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Executive Summary
This report intends to discuss how strategic human resource management can help meet organisational issues in technology companies by enhancing the performance management and job design. The report has suggested a contemporary HR model to improve organisational performance and innovation using the case of Aether Innovations, a technology company that had stagnant growth, rapid employee turnover, and poor customer satisfaction. Firstly, the paper examines contemporary HR behaviours in top technology companies like Adobe, Netflix, and Spotify and outlines such trends as the use of continuous feedbacks, open appraisal of performance, and job structure that is flexible and rooted in teams. An elaboration of these practises leads to the development of the performance management system of Aether Innovations, which consists of Objectives and Key Results (OKRs), 360-feedback, and constant performance reviews to enhance the alignment, the feeling of accountability, and the level of engagement. It also elaborates systematic job descriptions and job specifications of six executive jobs aided by systematic job analysis and job characteristics model. 
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[bookmark: _Toc224765278]		Introduction
The Human Capital Management (HCM) is a strategic concept that is attained by organisations to attract, develop, manage, and leverage employee potentials with the aim of achieving organisational goals as well as sustaining competitive advantage (Armstrong and Taylor, 2020). The presented report focuses on analysing the case of Aether Innovations, a technology company, which solid growth has recently stalled, the turnover rate is rising, and the level of customer satisfaction has decreased. This report aims to critically evaluate the human capital issues at Aether Innovations and suggest an integrated HR approach to increase employee engagement, innovation and organisational performance and raise customer satisfaction.



