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Executive summary

The current report evaluates the current performance management practice and job design within the technology firms, including Aether Innovations. It particularly suggests a comprehensive HR policy to boost the engagement, innovation and organisational performance at Aether Innovations. Knowledge management systems are observed to enhance employee performance because the employees would have increased access to information and expertise. With a well-established role and performance goals tied to performance, employees are in a better position to realise the difference in their contribution to organisational goals. Finally, it is evaluated that AI technologies may assist organisations such as Aether Innovations to make workforce management choices in a faster and more accurate way.
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[bookmark: _Toc224719038]1. Introduction
Aether Innovations is a technology company with 300 employees that is facing high turnover, poor growth, and low customer satisfaction. Human capital management is vital to the success of organisations operating in the knowledge-intensive industries. Unless employee roles, motivation and performance systems are aligned with organisational objectives, productivity and innovation may be drastically reduced. It is therefore necessary to have strategic human capital to enhance organisational performance. To improve employee engagement and innovation, current HR practices focus on continual feedback, informed use of data, and sound job design. 

[bookmark: _133b5ojnn9w8][bookmark: _Toc224719039]PART 1 – HR Strategy Proposal
[bookmark: _q2gzp7giukse][bookmark: _Toc224719040]2. Current Performance Management and Job Design Practices in Tech Companies
[bookmark: _n72uppas2hr7][bookmark: _Toc224719041]2.1 Performance Management in Technology Firms
Digital transformation and the rising use of data-driven decision-making have transformed the nature of performance management practices in technology organisations in a number of ways. Continuous performance management systems, which serve as regular feedback of performance and align the goals of employees to organisational strategy, are slowly replacing traditional annual appraisals. By 2030, the global market of employee performance management is estimated to increase to USD 18 billion. This will show the increasing the significance of sophisticated HR systems in organisations (Mordor Intelligence, 2025). 
[image: HR Data Visualization: Turning Data into Powerful Stories - Venngage]
[bookmark: _Toc224719032]Figure 1: Data-Driven HR
(Source: Madhuri and Kumar, 2025)
OKRs are becoming popular, as they represent a way to set quantifiable performance targets and track team performance. Companies that have structured the performance management systems record an increase of approximately 30% higher productivity compared to those that use the traditional appraisal systems (Market Biz, 2025). 360-degree feedback has also become a critical evaluation tool, as it allows the evaluation of performance to be conducted involving various stakeholders. According to Leavitt et al., (2025), algorithmic performance management systems combine managerial judgement with digital analytics to enhance trust in the judgement. HR analytics also enhances decision-making, and organisations have reported a 25% accuracy in decision-making in the workforce with regard to performance monitoring that is grounded in data (Madhuri and Kumar, 2025).
[bookmark: _rpjk6gew2sog][bookmark: _Toc224719042]2.2 Job Design Trends in Technology Organisations
The modern technology organisations have also developed in job design. Organisations increasingly organising work around cross-functional teams that give impetus to agility, flexibility and innovation. The strategic human resource management models underscore the need to create jobs that allow workers to exploit various skills as well as be involved in the innovation processes in organisations. According to Purwanto and Siagian (2025), proper strategic human resources practices enhance the competitiveness of organisations by matching the employee capacities with the dynamic technological environments. The main peculiarities of modern job design structures are autonomy and empowerment. The decision-making process when integrated in the operations of Aether Innovations will enable better delegation, thereby empowering employees to find innovative solutions to difficulties and to be involved in product development processes. Fangni (2025) further added that organisations that plan their roles in order to ensure optimal use of skills by employees are able to achieve much in terms of talent retention and performance.
[bookmark: _Hlk224718157]The issue of digital transformation has also changed the nature of job roles in most organisations. Wang (2026) insists on the idea that jobs are often redesigned by enterprises that face digital transformation as a chance to combine technological skills, collaborative and innovative duties. The redefined roles help employees to play a bigger role in creating organisational knowledge and problem-solving. The modern job design is also supported by knowledge management systems. Knowledge management when combined with digital technologies leads to a better organisational learning experience (Mahmoud et al. 2025).
[bookmark: _47dxwzmdq2m8][bookmark: _Toc224719043]2.3 Challenges for Aether Innovations
Although there are high-level HR practices, most organisations are finding it difficult to adopt both integrated performance management and job design frameworks. Aether Innovations is currently struggling with several issues that decrease the organisational performance and employee engagement. Lack of clear performance measures that bring employees' activities to organisational strategy is one of the major problems. In the absence of clearly set objectives, employees might fail to develop an idea of what is expected and their input into individual organisational achievement. Role ambiguity also influences the productivity of employees since the lack of clarity in responsibilities lowers accountability and efficiency in decision-making. According to Kim et al., (2025), strategic human resource management needs to combine managerial leadership and digital technologies to establish clear performance systems to increase the level of trust and organisational performance of the employees. The other issue is the low level of innovation in the organisation. Employee creativity and teamwork are essential to technology companies, but the wrong roles and inflexible evaluation systems can lead to the discouragement of experimentation and the sharing of knowledge. Consequently, there is a likelihood of organisational performance declining and employee lack of engagement.

