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CHAPTER 1: INTRODUCTION
1.1 Main Introduction
Aether Innovations Group Ltd is a fast-growing technology firm employing approximately 300 staff and specialising in innovative and sustainable technological solutions that aimed to reduce environmental impact and improving operational efficiency within the textile and industrial sectors. Despite its growth trajectory, the organisation is currently experiencing stagnating performance, elevated employee turnover, and declining customer satisfaction. These issues indicate deeper structural and cultural challenges, including weakened innovation capacity, misaligned workflow practices, and reduced employee engagement.
In response to these concerns, I was appointed as Human Capital Consultant to design an integrated Human Resource Management (HRM) strategy aimed at revitalising organisational performance. This report proposes a strategic framework grounded in HRM theory to rebuild innovation capability, enhance engagement, and align human capital practices with long-term competitive advantage. In knowledge-intensive organisations, sustainable advantage derives primarily from human capital rather than physical assets.
Hoque (2000), who examining human resource management in the UK hotel industry, has study the challenging stereotypes of poor practices using survey data from over 200 hotels showing the adoption of hotel innovative and integrated HRM approaches similar to other sectors. It argues that effective HRM aligned with service quality will and strongly enhances organisational performance embedded on reinforcing people practices engagement, service quality, and performance.
Hoque (2000), in his Human Resources Management in the Hotel Industry study, has demonstrates that integrated and strategically aligned HRM systems significantly enhance organisational performance, particularly where service quality and people management practices are closely connected. This insight underpins the strategic direction of the present report.

This process aligns with Sicora (2025), who conceptualises Gibbs’ Reflective Cycle as a six-stage framework that structures reflection through description, feelings, evaluation, analysis, conclusion, and action planning to promotes individual innovation by structuring critical self-awareness and learning, thereby strengthening confidence and psychological safety enhancing performance through capability development, motivation, and opportunity alignment within contemporary Human Capital Management systems; also aligning with the contemporary Human Capital Management perspectives advanced within the LCMB7023 module (Maycock, 2026).

1.2 Current Practices and Job Design
According to Aether Global Innovations Corporation (2025), the organisation positions itself as a strategic partner to global growth brands, integrating strategy, design, and technology to deliver innovative solutions. However, while external positioning emphasises innovation, internal work design and performance systems do not fully support collaborative creativity or long-term capability development.
The principles of job design articulated in the Job Characteristics Model developed by Hackman and Oldham, reviewed by Marshall Sashkin (1982), emphasise skill variety, task identity, task significance, autonomy, and feedback as drivers of motivation and performance. Current job structures at Aether appear insufficiently aligned with these motivational drivers, contributing to reduced engagement and siloed working practices.

1.3 360-Degree Feedback Analysis
Like many rapidly expanding technology firms, Aether’s performance appraisal system appears output-focused yet fragmented. It emphasises short-term financial KPIs and individual objectives, with limited cross-functional alignment and insufficient developmental feedback. Leadership inconsistencies and misalignment between espoused culture and operational reality have contributed to disengagement and reduced innovation performance.
To address these weaknesses, this report proposes a redesigned 360-degree feedback system integrated with revised leadership job descriptions. Research by Manuel London and James W. Smither (1995) demonstrates that multi-source feedback can positively influence self-evaluation, developmental goal setting, and behavioural change when embedded within a supportive learning culture.
Additionally, strategic human capital scholarship by Patricia Ordóñez de Pablos and Raymond D. Tennyson (2014) highlight the importance of knowledge management, intellectual capital development, and learning-oriented HR systems in turbulent economic contexts. These insights inform the proposed integrated model.
This introduction presents the organisational challenges at Aether Innovations Group Ltd and proposes an integrated HRM strategy grounded in innovation, engagement, and human capital theory to restore performance and sustainable competitive advantage as learned in our module “Human Capital Management” (Maycock, 2026).
















