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[bookmark: _Toc224854185]Executive Summary
The company, Aether innovations, is a mid-sized technology firm with 300 employees that has been struggling with low growth rates, elevated turnover rates, and poor customer satisfaction as a result of misaligned human capital management and conventional job design methods. The report examines the industry standards of Apple, Samsung, and Salesforce, citing the examples of agile or feedback-based performance systems and job designs that are based on skills and cross-functionality as successfully resolving issues. The suggested strategy combines quarterly Objectives and Key Results (OKRs), bi-weekly coaching meetings, and bi-annual 360 feedbacks to align the personal contributions with the strategic priorities as well as to promote independence, skill variety, and valuable work. The leadership positions are redesigned to have specific job descriptions and tasks with the assistance of the Job Characteristics Model (JCM) and skills-based design principles. AI is implemented as an assistant to predictive analytics, performance management, and recruitment screening, whereas the strategic judgment, cultural intuition, and human empathy are in the limelight. This growth-oriented HCM model will raise the levels of employee engagement, innovation, retention and customer-centric performance, making Aether Innovations eligible to sustainable organizational excellence.
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[bookmark: _Toc224854186]1.0 Introduction
Human Capital Management (HCM) is the strategic management of people as valuable organisational assets that makes the recruitment, development, performance, and reward systems to align with the business objectives to enhance employee capability and organisational performance (Bailey et al., 2018). This concept is quite applicable to Aether Innovations a technology-based company with a high growth rate of approximately 300 employees that is currently experiencing stagnant business growth, high employee turnover, and poor customer satisfaction. The presence of these challenges shows that the alignment of people, performance and the design of work is deficient. With a dynamic technology environment, an integrated HCM approach is the key to reestablishing innovation, enhancing engagement, and bettering the results of services. This report aims to suggest a realistic and combined HR solution to Aether Innovations that enhances employee performance, retention, and customer excellence by harmonizing the performance management and job design. 



[bookmark: _Toc224854187]2.0 Option 1: Re-Engineering Performance and Job Design
[bookmark: _Toc224854188]2.1 The current practices in performance appraisal  
Performance appraisal is the methodical procedure by which organisations assess the performance of their workers, give feedback, as well as align the individual accomplishment with the strategic goals (Cappelli and Tavis, 2016). This process has moved the current technology industry away from the rigid yearly reviews to flexible and growth-oriented mechanisms.
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Figure 1: Current HR Practices, Source: (Vulpen, 2018)
Leading tech organisations such as Apple Inc., Samsung, and Salesforce demonstrate particular and dynamic appraisal practices. As an example, Apple Inc. has an elaborate performance review system called the “Performance Development process” under which the employees are subjected to semi-annual performance reviews that involve a combination of individual goals and behavioural skills such as collaboration and innovation. To make sure that ratings are consistent within teams, managers hold regular calibration meetings to decrease bias and align performance performance with the product innovation strategy of Apple (SHRM, 2023; Cook, 2022).
Similarly, Samsung employs a "Performance-Based Incentive System" (PBIS), in which individual employee assessments are directly correlated to the performance of the business units, the individual KPIs, and the output of the innovations. It is characterized by a peculiar system of evaluation as being comparative in nature, with employees being ranked within the team, and this affects bonuses, and promotions. Another aspect that Samsung has incorporated is based on competency assessment, which is targeted at global leadership and technological skills (Kim and Park, 2021).
Conversely, Salesforce deploys an alternative performance framework, Check-In, in lieu of annual appraisals, quarterly goal-setting, constant feedback, and real-time coaching discussions. The employees establish clear goals and priorities set by the company, and the managers check the progress of the goals regularly with the help of digital dashboards, which ensures transparency and accountability ( Salesforce, 2023; CIPD, 2024).
Such practices in the company are indicative of an industry-wide trend of shifting towards agile, more data-driven, and feedback-intensive appraisal systems. 
[bookmark: _Toc224854189]2.2 Current job design approaches among the tech companies

