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[bookmark: _Toc224515703]1. Introduction
Human capital plays a major role of performance organisation in knowledge based markets like technology. Technology firms are busy depending on talented workers whose innovativeness, collaboration and innovation powers identify competitive edge (Armstrong and Taylor, 2020). Nevertheless, a plethora of fast-evolving tech startups find it hard to sustain their performance rates as a result of inefficient performance management systems, ambiguous job descriptions and impaired staff integration. One of the technology organisations experiencing such difficulties is Aether Innovations, which employs about 300 employees, and has stalled growth, high turnover and reduced customer satisfaction. These problems indicate that there was no oneness of organisational strategy and human resource practises. The report involves an integrated Human Capital Blueprint of Aether Innovations that will look at the existing Human Resource practises within the technology industry and come out with a modern performance appraisal system and creating job analysis and design to enhance organisational performance and innovation.


[bookmark: _Toc224515704]2. OPTION 1: Re-Engineering Performance & Job Design 
[bookmark: _Toc224515705]2.1 Current HR Practices in Technology Industries
Technology companies are in a highly competitive business environment dominated by high rate of technological change, short innovation cycles and is also experience grow customer expectations. In turn, the human resource management practises in such organisations have shifted out of the old administrative-based practises towards more strategic systems helping such organisations to be innovative, collaborative and agile (Cascio & Montealegre, 2016). HR practises in technology companies have become vital in matching the skills of employees with the organisational strategy and long-term competitiveness.
Performance Management Practices
The transition of traditional annual performance appraisal systems to continuous performance management is one of the greatest changes in the technology industry. Previously, most organisations used annual reviews in which evaluation of employees performance to make compensation decisions took precedence. Nevertheless, in dynamic industries, such systems are becoming widely recognised as ineffective due to the delayed feedback and incapacity to continuously learn (Aguinis, 2023).
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Figure 1: Performance Management Practices (Slide Team, 2021)
This has seen the implementation of more liberal and developmental based performance management systems by many technology firms. Organisations like Adobe, Microsoft and Google have also substituted forced measuring and yearly evaluations with regular discussions of feedback, objective monitoring and coaching input models of evaluation. As an example, Adobe implemented a Cheque-In system that promotes performance, development and goal focus conversation between the employee and managers on a regular basis. According to research, the continuous feedback helps to engage employees better and reduce voluntary turnover by making them feel that they are supported and more knowledgeable about their performance expectations (CIPD, 2024).
Moreover, collaboration and innovation have gained a bigger focus in performance management of technology firms compared to individual competition. Teamwork and knowledge sharing is very critical in the innovation of knowledge-intensive organisations. Consequently, the performance systems have become focused on the inclusion of peer feedback and project-based evaluation and development discussions, which motivate the workers to enhance their skills and learn in organisations (DeNisi and Murphy, 2017).
Job Design Practices in Technology Firms
Another highly relevant factor that contributes to employee motivation and productivity is job design. The Job Characteristics Model (JCM) created by Hackman and Oldham describes five dimensions of the job that include skill variety, task identity, task significance, autonomy and feedback that increase intrinsic motivation and job satisfaction of employees (Hackman and Oldham, 1980).
Twice as often, technology organisations use these tenets in creating flexible and team-oriented roles. Instead of strict hierarchical organisations, employees tend to work as cross-functional teams that have the mandate of coming up with innovative products or services. This will enable the employees to apply various skills and interact with employees in other fields hence enhancing creativity and ability to solve problems (Grant and Parker, 2009).
The other new trend is the skills-based job design where organisations pay attention to the competencies of employees rather than the job titles. Skills based programmes in digital industries that change fast enable the employees to move within the project and quickly adjust to new positions. The World Economic Forum (2023) states that close to fifty percent of organisations worldwide are heading towards strategic human resource practises based on skills to enhance organisational agility.
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Figure 2: Job Design Strategies (Unstop, 2020)
With this trend, there are a number of organisations that continue to find performance management and job design very difficult to incorporate. The consequence of fragmented HR practises is ambiguity of expectations of the job, lack of career development opportunities and poor talent-organisation fit. Such a mismatch may also further lead to elevated turnover and productivity decrease (Aguinis, 2023). Thus, Aether Innovations needs a more integrated HR structure that would tie job role to performance indicators that can be measured.
[bookmark: _Toc224515706]2.2 Proposed Performance Appraisal System
To overcome the organisational issues of Aether Innovations, this report proposes the adoption of an integrated performance management framework that incorporates Objectives and Key Results (OKRs), 360-degree feedback and regular performances reviews. Such practises are common within technological corporations since they enhance transparency, teamwork and innovation.