[bookmark: _y793rjsd720j][bookmark: _Toc224719044]3. Proposed Modern Performance Appraisal System
[bookmark: _48el1rfjtlk][bookmark: _Toc224719045]3.1 Objectives and Key Results (OKRs)
The implementation of a performance management system based on the use of OKR might assist Aether Innovations in aligning the goals of the employees with the organisational strategic objectives. OKRs enable organisations to establish specific performance objectives and flexibility to enable employees to innovate and test new solutions. Strategic human resource management frameworks also state that the performance measures and organisational goals alignment enhance the productivity and strategic decision making (Purwanto and Siagian, 2025). Another way that the OKRs can help organisations to monitor is by the output of innovation, project completion and customer satisfaction levels, which are measurable.
[bookmark: _vllconpu032q][bookmark: _Toc224719046]3.2 360-Degree Feedback
[image: Unveiling Your Potential: Leveraging 360-Degree Feedback to Identify  Strengths and Weaknesses]
[bookmark: _Toc224719033]Figure 2: 360-Degree Feedback Model
(Source: Inspired by the ideas of Leavitt et al., 2025)
The application of the 360-degree feedback can be an important measure for Aether Innovations of enhancing leadership growth and teamwork in the organisation. The system enables the employees to get feedbacks through the supervisors, peers and subordinates, which gives a complete analysis of the performance. The study by Leavitt et al., (2025) suggests that integrating managerial judgement with algorithm-based performance evaluation can enhance the trust of the employees in the performance management systems and promote the transparency of the organisation. Another way that multi-source feedback systems help employees to build communication skills and collaborative behaviours is through multi-source feedback.
[bookmark: _u7avlfhs1r7z][bookmark: _Toc224719047]3.3 Continuous Performance Conversations
Another significant characteristic of contemporary performance management systems is the continuous performance conversations. Organisations are undertaking quarterly performance discussions as a form of employee development and improvement rather than using annual reviews, leaving behind scopes for Aether Innovations. HR analytics systems facilitate such discussions by providing managers with real-time workforce performance data. As Madhuri and Kumar (2025) noted, the data-based performance monitoring will allow managers to detect the skill gaps and apply the specific training programs more efficiently. Continuous feedback systems also enhance employee engagement, as there will be free communication between the managers and the employees.

[bookmark: _dum2h8nl2v78][bookmark: _Toc224719048]4. Job Analysis and Job Design for Key Leadership Roles
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[bookmark: _Toc224719034]Figure 3: Job Characteristics Model (Core HR Theory)
(Source: Inspired by Rane et al., 2024)
Job design plays a role in the improved performance of leadership and organisational innovation. The five major dimensions of job that determine motivation and productivity as per Hackman and Oldham Job Characteristics Model are the following dimensions: skill variety, task identity, task significance, autonomy, and feedback. The employment of job design can enhance employee motivation and productivity by up to 35 percent when job design includes these features, implying the topicality of job design in modern organisations (Rane et al., 2024). Diversity of the skills required necessitates the dissimilar skills of leadership, i.e. strategic planning, digital skills and people skills. Task identity also offers accountability to the leaders since they are in-charge of a project to a certain end hence improving accountability and alignment. 
Task significance focuses on organisational consequences of leadership decisions. Independent decision-making is supported by autonomy, and continuous improvement is supported by feedback. Real-time data insights can enhance the efficiency of HR analytics systems based on AI by approximately 20-25% in terms of efficiency in decision-making by leadership (Huang et al., 2023). In Aether Innovations, innovation and collaboration are encouraged by leadership positions. The CEO sets the strategic direction, the CFO oversees financial resources, the CTO oversees technology development; the CIO facilitates the innovation process, the HR Director oversees talent strategies and the Head of R&D leads product development. Organised leadership of innovation can increase innovation output by up to 30% (Rane et al., 2024).