The current job design in tech giants focuses on autonomy, cross-functionalism, and innovation-focused jobs. In Apple Inc., the jobs are organised into functional areas (such as hardware, software, design), which allows functional expertise to be used in depth and tasks to be significant in product development (Cook, 2022). Samsung embraces competency-based job design, according to which the employees have the opportunity to work on various projects, which increases the level of skill variety and global leadership (Kim and Park, 2021). In the meantime, Salesforce advances the idea of flexible, hybrid job descriptions with its Success from Anywhere model enabling employees to have freedom in the way and location of work and deliver collaborative results ( Salesforce, 2023). These methods are in line with the latest theories of job design that will improve motivation, innovation, and organisational agility.
[bookmark: _Toc224854190]2.3 Proposed Performance Appraisal System
The performance appraisal system at Aether Innovations must be growth-oriented and practical by integrating both the OKRs with 360-degree feedback based on its current problems of high turnover, lack of teamwork and poor growth. To begin with, the OKRs ought to be instituted on a quarterly, rather than an annual, basis to be in line with the high-paced technological landscape. At the corporate level, the leaders should establish 3-4 strategic goals such as, better customer satisfaction, which should be further broken down into team-level and individual key results. This guarantees the alignment and mends the shattered bridge between the effort of employees and organisational results that were observed in the case of Aether (Doerr, 2018; Bailey et al., 2018).
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Figure 2: OKR Framework; Source: (Flinder, 2022)
Second, starting bi-weekly manager-employee check-ins in place of annual review. Instead of evaluation, disengagement and problems with psychological contracts need to be addressed by these brief meetings, which are to be devoted to progress tracking, blockers, and skill development (Rousseau, 1989; CIPD, 2024). The managers have to be trained as coaches not evaluators so that to restore the trust and minimize turnover.

Thirdly, establishing a 360-degree feedback two times a year, which is based on major behavioural competencies, including intrapreneurship, collaboration, and customer-centricity. This addresses the silo problem of Aether directly, as it introduces the peer and cross-functional feedback, enhancing accountability and collaboration (Taylor, 2014; Vulpen, 2020).
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Figure 3: 360-Degree Feedback; Source: (Vulpen, 2020)
Lastly, incorporating real-time performance dashboards to monitor the progress of the OKRs, however, restrict its application to developmental intentions to prevent any surveillance-related issues. It has a balanced system, which ensures constant feedback, strategic alignment, and employee development, which leads to better retention, innovation, and customer satisfaction. 

[bookmark: _Toc224854191]2.4 Job Analysis, Descriptions, and Specifications
[bookmark: _Toc224854192]2.4.1 Job Analysis
Job analysis refers to the technical method of determining the tasks, duties, abilities, knowledge and skills needed in a position and ensuring they are in line with organisational strategy and performance goals (Taylor, 2014). In Aether Innovation, the problem of job analysis is linked to siloed working, low engagement, and poor customer outcomes congruency. In every leadership position, the performance is measured according to technical performance, as well as cross-functional performance, innovation performance, and alignment with strategic OKRs. This has guaranteed that roles are based on value creation, teamwork, and strategic performance, facilitating human capital alignment and organisational performance (Bailey, Mankin, Kelliher, and Garavan, 2018).
[bookmark: _Toc224854193]2.4.2 Job Descriptions
A job description is a documented outline of the roles, duties, purpose and scope of a job, which is clear to both an organisation and an employee. It conveys the expectations of outputs and behaviour, and it can be used to recruit, manage performance, and align with strategic objectives (Dessler, 2020).
	Position
	Job Description

	CEO
	Defines strategic vision and drives innovation-led growth. Acts as Culture Architect to eliminate silos and align all departments with customer-centric OKRs.

	CFO
	Functions as a Strategic Partner by linking financial planning with innovation investment and OKR outcomes, rather than focusing only on cost control.

	CTO
	Leads technology strategy, ensuring agile systems and enabling engineering autonomy for rapid experimentation and product development.

	CIO (Chief Innovation Officer)
	Manages the innovation pipeline by integrating customer feedback into product design and leading cross-functional innovation squads.

	HR Director
	Designs and manages the talent ecosystem, including performance systems, engagement strategies, and retention initiatives.

	Head of R&D
	Leads cross-functional teams to develop innovative products, ensuring continuous experimentation and reduced time-to-market.
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[bookmark: _Toc224854194]2.4.3 Job Specifications

Job specification is the description of qualifications, experience, skills and personal attributes of successful job performance in a position. It offers objective standards of recruitment, selection and training (Brannick, Levine, and Morgeson, 2007).
	Position
	Job Specification

	CEO
	Master’s in Business/Technology; 15+ years leadership in tech firms; strong strategic and transformational leadership skills.