Objectives and Key Results (OKRs)
OKRs are a formalised way of executing organisational strategy into quantified objectives. Every objective is a qualitative goal, and key results form a set of quantitative indicators that aims to track the progress towards the objective (Doerr, 2018). OKRs enable employees to know the contribution of their work to the wider strategic performance since employees can correlate organisational priorities with their efforts.
[image: What Is Objectives And Key Results (OKR) | An Introduction, Tips & Guidance  In 2026 | BusinessAnalystMentor.com]
Figure 3: Objectives and Key Results (OKRs) (Business Analyst Mentor, 2022)
Table 1: Example OKR Structure for Aether Innovations
	Strategic Objective
	Key Results
	Performance Indicator

	Improve customer experience through product innovation
	Launch three new product features
	Product release timeline

	Increase customer satisfaction
	Raise satisfaction score from 70% to 85%
	Customer survey results

	Strengthen digital platform engagement
	Increase active users by 25%
	Platform analytics


The accountability and teamwork that are promoted with the help of transparency provided by OKRs help employees to monitor the process of achieving organisational aims and maintaining focus and responsibility (Niven and Lamorte, 2016).
360-Degree Feedback
The 360-degree feedback is another important element of the proposed system that gathers the performance assessment of supervisors, coworkers, and subordinates. This strategy will give a multi-dimensional approach to employee behaviour and leadership performance. Multi-source feedback enables the employees to get different views concerning their performances and interpersonal skills (London and Smither, 2002), unlike in traditional where evaluations were done through a top-down method.
[image: How 360-Degree Feedback Redefines Performance Management]
Figure 4: 360-Degree Feedback (Goh, 2024)
Peer feedback is especially important in the context of an organisation driven by innovation since employees tend to work in cross-functional project teams. Colleague ratings can thus give us insights on the team work, communicational and collaboration skills which are vital in the success of an innovation (Bracken & Rose, 2011).
Continuous Performance Reviews
Continuous performance management removes annual appraisals and introduces regular performance conversations between employees and managers. Such gatherings enable employees to cheque the progress on the OKRs, their developmental requirements, as well as coaching assistance. CIPD (2024) reports that organisations implementing frequent feedback practise are more productive and the engagement of the employees is higher.
In the case of Aether Innovations, a feasible strategy would be quarterly formal performance reviews and monthly feedback meetings. This system allows employees to be guided on a regular basis and also stay on track with the organisational goals.

[bookmark: _Toc224515707]2.3 Job Analysis, Job Descriptions and Job Specifications
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.
An effective job analysis of Aether would therefore be a mix of the skills-based design and the Job Characteristics Model (JCM). The skills-based design is oriented at the expanded abilities required of dynamic digital work, as opposed to the task lists, which is a necessity in technology-intensive organisations (Cascio and Montealegre, 2016; World Economic Forum, 2023). According to the JCM, a job can be more motivating and effective in case it offers skill variety, task identity, task significance, autonomy and feedback (Hackman and Oldham, 1980). It is extremely pertinent to the executive team of Aether since the company requires executives who are capable of making their own decision, leveraging a wide range of skills, making decisions creatively and holding them to deliver tangible results.
[image: Job Characteristics Model - Vskills Blog]
Figure 5: Job Characteristics Model (JCM) (Hackman and Oldham, 1980)
These six main positions should thus be evaluated and modelled at Aether based on three business priorities. To begin with, the roles should be more autonomous, which allows the leaders to react swiftly to changes in the market without being overly centralised. As an example, the Chief Technological Officer (CTO) must be in control of making platform modernisation and cybersecurity decisions, whereas the Chief Innovation Officer (CIO) must be in control of running small-scale pilots on a pre-agreed innovation budget. Second, all positions must demand a general skill set, a mix of strategic, analytical, digital and people management skills as opposed to specific functional skills. This is particularly necessary owing to the fact that the future of work is becoming more and more adaptable, problem-solving and inter-functional (World Economic Forum, 2023). Third, innovation, and not operational control should be explicitly supported by every role. This implies that executives must be responsible towards experimentation, exchange of knowledge and customer-focused enhancement.
Practically, the job analysis of Aether should be connected to the performance management as well. Roles also ought to have Objectives and Key Results (OKRs) to define priorities and establish alignment among the executive team (Doerr, 2018; Niven and Lamorte, 2016). Frequent feedback and review systems, e.g., quarterly strategic reviews and 360-degree input, are to be integrated too, to facilitate continuous adjustment as opposed to annual fixed-point appraisal (Aguinis, 2023; London and Smither, 2002).
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).
Table 1: Job Descriptions for the Six Key Positions
	Position
	Job Purpose
	Key Responsibilities (Practical and Realistic)
	Autonomy / Innovation Focus

