multi-source feedback could offer useful information to senior executives of Aether Innovations, such as communication patterns, cooperation, and leadership. Positive feedback is provided by various parties to assist leaders in refining their management strategies and enhancing teamwork (Sohmen, 2023).
[bookmark: _Toc224825868]2.2.3 Continuous Performance Conversations
Moving Beyond Annual Reviews: The conventional annual appraisals might not be timely in giving instructions (Longenecker, 2024). Thus, regular performance discussion between employees and managers should be implemented by Aether Innovations. Such discussions may be held every quarter or following key milestones of the project. At these meetings, managers evaluate progress of goal achievement, problems, and coaches support professional growth.
Supporting Organisational Agility: This is because continuous feedback ensures that organisations change swiftly in relation to changes in technology and markets. When the priorities change, employees can alter their goals, and organisational resources are concentrated on strategic goals.
[bookmark: _Toc224825869]2.2.4 Impact on Innovation and Engagement
The combination of the OKRs, multi-source feedback and continuous performance discussions forms a unified system of performance management (Zien, 2026). Employees expect to be given clear expectations and continuous support and leaders are able to see the strengths and areas of improvement within an organisation. This type of system promotes teamwork, enhances employee involvement and promotes the generation of new ideas- aspects that are critical towards increasing organisational performance and customer satisfaction.


[bookmark: _Toc224825870]2.3 Job Analysis, Job Descriptions and Job Specifications for Six Key Roles
[bookmark: _Toc224825871]2.3.1 Job Analysis Methodology
Job analysis is a methodical procedure that entails the determination of the roles, competencies, and expectations of a given position (Devra, 2024). This knowledge will give the basis of formulating job descriptions and recruitment criteria.
[image: Job Analysis: Process, Importance, and Best Practices | CHRMP]
Figure 4: Job Analysis Methodology
Source: (CHRMP, 2023)
In the case of Aether innovations, job analysis would entail a number of methods such as structured interviews with senior managers, organisational objectives review, and observational processes. These approaches aid in determining knowledge and capabilities that are needed to spearhead innovation and control organisational performance (Devra, 2024).
[bookmark: _Toc224825872]2.3.2 Job Descriptions for Executive Positions
A job description defines the primary purpose of a role, the main responsibilities involved, and the authority associated with the position (Jagus, 2024).
	Position
	Purpose of Role
	Core Responsibilities
	Decision Authority
	Reporting Line

	CEO
	Provide overall strategic leadership
	Develop business strategy, guide executive leadership team
	Final strategic decisions
	Board of Directors

	CFO
	Ensure financial sustainability
	Manage budgeting, financial planning, and investment strategy
	Financial resource allocation
	CEO

	CTO
	Lead technological innovation
	Oversee engineering teams and product architecture
	Technology development decisions
	CEO

	CIO
	Encourage innovation initiatives
	Explore emerging technologies and new business ideas
	Approval of innovation projects
	CEO

	HR Director
	Manage organisational talent
	Recruitment strategy, leadership development
	HR policy development
	CEO

	Head of R&D
	Coordinate research activities
	Manage research teams and prototype development
	R&D project prioritisation
	CTO


[bookmark: _Toc224825873]2.3.3 Job Specifications for Leadership Roles
Job specifications identify the education, experience, and competencies required to perform each role effectively (Vernau, Pacey and Turner, 2021).
	Position
	Education
	Experience
	Core Skills
	Leadership Capability

	CEO
	MBA or equivalent
	15+ years leadership
	Strategic thinking
	Visionary leadership

	CFO
	Accounting or Finance degree
	12+ years finance management
	Financial analysis
	Governance leadership

	CTO
	Computer Science degree
	12+ years technology experience
	System architecture
	Technical leadership

	CIO
	Innovation or Technology degree
	10+ years innovation leadership
	Creative problem solving
	Change leadership

	HR Director
	HRM or Business degree
	10+ years HR leadership
	Talent management
	Organisational leadership

	Head of R&D
	Engineering degree
	10+ years research experience
	Product development
	Collaborative leadership


[bookmark: _Toc224825874]2.3.4 Integating the Job Characteristics Model
Job Characteristics Model describes the role of job design in motivating and influencing performance of employees (Macew, 2024). The model determines five major factors that render work significant and interesting.
[image: Job Characteristics Model (JCM) Of Hackman & Oldham]
Figure 5: Job Characteristics Model; Source: (Macew, 2024)
Skill Variety: The positions at Aether Innovations are executive positions that are not meant to be confined to specialised areas. Leaders have to integrate various skills, between the top-level strategic foresight and hard technical knowledge and cross-departmental coordination. 
Task Identity: To achieve the feeling of ownership, Aether Innovations organises executive duties into end-to-end project lifecycles (WALL and CLEGG, 2024). Instead of managing disjointed units, executives guide programmes in their entirety, including their realisation to the end market. 
Task Significance: Each strategic move of the leadership of Aether Innovations is heavy. The model emphasises that executive decisions have a direct impact on the morale of employees on a large scale, market competitiveness, and the sustainability of the brand in the long term.
Autonomy: Aether Innovations gives its executives the discretionary powers needed to operate in a dynamic technology environment (Macew, 2024). Reduce bureaucratic bottlenecks: This way, the executives will be able to switch gears and promote radical innovations to create a culture of high-level accountability and agility.
Feedback: The company applies real-time data analytics and open performance monitoring. This iterative cycle gives executives real-time feedback on strategy effectiveness, which can be used to recalibrate it and develop as individuals.
[bookmark: _Toc224825875]2.4 Linking Performance & Job Design
Job design is a dependent part of effective human capital strategy, which is linked to performance management. Performance goals and results can be achieved more simply when employees have well-articulated roles and responsibilities (Hanson, Melnyk and Calantone, 2024). In Aether Innovations, the performance management system suggested will give the employees clear goals and frequent feedback. 
Combining these two systems assists in developing a performance-based organisational culture in which employees are aware of what is expected of them and are inspired to give new ideas (Cappelli & Tavis, 2016). Moreover, constant feedback and well-defined roles help organisations to detect performance gaps promptly and take corrective measures.
[bookmark: _Toc224825876]3. Conclusion
In conclusion, re-engineering performance management and job design can help Aether Innovations to become more agile, engage their employees and be innovative. The organisation will be able to match the performance of individuals with the strategic goals by incorporating feedback, OKRs and flexible job structures. The hybrid strategy would create a sense of responsibility, leadership training and a competitive edge that remains sustainable in a fast-changing technology world.