[bookmark: _Toc224765279]Part 1: Re-Engineering Performance & Job Design 
[bookmark: _Toc224765280]2.1 Current Practices in Technology Companies
Technology industry is defined by blistering innovation, stiff rivalry and ever-evolving (Verma and Mishra, 2024). 
[bookmark: _Toc224765281]2.1.1 Performance Appraisal Practices in Tech Firms
The prevalence of modern performance appraisal is also often used by technology firms, covering the specifics of the concept of continuous feedback, alignment of goals with the employee and employee development (Verma and Mishra, 2024). As an illustration, Adobe replaced its traditional annual performance review system with a continuous feedback model known as “Check-In” In 2012 (Adobe, 2024). According to Sutton (2018), this “Check-In model” reduces voluntary attrition by over 30%.
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Figure 1 Adobe performance management, then and now; Source: (Adobe, 2024)
Similarly, Netflix uses a performance management approach centred on transparency and candid feedback through “keeper test” (Harvard.edu, 2018). Employees regularly receive open and honest evaluations from peers and managers, which helps to maintain high performance culture and boosts accountability.
One more instance is Atlassian, the Australian technology enterprise that employs frequent performance discussions and team-based feedback mechanisms and introduced project management skills in “Jira” (Atlassian, 2024). According to Batskihh (2023) such modern appraisal practices are associated with increased employee motivation, productivity, and commitment to an organisation. 
2.1.2 Job Design Practices in Technology Organisations
Technology Job design in technology sector is often concerned with empowering employees, cross-functional teamwork as well as promoting experimentation. For instance, Spotify applies a flexible team structure known as the “Squad Model,” where small autonomous teams are responsible for specific projects or product features (Cuofano, 2023). 
Similarly, Airbnb facilitates flexible employment and cross-functional teamwork by "Live and Work Anywhere" initiative (Oe and Le, 2023). In sum, these current job design trends in technology firms are targeted to make the workplace a more empowering place offering an opportunity to employees to exercise their abilities to the full possible extent and provide innovative ideas. 
[bookmark: _Toc224765282]2.2 Proposed Performance Appraisal System for Aether Innovations
In order to counter the flat growth and high turnover, Aether Innovations needs to change the old-fashioned, backward-looking appraisals to a dynamic performance management model. 
[bookmark: _Toc224765283]2.2.1 Objectives and Key Results (OKRs)
Aether Innovations should implement an Objectives and Key Results (OKRs) framework to align employee efforts with organisational goals and stimulate growth. This framework was first introduced by Andy Grove, a former CEO of Intel in 1970 (Phillips, 2022). In technology firms, OKRs help define clear milestones and key results, providing a concrete way to measure progress (Mohan, 2024). 
[image: How to effectively use OKRs - Worknice]
Figure 2 Objectives and Key Results (OKRs) Model; Source: (Martin, 2021)
This system makes employees comprehend the role of their work in more global strategic results. This productivity method is applied by IBM, Google, LinkedIn, Twitter, Dropbox, Spotify, Disney, and BMW. One of the main advantages of OKRs is that it enhances a sense of alignment and transparency in the organisation. The team and individuals will collaborate more when they establish goals that relate to the corporate priorities and bring the organisation together in silos. Thus, the adoption of the OKR framework will enable Aether Innovations to maintain stronger strategic alignment, increase collaboration as well as increase organisational performance.
[bookmark: _Toc224765284]2.2.2 360-Degree Feedback
To supplement the use of the OKRs, the Aether Innovations should consider implementing the use of the 360-degree feedback system as the mechanism of performance appraisal process. According to Dalvi et al. (2023) 360-degree feedback is an all-inclusive view of the employee performance which is more balanced and unique. In 2016, a multinational consumer goods company, Procter & Gamble, implemented a 360-degree feedback system in their leadership development program (Souki, Aad and Karkoulian, 2024).
[image: Successful 360 Degree Feedback Software on the Cloud]
Figure 3 360-Degree Feedback; Source: (Dalvi et al., 2023)
Thus, the combination of 360-degree feedback and OKRs would significantly aid the Aether Innovations in the process of performance assessment, raising the frustration levels, and promoting organisational development.
[bookmark: _Toc224765285]2.2.3 Continuous Performance Reviews
Besides OKR, multi-source feedbacks, Aether Innovations needs to use continuous performance review instead of annual performance evaluation. This system entails frequent meetings of managers and employees, who are allowed to discuss their performance on a regular basis and not just at the year-end review moments. A continuous performance review process allows staff to modify their objectives and behaviour instantly where frequent change of project priorities in fluctuating technology industries is concerned (Beardwell, and Thompson, 2017). Regular meetings are also helpful in assisting employees learn and advance through coaching and continuous feedback.
[bookmark: _Toc224765286]2.2.4 Benefits for Innovation and Engagement
A combination of OKRs, 360-degree feedback, and continuous review of the performance would form a complete and growth-focused performance management machine at Aether Innovations. All these mechanisms ensure transparency, cooperation, and responsibility within the organisation. Finally, performance appraisal system is growth-oriented and can boost productivity, staff turnover, and customer satisfaction by ensuring employees deliver their best at all times.
[bookmark: _Toc224765287]2.3. Job Analysis and Job Design for the Six Key Positions of Aether Innovations
In order to adjust the new performance management system and enhance the innovation ability Aether Innovations will have to identify well defined leadership functions that is backed by orderly job analysis, job description and job specifications. 
[bookmark: _Toc224765288]2.3.1 Job Analysis Approach
Job analysis is a systematic procedure of establishing the duties, responsibilities, skills and competencies that a specific job requires (Dessler, 2020). In the case of Aether Innovations, a systematic job analysis strategy is needed to make sure that leadership positions are tailored to organisational strategy and innovation objectives. 
[image: Job Analysis: The What and Why]
Figure 4 Job Analysis Approach; Source:(Vulpen, 2020)
The aim of such a strategy is to establish the leadership positions clearly and at the same time ensure that every work is self-sufficient, cross-functional teamwork, and innovation (Armstrong, and Taylor, 2020). 
[bookmark: _Toc224765289]2.3.2 Job Descriptions for Key Executive Roles
A job description is a document that describes the main intent, tasks, responsibilities, and power, and reporting linkages that come along with a given job within an organisation (Brannick, 2019). Job descriptions of Aether innovations has been presented below: 
	Position
	Job Purpose
	Key Responsibilities
	Decision Authority
	Reporting Line

	CEO
	Provide strategic leadership and organisational direction
	Define vision, drive growth strategy, oversee leadership team
	Final strategic and operational decisions
	Board of Directors

	CFO
	Manage financial strategy and organisational resources
	Financial planning, budgeting, 
	Financial investment and budget allocation decisions
	CEO

	CTO
	Lead technological strategy and product development
	Oversee software architecture, and innovation projects
	Technology investment and system development decisions
	CEO

	CIO (Chief Innovation Officer)
	Drive organisational innovation and new product development
	Lead innovation initiatives, manage R&D collaboration, explore emerging technologies
	Approval of innovation initiatives and experimental projects
	CEO

