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1. Introduction

In the modern digital economy, strategic human capital management stands as the
fundamental requirement that enables technology companies to maintain their
competitive advantage throughout their operation in markets that experience ongoing
technological change and intense competition. Aether Innovations operates as a
technology company that experiences rapid growth and employs around 300 workers.
The company deals with three main problems which include a lack of growth, high
rates of employee departure, and decreasing levels of customer contentment. The
problems emerge when organisations fail to create employee management systems
which match their strategic objectives. The workplace performance assessment
method which companies used to evaluate employees through annual reviews has
become outdated because of modern work environments which demand ongoing
employee development assessment and workplace flexibility (DeNisi and Murphy,
2017). The implementation of strategic human resource practices leads to improved
organisational performance which results in higher innovation levels and increased

employee commitment (Teece, Pisano and Shuen, 1997).

2. Current Performance Appraisal Practices in Technology Firms

Performance appraisal system is created to assess employee efforts, facilitate
development, and ensure the individual employee performance is up to date with
organisational goals. The conventional methods of appraisal that have been in use at
most of the technology organisations are annual appraisal, key performance indicators
(KPIs), and rating based on supervision. Such approaches normally consider the
performance of employees at the conclusion of a performance cycle and they offer
little continuous feedback opportunities. Though they worked in more steady
organisational contexts, such systems are slowly being criticised as not fitting their
innovative and dynamically driven technology space (CIPD, 2022).

Delay in the employee performance and feedback is one of the biggest shortcomings
of traditional appraisal systems. Annual reviews are usually spent on the previous
performance instead of assisting in enhancing the current performance, thereby
minimizing employee motivation and cutting the chances of advancement in
profession. It has been shown that conventional appraisal schemes often have

administrative assessment over employee development, which might result in a lack
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of engagement and a decrease in the belief in the performance management
procedure (DeNisi and Murphy, 2017).

Managerial bias is another problem. With such performance evaluation basing on the
judgment of one supervisor, there may be subjectivity, influence of favouritism and
uneven evaluation criteria. These biases may diminish the perceptions of fairness and
impact adversely the engagement of the employees. The current performance
management studies thus focus on more open and cooperative evaluation methods
that incorporate more than one point of view (Aguinis and Burgi-Tian, 2020). According
to modern research in the field of human resource management, the elimination of
strict appraisal systems in favour of performance management methods of flexibilities,
with the main emphasis on constant feedback and employee development, is
suggested (Kniffin et al., 2020).

3. Proposed Modern Performance Management System

Aether Innovations must embrace a new performance management model to
overcome the shortcomings of conventional appraisal systems, the new model should
focus on small cycles of feedback, strategic-alignment and employee development.
Modern organisations are shifting towards less structured annual reviews in favour of
loose systems which enable learning, innovation, and collaboration. Recent
performance management makes employees know the goals of the organisation by
ensuring that they get frequent feedback and development opportunities (Aguinis and
Burgi-Tian, 2020).

The Objectives and Key Results (OKR) system is one of the effective systems to
accomplish this goal. OKRs are concerned with setting specific organisational goals
that are backed by quantifiable results aimed at achieving the set goals. In this system,
the employees and teams work together to set performance targets as organisational
strategy. As an example, one organisational goal can be enhancing the level of
product innovation, and the key outcomes could be the introduction of new digital
functionality or the achievement of a higher level of user engagement. This provides
a form of transparency and accountability in a manner in which employees get to know
the impact of their work to the achievement of the organisational success. A study has

shown that the modern performance systems with the concentration on measurable
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results and strategic alignment contribute greatly to organisational performance
improvement and employee involvement in their work (Aguinis and Burgi-Tian, 2020).
Besides OKRs, Aether Innovations ought to adopt the use of 360-degree feedback in
the evaluation procedure. This is an alternative to the conventional use of supervisor-
based assessment but gathers many inputs, such as managers, co-workers,
subordinates, and in some cases, customers. Multi-source feedback also gives a more
detailed assessment of employees, and it also makes them less susceptible to
managerial bias (Cameron, Garrett and Spreitzer, 2019). Workers have also wider
developmental knowledge which brings out strengths and areas to be improved in
various variables of their work.

