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Executive Summary
In this report, an analysis has been made for Aether Innovations, a technology company with 300 employees that is recording a flat growth, high employee turnover, and low customer satisfaction following the mismatch of human capital practices. The report discusses modern performance appraisal and job design practices in the top technology firms which include Dell, Microsoft, and Google, pointing to the trend of continuous feedback, multi-source appraisal, and strategic alignment with the organisational priorities (Cascio and Montealegre, 2016; Doerr, 2018).

An innovative performance appraisal system is suggested at Aether Innovations that would combine Objectives and Key Results (OKRs), 360 feedback, and ongoing performance reviews to make sure that the work of the employees is quantifiable, development-oriented, and goal-oriented. The design of six strategic positions (CEO, CFO, CTO, CIO, HR Director, Head of R&D) with the help of Job Characteristics Model and skills-based design contributed to creating autonomy, accountability, innovation, and skill variety.

The report also connects job design and performance management showing how improved jobs and measurable OKRs bring about a performance-based culture. Reflections on the Gibbs cycle point to the demonstration of practical application of HCM theories, critical thinking, and consideration of AI-supported analytics to improve continually. In general, it can be concluded that a human capital plan in Aether Innovations is a coordinated approach that will contribute to better employee engagement, innovation, and organisational growth, which is a prototype of sustainable performance in the technologically-driven settings.
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[bookmark: _Toc224865416]1.0 Introduction
Human Capital Management (HCM) can be described as the method manages the employees to optimise the organisational performance by effectively harmonising the people, business goals and processes (Armstrong and Taylor, 2020). This report focuses on the case of the Aether Innovations which is a 300 employees technology company that has a flat growth rate, high staff turnover and decreasing customer satisfaction rate because of the misaligned HR practices. The report will also focus on an integrated Human Capital Blueprint that revolves around re-engineering the performance management and job design. 



[bookmark: _Toc224865417]2.0 OPTION 1: Re-Engineering Performance & Job Design 
[bookmark: _Toc224865418]2.1 Current practices in performance appraisal amoung tech companies
Performance appraisal refers to a planned procedure by the organisations in order to assess the job performance, skills, and contribution of an employee against established targets and standards (Cascio & Montealegre, 2016). 
[image: Performance Management Vs Performance Appraisal]
Figure 1: Performance Management Practices, source: (Slide Team, 2021)
The currecnt practices of perofromance appraisal among varioes tech compnies have examined below: 
The current trends on performance appraisal among technology firms have changed drastically as opposed to the past where appraisal was done once a year to a data driven and development oriented appraisal systems. As an example of such a process, Dell has an “upward feedback mechanism”, which the employers use to conduct a regular rating of the managers on various dimensions like ethical business practices and assistance in work-life balance, used to inform development and leadership coaching and not to directly determine pay or promotion, thereby maintaining an ongoing conversation and enhancement (Pressbooks, 2026). 
Likewise Microsoft abandoned their old forced ranking system to growth oriented performance model that relies more on continuous feedback, coaching as well as on a culture of having the growth mindset. Such a change allows employees to concentrate on learning and teamwork, instead of competition within the company (DeNisi and Murphy, 2017).
At Google, peer feedback is combined with Objectives and Key Results (OKRs) in performance appraisal. The employees also have quarterly objectives which are directed towards organisational priorities and performance is measured on both qualifiable consequences and peer feedback contributing to increased transparency and accountability (Doerr, 2018).
Overall, these practices show that there is a definite shift towards a constant performance management, multi source feedback, and strategic alignment that is better applicable to the volatile and innovation driven nature of technology organisations.
[bookmark: _Toc224865419]2.2 Current Job Design Practices in Technology Firms
Existing job design models in technological firms like Google, Microsoft and Adobe emphasize on flexibility and innovation-oriented positions. To illustrate, the Check-In system of Adobe combines the job roles with the constant feedback, which enables the employees to improve the responsibilities depending on the performance discussions (CIPD, 2024). In the same vein, the employment of cross-functional project teams in the Google organization allows employees to use a wide range of skills and promote teamwork, indicative of skill variety and non-managerialism under the Job Characteristics Model (Grant and Parker, 2009). Another practice that Microsoft implements is skills-based mobility, which gives employees an opportunity to move between projects according to competencies, enhancing flexibility in rapidly evolving environments (World Economic Forum, 2023).
[bookmark: _Toc224865420]2.3 Proposed Performance Appraisal System
In order to improve the performance and innovation at Aether Innovations, the Objectives and Key Results (OKRs), 360-degree feedback, and continuous performance reviews should be incorporated into the modern and growth-oriented appraisal system. OKRs will be used to convert strategic goals into objectives that are quantifiable and have timeframes, and will ensure the input of each employee is aligned with the organisation priorities, such as better customer satisfaction or faster product development (Doerr, 2018).
[image: What Is Objectives And Key Results (OKR) | An Introduction, Tips & Guidance  In 2026 | BusinessAnalystMentor.com]
Figure 3: Objectives and Key Results (OKRs), source: (Business Analyst Mentor, 2022)
The 360-degree feedback enables the multi-source feedback of peers, subordinates, and supervisors, which is especially important when it comes to cross-functional teams and top management positions such as the CIO. This makes sure that the collaboration, creativity and leadership behaviours are assessed beyond conventional top-down reviews (Bracken and Rose, 2011; London and Smither, 2002).