	HR Director
	Develop human capital strategy and talent management systems
	Recruitment, leadership development, performance management, employee engagement
	Workforce planning and HR policy decisions
	CEO

	Head of R&D
	Lead research and development of new products and services
	Manage R&D teams, oversee experimentation and prototype development
	Project prioritisation and R&D resource allocation
	CTO


Table 1: Job descriptions of Aether innovations
[bookmark: _Toc224765290]2.3.3 Job Specifications for Executive Roles
A job specification is used to illustrate the qualifications, experience, skills and competence that one must have in order to perform a certain job effectively (Edmondson, 2023). Job Specifications of Aether innovations has been presented below: 
	Position
	Education
	Experience
	Key Skills
	Leadership Competencies

	CEO
	MBA or equivalent
	15+ years executive leadership
	Strategic thinking, decision making
	Visionary leadership, organisational influence

	CFO
	Finance or Accounting degree (CPA preferred)
	12+ years finance leadership
	Financial analysis, risk management
	Strategic planning, financial governance

	CTO
	Computer Science or Engineering degree
	12+ years technology leadership
	Software architecture, digital strategy
	Innovation leadership, technical vision

	CIO
	Technology or Innovation Management degree
	10+ years innovation or product leadership
	Creative problem solving, technology foresight
	Change leadership, strategic innovation

	HR Director
	HRM or Business degree
	10+ years HR leadership
	Talent management, organisational development
	People leadership, culture development

	Head of R&D
	Engineering or Technology degree
	10+ years research leadership
	Product development, experimentation
	Collaborative leadership, innovation management


Table 1: Job specifications of Aether innovations
[bookmark: _Toc224765291]2.3.4 Application of the Job Characteristics Model in Leadership Job Design
The Job Characteristics Model created by Hackman and Oldham (1974) describes the way certain aspects of job design that affect the motivation, interest, and performance of employees. The model recognises five job characteristics fundamentality namely: skill variety, task identity, task significance, autonomy and feedback that contribute to meaningful work and intrinsic motivation (Ali et al., 2014). 
[image: ]
Figure 5 Hackman and Oldham's Job Characteristics Model; Source: (Janse, 2025)
Skill Variety
The tasks that are to be undertaken by the leadership positions must be diverse and involve various levels of competencies (Ali et al., 2014). Technical and strategic orientation of the area and harmony amongst functions is combined with technical competence, which allows executives like the CTO and CIO to apply a variety of skills in decision-making and innovation efforts.
Task Identity
The head leaders are expected to handle the projects until their termination. To illustrate, the Head of R&D controls the process of research and product development in its full scale thereby tightening the ownership issue and making the leaders aware of the results of their actions.
Task Significance
The executive positions have a direct impact on organisational achievements, employee growth and customer satisfaction. This feeling that one’s work is contributing to a greater good can significantly boost job satisfaction (Humaans, 2024).
Autonomy
By offering good authority in decision making to the executives, they would be in a position to come up with new methods as well as reacting promptly to the technological changes and hence foster creativity and strategic flexibility.
Feedback
Performance feedback regularly with systems like OKRs and continuous reviews will ensure that leaders can know whether their strategies are working and make changes to the actions.
[bookmark: _Toc224765292]2.4 Linking Performance Management and Job Design
The performance appraisal system that is proposed, including the use of OKRs, 360-degree feedback, and continuous performance reviews, is based on the well-defined roles and responsibilities that make it work. The purpose of the appraisal mechanisms is to bring the effort of the employees to the organisational aims, to provide routine feedbacks, and to increase the level of accountability, however, none of the mentioned advantages can be achieved without the organisation of the leadership positions into clear tasks, decision-making prerogative, and ownership. As an example, without clear roles of executives such as the CTO or Head of R&D, forward movement based on any of the aforementioned measurement types such as OKRs or multi-source feedback may be distorted or not able to recognise significant contributions. With the inclusion of the Job Characteristics Model, leadership positions will entail the use of skill variety, task importance, autonomy, and frequent feedback. This enables executives to be responsive to performance insights, make strategic changes, and be innovative. 


[bookmark: _Toc224765293]Conclusion 
To sum up, the discussion has shown that good Human Capital Management practises may be instrumental in solving organisational issues in technology companies. The results reveal that the contemporary performance management strategies adopted in the advanced technological firms focus on constant feedback, openness, and training employees. These practises when applied to Aether Innovations might help to enhance the alignment of goals, accountability, and employee engagement. 