	CFO
	CPA/CFA; 10+ years in tech finance; expertise in investment strategy, financial planning, and data-driven decision-making.

	CTO
	Master’s/PhD in Computer Science; expertise in AI and agile systems; leadership experience with high-performing engineering teams.

	CIO
	8+ years in product innovation; expertise in design thinking and lean startup methods; strong collaboration and strategic skills.

	HR Director
	CIPD Level 7/SHRM-SCP; expertise in HR analytics, organisational design, and employee coaching.

	Head of R&D
	Engineering/science background; 10+ years in R&D; proven innovation track record and cross-functional leadership ability.
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[bookmark: _Toc224854195]2.4.4 Application of JCM and Skills-Based Design
The Job Characteristics Model (JCM) is a concept that describes the influence of some characteristics of the job namely autonomy, skill variety, task significance, feedback, and identity, on the motivation and performance of employees (Oldham and Hackman, 2010). 
[image: Job Characteristics Model: A Practical Guide - AIHR]
Figure 4: The Job Characteristics Model (JCM); Source: (Oldham and Hackman, 2010)
At Aether Innovations:
· The concept of autonomy is increased through the empowerment of the leaders (such as, CTO, CIO) to make fast innovation decisions without bureaucracy.
· Skills variety is developed through cross functional responsibilities, allowing the CFO to be involved in strategic innovation and the Head of R&D to be in charge of multidisciplinary teams.
· The significance of tasks is supported by the connection to every role, to the outcomes of customers and innovation to enhance engagement and meaning.
A skills based design will be used to complement JCM; it is based not on job demarcations but on building skills. This enables the employees to move within and between projects and minimises siloed behaviour (Bailey et al., 2018). Such integration increases the organisational agility, uplifts the psychological contract, retention, and innovation (Rousseau, 1989; Taylor, 2014).
[bookmark: _Toc224854196]2.5 Linking Performance and Job Design
The interconnection between performance and job design makes sure that the roles are organized in a way that will lead to increased motivation, engagement and also strategic performance (Oldham and Hackman, 2010). Implementing the OKRs at Aether Innovations, along with the redesigned job roles, will help in aligning the individual contribution to the organisational objectives, facilitates cross-functional bonding, and enhances accountability (Doerr, 2018; Taylor, 2014). Job design characteristics, including autonomy, skill variety, and task significance, have a direct impact on performance because employees feel that they have meaning and control in their jobs (Bailey et al., 2018). Moreover, the combination of 360-degree feedback with skills-based job design also contributes to ensuring the perpetual learning, innovation, and retention and makes the human capital architecture directly correlated with the improvement in measurable performance (Rousseau, 1989).
[bookmark: _Toc224854197]3.0 Conclusion
The report finds that Aether Innovations is stagnating in its business performance, employee turnover and customer satisfaction because of the misaligned human capital management approach and traditional job design approaches. Based on the benchmarks of the industry based on Apple, Samsung, and Salesforce, it was clear that agile, feedback-based performance appraisal structures alongside skills-based, cross-functional job design can improve the engagement, innovativeness and organizational performance. The key to aligning the individual effort with strategic goals is the implementation of OKRs, 360-degree feedback, and autonomy-oriented roles. To become retention driven, innovative, and customer-centered performance-oriented, Aether Innovations needs to implement an integrated HCM framework that is growth-focused



[bookmark: _Toc224854198]4.0 Reflection
[bookmark: _Toc224854199]4.1 Learning from Human Capital Management (Gibbs Reflective Cycle)
[image: Gibbs Reflective Cycle Explained: A Framework for Structured Self-Reflection  - Dr Krishna Athal]
Figure 5: Gibbs Reflective Cycle; Source:  (Gibbs, 1988)
Description: This module gave me an opportunity to immerse myself in the fields of human capital management, performance appraisal, and job design and apply them to the example of Aether Innovations. The task demanded me to discuss the existing HR practice in top tech firms, develop a growth-focused performance appraisal system that combines the use of OKRs and 360-degree feedback, and redesign job positions with the help of the Job Characteristics Model (JCM) and skills-oriented design. This process equipped me with a practical prism to investigate the ways strategic HR interventions could be used to transform organisational performance, minimise turnover, and employee engagement. I also came to know that I should not focus on technical aspects of leadership role but also the behavioural aspects.