In addition, performance management ought to become more focused on constant
reviews of performance instead of yearly reviews. The monthly or quarterly feedback
will give employees an opportunity to correct their performance on a real-time basis
and enable them to improve their professional development (Buckingham and
Goodall, 2015). Constant feedback mechanisms assist organisations to be fluid and
adaptable in the evolving business conditions as well as facilitate free flow of
information between managers and employees.

OKRs, 360-degree feedback, and ongoing reviews can help Aether Innovations create
a current performance management framework that will boost motivation among

employees, accountability, and organisational innovativeness.

Organisational Goals

Objectives
What do we want How will we
to achieve? measure success?

Continuous
Feedback & Coaching

Regular Check-Ins &
Development

Figure 1 Modern Performance Management Framework (OKR + Continuous Feedback) (Source: Self-
Generated)
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4. Job Design Using the Job Characteristics Model

Job design is very important to employee motivation, engagement as well as
organisational performance. The technological organisations like Aether Innovations
need employees who will handle more difficult tasks that demand creativity, teamwork
and learning. Traditional job designs with very specific focus and tight control
commonly diminish employee autonomy and restrictive innovation. As a result,
organisations are rapidly adopting the new models of job design that entail offering
employees more responsibility, flexibility and skills development.

Among the best-known models of job design improvement, there is the Job
Characteristics Model, which draws attention to the effect of certain job characteristics
on employee motivation and performance. The model suggests five fundamental job
dimensions namely: skill variety, task identity, task significance, autonomy and
feedback. When such factors are incorporated in job roles, the employees will have
increased chances of getting motivated, job satisfaction, and organisational
commitment.

The former dimension is known as the skill variety, which is the degree of a job that
involves the employment of various skills and abilities by the employees. This may be
by placing employees in cross-functional project teams at Aether Innovations where
the employees work on various phases of product development. This kind of exposure
would allow the employees to expand the breadth of their expertise as well as promote
teamwork and the sharing of knowledge. The second dimension is the one of task
identity that emphasizes the skills of employees to accomplish a complete and
recognizable portion of work. The sense of responsibility and achievement of specific
projects or product attributes may be reinforced by giving responsibility to the
employees.

The third dimension is task significance in which the effect of the work of employees
on the customer or the organisation as a whole is highlighted. Once the workers realize
the contribution they make to customer satisfaction and technological progress, they
are more apt to become motivated and dedicated to their work. The fourth dimension
is the autonomy which is the degree of freedom of employees to make decisions on
their work. Increase in autonomy promotes creativity and innovation which is required
in technology organisations. Lastly feedback enables the employees to know the

effectiveness of their performance in their respective functions. Constant feedback
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systems aids in learning and professional growth and those types of feedbacks
contribute to the strengthening of organisational expectations (Bakker and Demerouti,
2016).

These principles also allow to redesign jobs into more job satisfaction, innovation and

overall organisational performance by Aether Innovations.

5. Job Analysis and Job Descriptions for Key Positions

Job analysis refers to a crucial human resource management, which is done to find
out the roles, skills and or competencies that are needed in particular organisational
positions. In technology organisations like Aether Innovations, job analysis enables
effective positioning of jobs according to organisational strategic purpose and the
employees have the capability needed in order to facilitate the process of innovation
and organisational development. The recruitment process, training and performance
evaluation processes are also assessed on the basis of a clear understanding of job
responsibilities. Studies have shown that systematic job analysis enhances
organisational efficiency because it encompasses clear definition of roles and
alignment of these roles with the organisational strategy (Morgeson, Brannick and
Levine, 2020).

In order to enhance organisational performance and innovativeness, Aether
innovations ought to come up with concise job description and job specifications of six
central leadership roles within the organisation. Both roles will require a focus on
strategic thinking, teamwork and innovation in order to serve the long-term goals of

the company.