[bookmark: _Toc224765294]Part 2: Reflective Practice and Future Readiness
[bookmark: _Toc224765295]3.1 Learning from Human Capital Management
The reflection employed Gibbs Reflective Cycle (1988) to analyse my learning experience during the Human Capital Management and project formation of Aether Innovations.
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Figure 6 Gibbs Reflective Cycle; Source: Google
1. Description
In this module, I worked as an HR Consultant with Aether innovations, an IT company that was facing stagnant growth and a high turnover. The thing that I had to do was re-engineer their job design and performance management. It necessitated the shift between the theoretical background of understanding Human Resource Management (HRM) and applying the newest theoretical models such as OKRs, 360-degree feedback, and the Job Characteristics Model. I needed to critically reason in why traditional systems do not work in a high-tech setting and offer a unified approach to enhance innovation and engagement.
2. Feelings
At first, I was overwhelmed by the organisation of growing and taking care of the employees at the same time. I feared that my suggestions would be more theoretical. Nonetheless, the more I studied the examples of successful teams such as the ones described at Adobe under the label Cheque-ins, or the teams at Spotify under the term Squads, the more confident I became. I came to understand that HR is not merely an administrative matter; but it is the workhorse of a business. 
3. Evaluation
It was a very positive experience since I was compelled to think like a strategic leader. The best part of my learning experience was that I learnt the relationship between Job Design and Intrinsic Motivation. Using the Job Characteristics Model in the executive position at the company Aether, I also determined that autonomy and task significance can be directly linked to innovation. One of the pitfalls, however, was to address a professional tone at the same time keeping the word count short. I came to an understanding that brevity is more important than detail in a professional environment.
4. Analysis
The module also informed me that Growth Mindset is a trait and requirement of an organisation. Presenting the idea of OKRs, I was able to examine how openness and the use of stretch targets are used to integrate in an environment where failure is viewed as a learning process- key to innovation. The information that came out in my study concerning 360-degree feedback is that contemporary leadership demands the trait of vulnerability and the ability to receive criticism. It has taught me that a culture of psychological safety and continuous development should be nurtured before I can foster the culture of innovation.
5. Conclusion
I have learned to appreciate the Human in Human Capital greatly. I also now realise that in most cases, traditional appraisals have a way of suffocating the same innovation that they are meant to gauge. This course has given my life as an HR leader a strong footing to become a visionary.


6. Action Plan 
	Development Area
	Action Steps
	Expected Outcome
	Timeframe

	Strategic HR Knowledge
	Read academic journals and HR reports on performance management, and innovation practices
	Develop stronger understanding of modern strategic HR approaches used in technology-driven organisations
	6–12 months

	Analytical Skills
	Analyse organisational case studies and apply HR models such as the Job Characteristics Model and OKRs
	Improve ability to design effective HR strategies and solve complex organisational problems
	Ongoing

	Leadership and Communication
	Attend workshops, leadership and professional networking events
	Strengthen confidence in presenting HR ideas and leading teams effectively
	Within 1 year



[bookmark: _Toc224765296]3.2 Future career in AI era
As Artificial Intelligence (AI) continues to disrupt conventional HR tasks, including entry-level resume screening, payroll, and rudimentary data analytics, I realise that in the future, my skill as an HR specialist will be as a High-Touch human being. 
I will employ AI as a strong Co-pilot and not a substitute. To illustrate, I could use AI-related sentiment analysis instruments to track the real-time engagement rates of employees working in large companies so that I could find out the burnout hotspots of any company, preventing any turnover. AI will be able to handle a huge amount of data to give the What, but as a consultant, I will give the Why and the How. Generative AI will be used to make policy frameworks and simulate different job design cases, and I will be much more productive. Nonetheless, AI will never be able to substitute the human factor that is needed to operate the organisational culture, address ingrained interpersonal conflicts, or train novel leaders. The talent decisions, particularly ethics, diversity, and leadership potential, would need some degree of emotional intelligence and degree of understanding the situation that cannot be produced by AI. By adopting AI in performing tasks with heavy data requirements, I release myself to the high-level strategic work that results in human innovation and organisational expansion. 
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