CHAPTER 2: REDESIGNED JOB DESCRIPTIONS
The redesigned executive roles aim to enhance autonomy, innovation capacity, and cross-functional integration in alignment with the Job Characteristics Model and skills-based job design principles.
2.1 Chief Executive Officer (CEO)
The CEO provides strategic foresight and systems leadership, cultivating an innovation-driven, employee-centred organisational culture. The role emphasises long-term growth strategy, financial sustainability, and cross-functional integration, supported by high decision-making autonomy.
2.2 Chief Financial Officer (CFO)
The CFO integrates financial governance with innovation strategy by allocating sustainable investment toward experimentation and capability development. The role includes developing performance metrics that capture intangible value, including intellectual capital and innovation outcomes.
2.3 Chief Technology Officer (CTO)
The CTO translates strategic vision into scalable, secure, and future-ready technological infrastructures. The role prioritises digital experimentation, systems integration, and enabling technological autonomy across business units.
2.4 Chief Innovation Officer (CIO)
The CIO leads innovation strategy, intrapreneurship initiatives, and venture incubation programmes. The role facilitates cross-functional collaboration, coaches innovation teams, and converts ideas into scalable business value while embedding performance-oriented innovation frameworks.
2.5 HR Directors
HR Directors design and implement an integrated people management system aligned with innovation strategy. Responsibilities include organisational design, culture transformation, psychological safety enhancement, capability development, and performance–reward alignment.
2.6 Head of Research and Development (R&D)
The Head of R&D leads collaborative research initiatives, balancing exploration and exploitation strategies. The role ensures customer-centred experimentation and continuous product and service innovation through cross-disciplinary coordination.
This chapter 2 outlines the redesigned executive roles aligned with innovation strategy, enhancing autonomy, cross-functional collaboration, capability development, and leadership accountability through skills-based job design and the Job Characteristics Model, as demonstrate in this year module “Human Capital Management” (Maycock, 2026).


















CHAPTER 3: Integrating Performance Appraisal and Job Design
A performance-driven innovation culture requires the alignment of job design and appraisal systems. This dissertation integrates a redesigned 360-degree feedback model with skills-based executive job structures to support sustainable growth.
Cappelli and Tavis (2016), argue that organisations are moving away from traditional annual appraisals toward continuous, feedback-driven systems focused on future capability rather than past evaluation. In competitive and rapidly evolving sectors, agile performance systems are essential.
The proposed integrated framework encourages multi-source evaluation, including board members, peers, direct reports, customers, and self-assessment, thereby strengthening accountability, transparency, and developmental learning. This approach reinforces cultural alignment, innovation behaviour, and strategic coherence across leadership roles.
In this chapter 3, explaining how integrating 360-degree feedback with redesigned leadership roles creating a continuous, development-focused performance system that strengthens innovation culture, accountability, and long-term organisational growth reflect a strong organisational culture for Aether Innovations Group Ltd, as learned from this year “Human Capital Management” module (Maycock, 2026).










CONCLUSION
This dissertation proposes a comprehensive redesign of innovation governance, job architecture, and performance management systems within Aether Innovations Group Ltd. By integrating skills-based job design with continuous 360-degree performance feedback, the organisation can optimise its human capital assets and strengthen long-term sustainability.
The establishment of a strategically aligned Executive Board comprising the CEO, CFO, CTO, CIO, HR Directors, and Head of R&D creates structural conditions that enhance autonomy, capability development, and innovation culture. Grounded in established HRM and organisational behaviour theory, this integrated framework positions Aether to achieve sustainable competitive advantage through people-centred innovation rather than reliance solely on physical or technological assets.
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INTRODUCTION

The experience on the accomplishment of my learning journey related to Human Capital Management – LCLB7023 module is/still long and amazing at the same time. My expecting was a bit complex and full of concerned. I need to admit that despite the longest time it is taking, I am really enjoying this journey for everything I am learning and accomplishing so far. How this module particularly is offering and empowering me in a baseline of my Learning and Development of cultivating the culture of innovation and growth mindset in me, assisted with all the skills acquired from LinkedIn, so far.
On this year’s academic learning and development journey, and as for a solid foundational effective growth mindset, the Gibbs reflective cycle model is best to demonstrate this road map process to my satisfaction. (Maycock, 2026).
In correlation with Hoque (2000), who suggested the individuals experience greater skill development, responsibility, and performance pressure to be submitted under strategic HRM, as innovation-driven practices reshape employee roles and expectations, there was a need for me to apply in myself certain involvement, and what the author called “quality- focused practices – enhances” that for me to accomplish the growth. Not to mention it corelation with the contribution of all my modules and lecturers over the last three years here at UWTSD. A worming thanks to all my lecturers, and to specialty Dr Samuel Ofori the BA programme manager who has led Independent Project - LCLM6005 module.
However, more specifically, my learning experience under the guidance of Dr. Eno Maycock involved a dynamic integration of theoretical knowledge, intellectual challenges, the attainment of LinkedIn skills certifications, and the development of my own academic outputs. This process aligns with Sicora (2025), who conceptualises Gibbs’ Reflective Cycle as a six-stage framework that structures reflection through description, feelings, evaluation, analysis, conclusion, and action planning. Such a model facilitates deeper learning, enhances professional practice, and promotes continuous professional development through systematic self-assessment.
GIBBS’ SIX-STAGE REFLECTIVE CYCLE APPLIED TO THE RESEARCH PROCESS