	CEO
	Lead Aether’s strategic turnaround and sustainable growth.
	Set 3-year strategic direction; align all executive OKRs; lead monthly performance and customer recovery reviews; approve new market or product investments; represent the firm to investors and major partners.
	High strategic autonomy; accountable for growth, innovation culture and customer outcomes.

	CFO
	Protect financial health while enabling investment in innovation.
	Lead budgeting, cash flow, pricing analysis, scenario planning and investment appraisal; evaluate ROI of R&D and digital initiatives; monitor cost of turnover and customer churn.
	Authority to reallocate resources toward high-return innovation and workforce priorities.

	CTO
	Deliver scalable, secure and high-performing technology systems.
	Own system architecture, product reliability, cybersecurity, DevOps maturity, technical debt reduction and engineering quality standards; improve service uptime and customer experience.
	High technical autonomy; empowered to modernise systems and accelerate delivery pipelines.

	Chief Innovation Officer (CIO)
	Build and manage the innovation pipeline from idea to pilot.
	Run innovation sprints; screen ideas; coordinate prototypes with R&D and technology teams; validate concepts with customers; present pilot outcomes and scaling recommendations.
	High autonomy within an agreed innovation budget; accountable for experimentation and commercial viability.

	HR Director
	Strengthen retention, capability and performance culture.
	Redesign performance management; implement skills-based workforce planning; improve succession, learning, internal mobility and engagement; lead turnover analysis and leadership coaching.
	Authority to redesign talent systems and embed continuous feedback culture.

	Head of R&D
	Convert research and technical insight into viable product solutions.
	Lead product research, prototyping, testing and experimentation; coordinate with CTO and CIO on pilot readiness; reduce time-to-prototype; support intellectual property development.
	High autonomy over research priorities within portfolio strategy; strong focus on applied innovation.



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). In the case of Aether Innovations, job specifications are to be based on skills-based approach, as the modern organisations are increasingly in need of leaders able to cross the boundaries and work, collaborate and innovate at the same time, instead of solely relying on formal credentials (Cascio & Montealegre, 2016; World Economic Forum, 2023). As such, the following specifications are a blend of formal skills, strategic, digital and behavioural skills.
Table 2: Job Specifications for the Six Key Positions
	Position
	Qualifications / Experience
	Key Skills (Skills-Based Design)
	Behavioural Competencies

	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.

	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.

	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.

	Chief Innovation Officer (CIO)
	Master’s in innovation, business or technology; 8–12 years in product/innovation roles.
	Design thinking, portfolio management, customer validation, business case development, trend analysis, pilot governance.
	Curiosity, entrepreneurial mindset, influence, calculated risk-taking.

	HR Director
	Degree/Master’s in HRM; CIPD desirable; 8–10 years in strategic HR.
	Talent analytics, job design, workforce planning, leadership development, performance systems, employee retention strategy.
	Empathy, credibility, coaching orientation, change facilitation.