Position Key Responsibilities Key Skills
Chief Executive | Defines organisational vision and | Strategic  leadership,
Officer (CEO) strategic direction decision-making
Chief Financial | Manages financial planning and | Financial analysis,
Officer (CFO) risk management budgeting
Chief ~ Technology | Oversees technology strategy and | Cloud computing, Al
Officer (CTO) digital infrastructure expertise
Chief Innovation | Drives innovation initiatives and | Innovation
Officer (CIO) digital transformation management, creativity
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HR Director Develops talent management and | HR leadership,
employee engagement strategies | organisational

development

Head of Research | Leads product development and | Engineering expertise,

and Development technological innovation research capability

There should also be such job roles that are inclusive of aspects of autonomy, cross-
functional collaboration, and sharing of knowledge. These features enable the
employees to play an active role in organization innovation whilst enhancing decisions
and problem-solving skills. Clearing job descriptions are therefore an aid to

performance management as well as strategic development of an organisation.

6. Integration of Performance Management and Job Design

To have a high-performing and innovative organisational culture, it is important to
integrate the performance management systems with effective job design. When the
two human resource practices are used separately the organisations might fail to bring
employee behaviour at the same level with the strategic goals. But in case both
performance management and job design are strategically linked, the employees
receive clear expectations as well as meaningful work structures that facilitate
organisational performance.

The use of performance management systems like the use of the OKRs and
continuous feedback present the employees with well defined goals and quantifiable
results. Such systems assist the employees in knowing how their efforts affect
organisational success besides allowing the managers to track progress and offer
developmental guidance to their counterparts. Simultaneously, jobs that are designed
well and have some of the aspects that include autonomy, variety of skills, and
importance of their work will motivate the employees to become responsible towards
the tasks that are assigned to them and will make them become more involved in their
work. Studies indicate that the level of motivation and engagement of employees
would go up significantly when they have favorable work conditions and when their job
descriptions are meaningful (Saks, 2021).

In the case of Aether Innovations, the culture that is built on the basis of performance-

driven can be achieved by the incorporation of the latest performance management
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systems and the reorganization of job roles, which will promote innovation, teamwork,
and responsibility. This combined strategy enables the employees to work more
efficiently and it aids the strategic goal of the organisation restoring the growth and

enhancing customer satisfaction.

7. Reflection Using Gibbs Reflective Cycle

Description
The Human Capital Management module offered important information to understand

the strategic role of human resource management in the contemporary organisations.
Some key concepts were studied during the module, which are performance
management systems, job design strategy, the motivation of employees and the
correlation between the human capital practices and the organisational objectives. It
was also understood during the learning process that human resource management
is focused not only on administrative activities but also is a fundamental component in
defining organisational performance and innovation. The examination of the work
difficulties Aether Innovations has encountered helped to understand that efficient
people management practices are the key to solving the problems, including the high

rates of employee turnover, decreasing levels of engagement and productivity.

Feelings
First, the human resource management systems seemed complex due to the

numerous theories and practices presented. But as the module advanced, it was
possible to see how these concepts applied in real organisational issues. The
experience of learning the role of performance management systems in driving
employee behaviour and organisational performance contributed to the necessity of
valuing the role of HR leadership in strategic terms. Another lesson learnt in the
module was the negative impact of the poorly designed performance appraisal

systems on the motivation of the employees and organisational culture.

Evaluation
One of the most significant positive sides of the learning experience was the possibility

to learn about the modern perspectives on performance management and job design.
Ranging from these frameworks, it was revealed that organisations can enhance
employee engagement through adopting systems, which reinforce sustained

feedback, employee growth, and shared goal establishment. Secondly, the module
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has underpinned the need to establish conducive work environments where
organisational commitment and employee wellbeing is prioritised. The studies have
found that human resource practices based on employee support and related
engagement have a massive impact on a better organisational performance and

employee satisfaction (Saks, 2021).

Analysis
The theories learned on the module explain the potential impact of strategic human

resource management on organisational success. Indicatively, the current
performance management systems are characterised by development-based
feedback as opposed to the system of appraisal, which is purely evaluative. On the
same note, the job design models also show how autonomy, meaningful work and the
use of skills can make workers more motivated. These experiences indicate the
necessity of aligning the human resource strategies with organisational goals in order

to realise sustainable competitive advantage.