Feelings: I was at the beginning of the module overwhelmed with the complicated nature of aligning performance systems with strategic objectives, especially in a high-growth technology environment. I was worrying on the aspect of translating theory into practice. As I went through the assignment, however, I felt a sense of confidence. Through various frameworks such as the OKRs, JCM and the 360-degree feedback, I was confident to create solutions that were realistic and theoretically based. The job analysis, job description and specification versus performance results mapping was indeed enlightening as I realised that motivation and engagement are the key drivers of organisational success just as technical competencies.

Evaluation: Prominent among the good things I learned during this learning experience was the relationship between performance management and job design. The assignment showed that many traditional appraisal systems do not adequately reflect cross-functional collaboration and innovation which is very vital in the technological companies. On the other hand, using skills-based job design with JCM principles, I also witnessed the role of autonomy, the importance of tasks, and the variety of skills in increasing the engagement and synchronizing the efforts of individual with strategy goals. The issue here was that my suggested interventions should have been realistic considering that Aether Innovations was a mid-sized firm. The consideration of the literature and real-life examples of Apple, Samsung, and Salesforce made me more confident in my ability to offer individual solutions.

Analysis: This module underlined the notion that human capital is a strategic resource and not a support activity. I understood that performance problems are not usually based on the ability of the employees themselves but on the ill-conceived positions and the different appraisal systems. The JCM and the application of psychological contract theory (Rousseau, 1989) assisted me in realizing that perceived fairness, meaningful work, and autonomy are one of the keys to engagement, innovation, and retention. Moreover, the discussion of AI-assisted HR roles revealed the need to balance automation and human judgement in order to preserve empathy and organisational culture (Huang and Rust, 2018; Charlwood and Guenole, 2022).

Conclusion: Through this module, I have understood strategic human capital management better. I have learned that job design, performance and organisational culture have an interrelated relationship to each other and that HR interventions have to be proactive and evidence based. The assignment also gave me a practical reference point to develop my own learning and development strategies that aim at continuous skills development, reflecting on the practice, and cross-functional problem-solving.

Action Plan: To ensure that I develop a culture of innovation and growth attitude, I will apply a number of strategies which are as follows: 
· First, I will use regular reflective practices sessions, which are based on the cycle of Gibbs, to evaluate the process of decision-making and learning. 
· Second, I will participate in cross-functional work to diversify and increase flexibility. 
· Third, I will also engage in proactive seeking of 360-degree feedback among peers and mentors in order to find the blind spots and areas to improve. 
· And the last one is that I will seek micro-credentials and AI-centered learning sprints in order to be agile and constantly increase the capabilities, so that in the future professional life, I will be able to implement human capital practices successfully.
[bookmark: _Toc224854200]4.2 Future Career in the AI Era
Since AI will keep automating the routine HR and managerial work, I understand that the only way to remain relevant is by developing distinctively human competencies that AI fails to execute in the form of contextual judgement, empathy, and strategic thinking (Huang and Rust, 2018). I would also focus on ongoing learning by taking micro-credentials, leadership training, and cross-functional projects that would help me build a wider range of skills than technical competence. To illustrate, though AI can be used to analyse employee surveys or to track Key Results, it cannot understand the underlying cultural or motivational problem that influences performance (Charlwood and Guenole, 2022).

I will use AI as an aid to decision-making, but not as a substitute. Practically, I would apply AI in predictive analytics of attrition, generate performance dash boards automatically, and screen candidates initially leaving me with time to do strategic interventions, coaching, and innovation-based initiatives. Integrating the outputs of AI with my knowledge on organisational dynamics would allow me to find subtle solutions that are both contextually fit and culturally appropriate (Bailey et al., 2018).

I will also develop growth mindset by regularly reviewing my failures and successes as well to ensure that I am continuously adaptable to changes as AI transforms professional life (Dweck, 2006). I intend to establish myself as an AI-enhanced strategist: one who takes advantage of the efficiency of AI and offers the human judgment, creative thinking, and moral judgment that can only be made by humans. This equilibrium makes me non-replaceable and as much as possible use AI to improve productivity and decisions.
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Table 1: Job Descriptions for Key Leadership Positions at Aether Innovations
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Table 2: Job Specifications for Key Leadership Positions at Aether Innovations
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