[image: How 360-Degree Feedback Redefines Performance Management]
Figure 4: 360-Degree Feedback; source: (Goh, 2024)
Instead of having annual appraisals, continuous performance reviews will have quarter-to-quarter check-ins and monthly coaching meetings. Such sessions offer up-to-date advice, fill in competence gaps, and promote experimentation, which leads to an innovative culture (CIPD, 2024; Pressbooks, 2026).
[bookmark: _Toc224865421]2.4 Job Analysis, Job Descriptions and Job Specifications
[bookmark: _Toc224865422]2.4.1 Job Analysis
Job analysis refers to the methodical way of determining what the job is all about, its purpose, its main tasks, its powers of authority, what it needs and how much it must produce (Dessler, 2020). In the case of Aether Innovations, where its growth has slowed, staff turnover and loss of customer satisfaction, job analysis should not merely be a listing of tasks; but must restructured top positions to enhance accountability, innovative and cross-functional teams.
[bookmark: _Toc224865423]2.4.2 Job Descriptions
A job description is a written document that outlines the role explanation, reports, duties, decision making and contribution towards organisational objectives (Dessler, 2020). As per JCM principles, the following job descriptions highlight the aspect of meaningful ownership, cross-functional teamwork and high-value decision making (Hackman and Oldham, 1980; Grant and Parker, 2009).
[bookmark: _Toc224865424]Table 1: Job Descriptions for the Six Key Positions
	No.
	Position
	Job Purpose
	Key Responsibilities (Practical and Realistic)
	Autonomy / Innovation Focus

	1
	CEO
	Lead Aether’s strategic turnaround and sustainable growth.
	1. Set 3-year strategic direction. 2. Align all executive OKRs. 3. Lead monthly performance and customer recovery reviews.
	High strategic autonomy; accountable for growth, innovation culture, and customer outcomes.

	2
	CFO
	Protect financial health while enabling investment in innovation.
	1. Lead budgeting, cash flow, and pricing analysis. 2. Conduct scenario planning and investment appraisal. 3. Evaluate ROI of R&D and digital initiatives. 
	Authority to reallocate resources toward high-return innovation and workforce priorities.

	3
	CTO
	Deliver scalable, secure, and high-performing technology systems.
	1. Own system architecture, product reliability, and cybersecurity. 2. Ensure DevOps maturity and engineering quality standards. 3. Reduce technical debt. 
	High technical autonomy; empowered to modernise systems and accelerate delivery pipelines.

	4
	Chief Innovation Officer (CIO)
	Build and manage the innovation pipeline from idea to pilot.
	1. Run innovation sprints. 2. Screen and prioritize ideas. 3. Coordinate prototypes with R&D and technology teams. 
	High autonomy within an agreed innovation budget; accountable for experimentation and commercial viability.

	5
	HR Director
	Strengthen retention, capability, and performance culture.
	1. Redesign performance management. 2. Implement skills-based workforce planning. 3. Improve succession, learning, internal mobility, and engagement. 
	Authority to redesign talent systems and embed continuous feedback culture.

	6
	Head of R&D
	Convert research and technical insight into viable product solutions.
	1. Lead product research, prototyping, testing, and experimentation. 2. Coordinate with CTO and CIO on pilot readiness. 3. Reduce time-to-prototype. 
	High autonomy over research priorities within portfolio strategy; strong focus on applied innovation.