	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, market insight application.
	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. The job analysis ensures that every executive position is strategically aligned with the business challenges, job descriptions are clear on the meaningful roles and decision rights, and the job specification will provide the organisation with the right combination of technical, strategic and behavioural capability. Incorporating the Job Characteristics Model, skills-based design, the principles of OKRs and continuous feedback, Aether will be able to design the executive positions that are more autonomous, motivation-driven and innovation-driven, which is critical in enhancing employee commitment, operating performance and customer value (Aguinis, 2023; CIPD, 2024; Doerr, 2018).
[bookmark: _Toc224515708]2.4 Linking Performance and Job Design
Performance appraisal and job design at Aether Innovations should not be two distinct HR functions but instead, they should be used as a unified system. Practically, the redesigned executive jobs set the conditions of performance and appraisal system is used to determine whether the conditions are being translated into business results. This congruence is what brings about a culture of performance.

First, the suggested job design will provide every executive with clarity on ownership, cross-functional and independence. To illustrate, the CTO is in charge of both the stability of the system and the results that appear to the customers (the platform is accessible, the releases are prompt), whereas the Chief Innovation Officer is in charge of the idea-to-pilot delivery, as well as commercial validation. This is based on the Job Characteristics Model in which autonomy and task significance enhances motivation and accountability of results (Hackman and Oldham, 1980; Grant and Parker, 2009). Since the roles are created on actual business results as opposed to the narrow scope functions, employees are informed of what they are supposed to do better.

Second, the offered performance appraisal system transforms those tasks into the quantifiable implementation with the help of OKRs, quarterly reviews, and 360-degree feedback. To illustrate, when the role of the HR Director involves turnover reduction and capability improvement, the quarterly OKRs will be to decrease the rate of regretted attrition (currently 18 percent to a target of 12 percent) and to have more technical promotions internally. Similarly, the Head of R&D would be able to be evaluated in terms of shortening the prototype time to 10 weeks as opposed to 16 weeks. This establishes a direct compatibility of role purpose and evidence of performance (Doerr, 2018; Niven and Lamorte, 2016).

Third, the use of continuous feedback makes the job design dynamic and not static. Monthly check-ins enable the CEO to determine whether the CFO is being overly controlling of the budgets and slower in the innovation process or whether the CTO requires additional resources to achieve uptime targets. This is, as opposed to merely evaluating performance, appraisal also corrects impediments in the position itself. That is why the performance management of the modern world is developmental and adaptive and not evaluative one (Aguinis, 2023; CIPD, 2024).

Therefore, at Aether, the job design determines who owns what whereas performance appraisal depicts how it is being performed. They all form an atmosphere of transparency, responsibility, expedited decision-making and ongoing advancement, which will be crucial in rebuilding development, reducing turnover and enhanced customer satisfaction (DeNisi and Murphy, 2017).