Stage 1: Description
This Learning and Development (L&D) journey involved sustained academic performance and achievement across multiple disciplines, requiring a high level of commitment, engagement, and effective time management. Balancing academic responsibilities alongside professional employment as an Uber taxi driver, personal domestic commitments, and regular travel between Bristol and Birmingham three times per week to attend lectures at University of Wales Trinity Saint David (UWTSD) presented significant logistical and cognitive challenges. These competing demands made the research process both intensive and complex.

Stage 2: Feelings
At the outset, I experienced a sense of being overwhelmed by the cumulative pressures associated with these responsibilities, particularly the expectation to produce high-quality academic work in accordance with UWTSD’s signed code of conduct and academic regulations. Despite these pressures, I remained confident in my ability to navigate the research process effectively. Nevertheless, moments of uncertainty emerged regarding the clarity and feasibility of the aims and objectives underpinning my L&D journey. The guidance, commitment, and professionalism of my module leader, Dr. Eno Maycock, were instrumental in alleviating these concerns, as her disciplined and rigorous teaching approach reinforced my academic focus and confidence (Human Resource Management in the Hotel Industry).

Stage 3: Evaluation
Overall, the experience was positive. Through sustained motivation, improved time management, and structured planning, I was able to address gaps in my learning and progressively enhance my academic performance. This systematic engagement with the research process contributed significantly to my personal and professional growth and strengthened my confidence in successfully completing my MBA programme.
Stage 4: Analysis
The challenges encountered throughout this journey reinforced the importance of outcome-oriented learning at each stage of the L&D process. Overcoming these obstacles enhanced my critical thinking, resilience, and capacity to evaluate alternative directions within my research. The demands of this experience served as a catalyst for reflective learning, enabling me to align performance outcomes with long-term academic and professional objectives.

Stage 5: Conclusion
In conclusion, this reflective process has strengthened my ability to cultivate a culture of innovation and a growth mindset, characterised by perseverance, commitment, and continuous improvement. These attributes have been central to my academic progress and have contributed to a sense of achievement and satisfaction with the outcomes attained thus far.

Stage 6: Action Plan
Looking ahead, my future goals centre on further developing a culture of innovation and growth through the intentional expansion of my skills and knowledge in digital workplace theories and performance measurement techniques, particularly in quantitative data analysis areas such as accounting and financial management. These competencies will enhance my future academic performance in higher education and support professional practice in strategic management and project management contexts.
This approach aligns with the performance management perspective of Peter Cappelli and Anna Tavis (2016), who advocate for continuous, feedback-driven, and development-focused performance management systems that replace rigid annual appraisals with agile, real-time dialogue.
While Artificial Intelligence (AI) represents a powerful and pragmatic tool for learning, this reflection acknowledges the ethical responsibility of human oversight in ensuring data accuracy, critical judgement, and moral integrity. Accordingly, I use AI solely as a supportive tool for reviewing and refining my own work in line with UWTSD’s academic standards, rather than as a substitute for original thinking. To remain academically relevant, I adopt a proactive L&D strategy focused on lifelong learning through lectures, LinkedIn skills development, peer-reviewed literature, and credible academic sources.
























CONCLUSION
In conclusion, this dissertation demonstrates how structured learning and development approaches can foster a growth mindset and innovation culture, enhancing personal capability, academic performance, and long-term professional effectiveness.
Overall, I am highly satisfied with my academic progression to date and remain committed to continuous learning and professional development.
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