[bookmark: _Toc224865425]2.4.3 Job Specifications
Job specification refers to the qualifications, experience, knowledge, technical skills and other behavioural skills needed by a person to carry the job effectively (Dessler, 2020). As such, the following specifications are a blend of formal skills, strategic, digital and behavioural skills.
[bookmark: _Toc224865426]Table 2: Job Specifications for the Six Key Positions
	No.
	Position
	Qualifications / Experience
	Key Skills (Skills-Based Design)
	Behavioural Competencies

	1
	CEO
	· MBA or equivalent
· 12+ years in senior leadership in tech/digital firms
	· Strategy execution
· Growth leadership
· Stakeholder management
· Customer transformation
· Change leadership
· OKR alignment
	· Vision
· Resilience
· Accountability
·  Innovation sponsorship
·  Ethical judgement

	2
	CFO
	· Professional finance qualification (ACCA/CIMA/CPA)
· 10+ years in financial leadership
	·  Financial planning and analysis
·  Pricing strategy
· SaaS/digital metrics
· Investment appraisal
· Risk modelling
·  Resource allocation
	· Commercial judgement
·  Integrity
· Analytical rigour
·  Decisiveness

	3
	CTO
	· Degree in computer science/engineering
· 10+ years in engineering leadership
	·  Cloud architecture
· Cybersecurity
·  Agile delivery
·  DevOps
·  Platform scalability
· Technical coaching
· Data governance
	· Systems thinking
· Experimentation
·  Collaboration
·  Quality focus

	4
	Chief Innovation Officer (CIO)
	· Master’s in innovation, business, or technology
·  8–12 years in product/innovation roles
	· Design thinking
·  Portfolio management
· Customer validation
· 
	· Curiosity
·  Entrepreneurial mindset
·  Influence
·  Calculated risk-taking

	5
	HR Director
	· Degree/Master’s in HRM
· CIPD desirable
· 8–10 years in strategic HR
	· Talent analytics
·  Job design
·  Workforce planning
· Leadership development
· 
	· Empathy
·  Credibility
·  Coaching orientation
·  Change facilitation

	6
	Head of R&D
	· Advanced degree in engineering/science/product development
· 8+ years in R&D
	· Research methods
· Prototyping
· Product experimentation
·  Innovation processes
·  Cross-functional delivery
· 
	· Learning agility
·  Persistence
·  Creativity
·  Collaborative problem-solving


Overall, the job analysis, job descriptions and job specifications can provide Aether innovations a robust people-design framework of recovery and long-term performance. 
[bookmark: _Toc224865427]2.4.4 Application of Job Characteristics Model (JCM)
[image: Job Characteristics Model - Vskills Blog]
Figure 5: Job Characteristics Model; Source: (JCM) (Hackman and Oldham, 1980)
The use of Job Characteristics Model (JCM) within the technology-based environment of Aether innovation can boost the autonomy, skills application, and innovation especially to strategic positions such as the Chief Innovation Officer (CIO). By redesigning the role of CIO to be more high task significance and task identity within it, Aether Innovation will be able to enable the CIO to drive key innovation projects in an end-to-end fashion, enhancing ownership and accountability (Hackman and Oldham, 1980). The autonomy may be increased by letting the CIO choose the priorities of projects and collaborate across functions to be more creative when solving problems. The role has the capacity to capitalize on a variety of technical, managerial, and strategic capabilities through the design, which allows increasing skill variety and professional development (Campion et al., 2011). The integration of continuous performance review and feedback loops would help the CIO develop experimentation with new technologies and initiatives, as well as promote an organisational culture of innovation (Pressbooks, 2026). This incorporation will make performance management lead to individual and organisational creativity.
[bookmark: _Toc224865428]2.5 Linking Performance and Job Design
The correlation between performance appraisal and job design in Aether Innovations is a necessary action to have a unified performance-based system. The enhanced job roles, including the CTO and the Chief Innovation Officer are designed in terms of accountability, autonomy, and innovation-focused duties on the Job Characteristics Model. The roles are then directly linked with performance appraisal via quantifiable OKRs so that every task is converted to certain results, like system reliability or successful product innovation (Doerr, 2018). These roles can then be directly associated with performance appraisal in terms of quantifiable OKRs, so that every rolegenerates certain resulsts such as system reliability or successful product innovation (Doerr, 2018). Moreover, a 360-degree feedback and continuous performance reviews ensure that the performance is reviewed on a variety of perspectives, and it is adjusted on a regular basis. This integration ensyres that the job expectations are transparent, the performance can be assessed, and jobs are flexible(Aguinis, 2023; CIPD, 2024). 
[bookmark: _Toc224865429]3.0 Conclusion 
To sum up, the current flat growth, high turnover, and decreasing customer satisfaction of Aether Innovations show that the company needed to implement a modern integrated human capital strategy. Using the performance appraisal system based on growth with the integration of OKRs, 360-degree feedback, and continuous performance reviews, employee contribution of Aether innovations will be aligned the priorities of the organisation to enhance accountability, the development of skills, and innovation. These strategies in general establish a culture of performance, enhance teamwork, and facilitate long-term development and growth.