[bookmark: _Toc224825877]4. Part 2 – Reflection
[bookmark: _Toc224825878]4.1 Learning from Human Capital Management Using Gibbs Reflective Cycle
Human Capital Management (HCM) is very essential as a discipline, revolving around people as strategic resources in organisations (Armstrong and Taylor, 2020). To recount my learning experience and personal growth, the Gibbs Reflective Cycle is a well-organised model.
[image: Gibbs Reflective Cycle Explained: A Framework for Structured Self-Reflection  - Dr Krishna Athal]
Figure 6: Gibbs Reflective Model
Source: (Athal, 2025)
Description
This module has taught me several fundamental human capital management principles such as performance management, job design, talent development, leadership strategies and employee engagement. Among the most significant learning events was the awareness of how contemporary organisations re-architect the performance management system to align employee goals with organisational objectives. Moreover, the module placed an emphasis on job design as a way of motivating employees. The Job Characteristics Model highlights the fact that to enhance motivation and work satisfaction, jobs must offer skill variety, autonomy, task significance, task identity, and feedback.
Feelings
I understood human resource management as an administrative role concerned primarily with employee policies and recruitment at the start of the module. Nonetheless, in the course of the module, I came to the realisation that human capital management is strategic in influencing organisational performance and competitiveness. I was especially interested in the performance management topic as it shows how organisations can enhance motivation in employees with the help of clear goals, constructive feedback, and development opportunities. 
Evaluation
Generally, the module has offered a holistic perspective of how organisations can make good use of human resources to enhance performance and innovation. The combination of the theoretical and practical organisational examples was one of the strengths of the learning experience. The practical application of learning in technology companies helped me realise the role of HR strategies in determining the success of an organisation.
Nevertheless, a weakness of my learning experience was that I paid more attention to theory, but not practical practise, at first. Although it is relevant to know the HR frameworks, it is important to critically think and analyse them to apply them to organisational situations. This gap in theory and practise was filled through this assignment, especially through the redesign of the performance management systems and job design practises of Aether Innovations.
Analysis
The information acquired in this module will enable me to understand that it is essential to align human capital strategies with organisational goals. The contemporary organisations are dynamic and, in their environment, innovative capability and flexibility are the only key to competitiveness.  Another fact, which the Job Characteristics Model highlights, is that employees feel better motivated when they believe that their work has meaning and is autonomous. 
Personally, these insights are a basis on which I can develop my personal course of learning and development. To become a growth thinker, I need to train my technical, analytical, and leadership abilities on an ongoing basis. Moreover, innovation requires collaboration and the sharing of knowledge, which means that learning should be active and continuous.
Conclusion
The reflection on this module has allowed me to realise the strategic importance of human capital management within contemporary organisations. Continuous performance management, leadership development, and meaningful job design are effective HR practises that can greatly enhance organisational performance and employee satisfaction. Another aspect that the module has impacted on my personal growth is the need to constantly learn and be flexible. 
Action Plan
	Development Area
	Actions to Take
	Resources Needed
	Timeframe
	Expected Outcome

	Leadership Skills
	Participate in leadership training and team projects
	Online courses, mentorship
	6–12 months
	Improved ability to manage teams and motivate employees

	Innovation Mindset
	Engage in problem-solving activities and innovation workshops
	Innovation seminars, research articles
	Continuous
	Stronger creative thinking and strategic problem-solving

	Digital and Analytical Skills
	Learn data analytics and HR technology tools
	Online platforms such as Coursera or LinkedIn Learning
	6 months
	Enhanced ability to use digital tools for decision-making

	Communication and Collaboration
	Participate in group projects and professional networking
	Professional communities and academic groups
	Continuous
	Improved teamwork and interpersonal communication

	Continuous Learning
	Read industry reports and attend professional development seminars
	Academic journals, webinars
	Continuous
	Up-to-date knowledge of HR and organisational management trends


[bookmark: _Toc224825879]4.2 Future Career in the AI Era
Artificial intelligence is quickly changing the current workplace by automating manual tasks, analysing massive data and assisting decision-making. Technological changes are redefining many of the traditional jobs and it is important to continuously acquire new skills to be relevant. Artificial intelligence should not be taken as a threat, but it can be viewed as a tool to increase human productivity and innovativeness.
In my career in the future, I will ensure that I strive to acquire skills that will augment, and not rival, artificial intelligence. Critical thinking, emotional intelligence, creativity, and leadership are some of the human capacities which AI systems are still finding hard to emulate. The competencies allow professionals to make human judgment decisions, interpret complex situations, and manage teams. 
Simultaneously, I will adopt AI as an aiding technology to enhance productivity and decision-making. As an example, AI-generated analytics can be used to detect trends in organisational performance, employee engagement, and market trends. With the help of these insights, managers can make better strategic choices and formulate organisational policies.
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