Conclusion and Action Plan
Considering the module, it is obvious that it should be noted that the successful

management of human capital demands a continuous learning process and
development of a professional. Leadership, strategic human resources, and
organisational behaviour expertise will be useful in managing the complex challenges
in the workplace in the future. The implementation of the ideas in practice can help in

development of innovative and high performing organisations.

8. Staying Relevant in the Age of Artificial Intelligence

Artificial intelligence (Al) is quickly advancing and this is changing numerous facets of
the contemporary working environments, such as human resource management and
organisational decision making. Even more, Al technologies can now tackle the task
of analysis of employee data, the creation of reports, and support the recruitment
process. Such abilities enable organisations to become more efficient and less
workload making them less administrative. Nevertheless, the strategic and human-
centred roles of leadership and management cannot be entirely automated by Al as it

is required to do with routine.
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Human professionals bring vital skills which include creative thinking, moral
judgement, creative thinking and interpersonal communication. The skills have been
really significant especially in employee engagement, organization culture
development, and decision-making in leadership. The studies on dynamic capabilities
underscore the idea that organisations are in a competitive position because they build
human capabilities which enable them to be innovative and flexible in a dynamic
business environment (Teece, Pisano and Shuen, 1997).

To stay relevant in the Al-driven workplace, one has to constantly learn to think
critically, build leadership capabilities, and have the capacity to work hand in hand with
the emerging technologies. By combining the human skills and Al technology,
professionals will cover the possibility to enhance organisational decision-making and

to promote the long-term organisational success.

9. Conclusion

The modern performance management tools and practical job design have been used
to recommend a comprehensive human capital strategy at Aether Innovations, as has
been presented in this report. The practices can help to increase employee
engagement, catalyse innovation and ensure better organisational performance,

which in turn will allow the organisation to pursue sustainable growth.

Page 12 of 14



Reference List

1.

Aguinis, H. and Burgi-Tian, J. (2020) ‘Measuring performance during crises and
beyond: The Performance Promoter Score’, Business Horizons, 64(1), pp. 149-160.

Available at: https://doi.org/10.1016/j.bushor.2020.09.001

Bakker, A.B. and Demerouti, E. (2016) ‘Job demands—resources theory: Taking stock
and looking forward’, Journal of Occupational Health Psychology, 22(3), pp. 273—285.

Available at: https://doi.org/10.1037/ocp0000056

Buckingham, M. and Goodall, A. (2015) ‘Reinventing performance management’,

Harvard Business Review. Available at: https://hbr.org/2015/04/reinventing-

performance-management

. Cameron, L.D., Garrett, L. and Spreitzer, G. (2019) ‘Alternative work arrangements’,

Oxford Bibliographies. Available at: https://doi.org/10.1093/0bo/9780199846740-0155

CIPD (2022) Performance management factsheet. Chartered Institute of Personnel
and Development. Available at:

https://www.cipd.org/uk/knowledge/factsheets/performance-factsheet/

DeNisi, A.S. and Murphy, K.R. (2017) ‘Performance appraisal and performance
management: 100 years of progress?’, Journal of Applied Psychology, 102(3), pp.

421-433. Available at: https://doi.org/10.1037/apl0000085

Kniffin, K.M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S., Bakker, A,
Bamberger, P., Bapuji, H., Bhave, D., Choi, V., Creary, S., Demerouti, E., Flynn, F.,
Gelfand, M., Greer, L., Johns, G., Kesebir, S., Klein, P., Lee, S., Ozcelik, H. and Vugt,
M. (2020) ‘COVID-19 and the workplace: Implications, issues, and insights for future
research and action’, American Psychologist, 76(1), pp. 63-77. Available at:

https://doi.org/10.1037/amp0000716

Saks, A.M. (2021) ‘Caring human resources management and employee
engagement’, Human Resource Management Review, 32(3), p. 100835. Available at:

https://doi.org/10.1016/j.hrmr.2021.100835

Page 13 of 14



9. Teece, D.J., Pisano, G. and Shuen, A. (1997) ‘Dynamic capabilities and strategic
management’, Strategic Management Journal, 18(7), pp. 509-533. Available at:

https://josephmahoney.web.illinois.edu/BA545 Fall%202022/Teece,%20Pisano%20a

nNd%20Shuen%20(1997).pdf

Page 14 of 14