[bookmark: _Toc224865430]4.0 Reflection 
[bookmark: _Toc224865431]4.1 Learning from Human Capital Management (Gibbs Reflective Cycle)
This reflection presents an assessment of my learning experience withing the module with the help of Gibbs Reflective Cycle to determine how the acquired knowledge could impact my professional growth and future career.
[image: Partnership Tutors, Mentors and Host Teachers' pages]
Figure 6: Gibbs Reflective Cycle, Source: (Mmiweb, 2026)
Description: I was a Human Capital Consultant to Aether Innovations, that experienced a flat growth, and high employee turnover with waning customer satisfaction. I was able to critically analyze the existing HR practices within the technological sector, and draft an integrated blueprint of human capital. In particular, I suggested a performance management system that would consist of Objectives and Key Results (OKRs), a 360-degree feedback, and continuous performance reviews. I also created comprehensive job analysis, job description and job specifications of six major leadership positions (CEO, CFO, CTO, CIO, HR Director and Head of R&D) using Job Characteristics Model and skills based design. Lastly, I also showed how performance management and job design could be coordinated to develop a performance-driven culture.
Feelings: When I started the module, I was not comfortable with leaving the theory behind and implementing HR models on a real business case such as Aether Innovations. My first feeling was that I was not sure how I could incorporate numerous HR practices into a single system. Nevertheless, I grew confident with time especially when connecting OKRs to job descriptions and organisational performance. I am pleased to say that I experienced a sense of accomplishment when I could effectively link job design factors like autonomy and skills variety to performance metrics. This is what made the module more significant and realistic to me.

Evaluation: The fact that various HR concepts have been incorporated into a single strategic framework was one of the most positive in my work. To illustrate, I have not separated performance appraisal and job design, but rather demonstrated how the OKRs are directly connected with job tasks like the CTO being responsible in performance of the system or the HR Director having a reduction in turnover. This alignment shows the module requirement of developing an integrated HR strategy, and not isolated HR practices.
Nevertheless, I am aware that my previous concept of HR was very disjointed. Prior to this module, I perceived performance management, recruitment and job design as individual tasks. Through this module, I realised that my initial approach was not detailed in its connection of these practices towards a strategic perspective. 

Analysis: This module taught me that the management of the human capital does not lie in the practices but in alignment. As an example, when designing OKRs in the case of Aether Innovations, I made sure that each target such as customer satisfaction improvement, was closely tied to quantifiable results and particular leadership positions. This is indicative of the way strategic HRM ties the performance of the employees to organisational objectives. Also, the implementation of Job Characteristics Model helped me to understand that it is necessary to design jobs to be more motivating.

Conclusion: On the whole, this module helped me to gain a lot of skills in the area of applying HR theories to the real organisational problems. I also came to know that creating an efficient HR strategy should be integrated, think critically, and align it with business purpose. I also gained a better insight into the interaction between performance management and job design to modify the behaviour of employees and their engagement as well as organisational performance.

Action Plan: I will continue developing my skills in critical evaluation of various HR models and supporting my decisions with more evidence in future. I will also advance my applied HR capabilities, especially in HR analytics, in order to be more able to quantify the results of HR, duch as the employee performance and turnover. Also, I will keep on practicing how to apply the theory to the real organisational case as the present module has already demonstrated that practicality is a key element of postgraduate-level work and my future profession in human capital management.
[bookmark: _Toc224865432]4.2 Future Career in the AI Era 
In order to remain relevant in an AI-driven work place, I will position myself as an HR professional who works with AI to improve without replacing my decision-making. I created a performance management system at Aether Innovations in my assignment based on the use of the OKRs, 360 feedback, and continuous reviews. I understand that AI can assist in those processes by processing the data on employee performance, detect patterns in turnover, and forecast skill shortage more effectively than the manual one. As an illustration, I will consider applying AI to monitor the advancement of the OKR and create information about the performance patterns of employees to make more informed decisions.
Nevertheless, I will make sure that AI cannot take over my job as I will look into areas that cannot be judged by AI and where human interpersonal skills are essential. The elements of coaching, leadership development and cultural alignment are not entirely automated as I brought out in my leadership job design. I will apply AI to enhance decisions, but will base my interpretation of the findings and make impartial and ethical decisions using my critical thinking and emotional intelligence (Cascio and Montealegre, 2016).
Thus, I consider AI as a support system that can result in increased efficiency and insight, and my role will be strategic thinking, relationship management, and human capital alignment to organisational objectives.
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