[bookmark: _Toc224515709]3. Reflection 
[bookmark: _Toc224515710]3.1 Learning from Human Capital Management (Gibbs Reflective Cycle)
The Human Capital Management module was very insightful on how organisations plan their way in managing employees in order to enhance the performance and competitiveness of organisations in long-term basis. This reflection presents an assessment of my learning experience 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 (Mmiweb, 2026)
Description
In this module, I have learned a number of quite key areas in Human Resource Management, which include performance management, organisational culture, talent development and job design. My initial interpretation of HR as an administrative role also involved payroll and employee relations, and primarily recruitment. The lectures and the academic readings however indicated a strategic role of HR in ensuring the alignment of workforce potentials to organisational goals as well as enhancing organisational performance.
I was taught, through case studies and theoretical frameworks, how organisations adopt integrated HR systems in an attempt to build high-performing workplaces. Ideas like continuous performance management, engagement strategies with employees and leadership development emphasised on the need to manage people strategically as opposed to emphasising on operational activities.
Feelings
During the initial stages of the module, I struggled with certain subjects, especially performance management models and strategic HR frameworks. Initially, theoretical concepts looked very complex as they demanded the comprehension of how various practises in the HR relate with each other to create an impact on the organisational performance.
Nevertheless, as the module went on, I got more confident with the knowledge of these things. The analysis of actual organisational cases allowed me to relate the theoretical information to business issues. The process sparked my interest in human capital management and enabled me to value the strategic role of effective people management within contemporary organisations.
Evaluation
Among the lessons that proved to be most valuable during this module was the realisation of the need of integrated HR practises. I used to believe that recruitment, training and performance management were independent processes. The studies however indicate that these activities need to be coordinated so as to develop an integrated human capital approach (Armstrong & Taylor, 2020).
Indicatively, an organisation can not enhance innovation by merely employing brilliant workers. Lack of supportive job design, efficient leadership and continuous feedback feedback will cause talented employees to become disengaged or exit the organisation.
Analysis
These lessons underscored the contribution of the HR to organisational culture and leadership practises. Employees in pioneering organisations require freedom, education and psychological security to test emerging ideas. Performance management and leadership development and employee learning programmes can thus be considered as the crucial HR systems to create such environments.
I also found out that, the contemporary performance management systems focus more on continuous feedback and employee development other than mere evaluation of past performance. Coaching, mentoring and frequent feedback meetings enable employees to enhance their capabilities and keep them on track with organisational objectives.
The knowledge of the practises has made me realise that to develop effective people management systems, HR professionals should use the combination of analytical thinking, strategic planning and interpersonal skills.
Conclusion
Generally, the Human Capital Management module has greatly enriched my knowledge concerning how organisations manage people to realise strategic goals. I have come to realise that HR is crucial in the success of an organisation in matching the abilities of the employees to the business strategy. A sound HR practise facilitates the growth of staff, organisational culture and general performance.
Action Plan
In order to implement the learned knowledge during this module, I will improve my skills in talent management, leadership development, and HR analytics. The development of these competencies will make me able to assist organisations that emphasise on innovation, employee engagement and sustainable growth. The active participation in professional learning and experience will assist in transforming learning into practise.
Table 1: Personal Learning and Development Action Plan
	Development Area
	Action Steps
	Timeline

	HR Strategic Knowledge
	Read HR journals and management books
	6 months

	HR Analytics Skills
	Learn HR data analysis tools
	6–9 months

	Leadership Development
	Attend leadership training programmes
	1 year

	Continuous Learning
	Participate in HR workshops and online courses
	Ongoing



[bookmark: _Toc224515711]3.2 Future Career in the AI Era 
Artificial intelligence is also changing the nature of work in industries. Machine learning, automation, and data analytics technologies can undertake numerous routine, and repetitive Human tasks, which used to be performed by humans. As stated by the World Economic Forum (2023), in the next few years, quite a large number of present-day job activities will be performed by robots.
Nevertheless, AI will not fully be able to supersede human professionals. Rather it will transform the job roles by aligning the human labour with activities that involve creativity and demanding decision making and interpersonal interaction. These skills are not able to be reproduced up to this time by the artificial intelligence systems.
To achieve this in my future career, I will employ AI as an assistive tool and not as a threat. In particular, AI can help the HR department to analyse employee data, detect skill shortages and forecast workforce trends. The insights are useful in bettering the strategies of talent management and organisational planning.
Recruitment can also be assisted by AI technologies which screen the large volumes of applications and select appropriate candidates according to the relevant qualifications. Nevertheless, in assessing leadership capabilities, cultural alignment and ethical issues, human assessment is necessary.
Critical thinking, emotional intelligence and strategic decision-making are other areas of skills that I will continue to develop in order to stay relevant in the AI-driven workplace. Integration of these human potentials with technology solutions will make professionals produce value that cannot be created by AI.


[bookmark: _Toc224515712]4. Conclusion 
The failure of growth and resignations among the employees of Aether Innovations illustrate the flaws in the human capital management practices of this company. This report suggested a comprehensive HR plan based on current performance management and strategic job design. The use of OKRs, 360-degree feedback and continuous performance reviews can be used to align the efforts of employees with the objectives of organisations and promote working together and constant learning. Also, specific job analysis and leadership functions that are competency-based would contribute to leadership accountability and aid innovation. Combined, these practises inculcate a performance-based culture that enhances employee engagement and organisational agility making Aether Innovations grow in a sustainable way in the long term to enhance customer satisfaction.
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