[bookmark: _8potq5ncac0][bookmark: _Toc224719049]5. Integration of Performance Management and Job Design
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[bookmark: _Toc224719035]Figure 4: Integrated HR Strategy Model (Linking Performance + Job Design)
(Source: Taken from the ideas of Kim et al., 2025)
A high-performance organisational culture is impossible to develop without integrating performance management practices with job design practices. Job design structures that are innovation-centred are also known to make employees own their duties. The strategic HR systems point out that the process connecting job roles with organisational strategy enhances productivity and organisational competitiveness (Kim et al., 2025). Job performance systems and job roles can also be combined so that knowledge sharing and collaboration can be enhanced. As explained by Mahmoud et al. (2025), organisational learning and innovation capabilities can be enhanced by organisations that combine the implementation of knowledge management practices with performance evaluation systems. When performance management systems reward employees based on their contributions, they are more likely to share expertise. Finally, incorporating performance management systems and an effective job design helps organisations to ensure better accountability, a culture of collaboration and an innovative culture. This type of alignment enables organisations like Aether Innovations to enhance employee engagement, enhance productivity and sustain organisational growth.

[bookmark: _7y2uryg2j6i][bookmark: _Toc224719050]PART 2 – Reflective Learning
[bookmark: _cadmmug03zn5][bookmark: _Toc224719051][bookmark: _qgi3qulr38um]6. Reflective Learning Using Gibbs Reflective Cycle
Reflective learning is an important process that assists the individuals in reflecting on what was happening to them and improving the level of professional competence. The Gibbs Reflective Cycle is not an exception and is a well-known structured reflective model because it encourages the systematic analysis of the experiences of the learners in six steps, description, feelings, evaluation, analysis, conclusion and action plan. The studies specify that the model by Gibbs promotes critical thinking, communication, and professional awareness, as it provokes the consideration of the learning process (Ahmadpour et al., 2025).
[bookmark: _Toc224719052]6.1 Description
Under the Human Capital Management module, I came across various concepts pertaining to strategic human resource management, job design strategies, and performance management systems that can be applied in the current situations of Aether Innovations. This assessment was based on the manner in which organisations such as Aether Innovations can ensure the alignment of workforce capabilities with strategic objectives in order to improve organisational performance. Other HR models and systems were also considered including Job Characteristics Model, performance appraisal systems and talent management strategies. It involved solving actual organisational problems and knowing how HR can be used to increase employee engagement and organisational performance. Reflective learning models, including Gibbs model, can be effective in assisting learners to connect theoretic knowledge with the actual experiences, as well as achieve better professional learning outcomes (Praveena et al., 2025).
[bookmark: _dvps4sdb1stk][bookmark: _Toc224719053]6.2 Feelings
My initial perception of human capital management was the most limited at the beginning of the module, with the focus on the traditional HR practices, such as recruitment and training. However, I realised that the sphere of organisational performance of strategic HR management is much broader, which I examined based on the case study analysis of Aether Innovations. The content on the performance management systems, HR analytics, and job design strategies helped me to determine the effects of the HR choices on the organisational productivity and innovation. The other aspect that made me conscious about the importance of leadership and communication in the management of employees was by highlighting such aspects in reflective learning exercises. Aneeis Hashim et al. (2023) claimed that, individuals should analyze their emotions and experiences to achieve an increased professional consciousness and learning skills.
[bookmark: _55sg1n8p2pxh][bookmark: _Toc224719054]6.3 Evaluation
The other invaluable part of the module was the presence of a chance to study how HR strategies can solve actual problems within organisations. The module has provided me with an insight into how organisations can make use of performance management systems and leadership models in order to improve employee engagement and organisational performance. The other advantage of the reflective learning strategy is that I am able to critique management practices and critically translate theoretical concepts into practice. Research indicates that reflective learning models improve intellectual abilities of learners by stimulating analytical thinking and problem-solving by encouraging them to evaluate their experience positively and negatively (Mukhanova and seitimova, 2025). However, the part of the learning process that I considered to be problematic was the capacity to get adjusted to the analytical aspect of reflective writing. First, it was not possible to critically analyse personal learning experience which described it only. Over time, I was more adept at reflective thought and felt more confident in evaluating outcomes of learning.
[bookmark: _guwmx9pffpkb][bookmark: _Toc224719055]6.4 Analysis
Reflective analysis helped me to understand the importance of matching HR strategies and organisational goals of Aether Innovations. Strategic HR practices such as performance management, leadership development and job design can contribute to employee motivation and organisational productivity greatly. Using the Gibbs Reflective Cycle, it became possible to structure my learning experience and consider additional issues of HR theories and their implementation. Wang (2025) indicates that structured reflective learning models have been known to enhance professional development through actionable learning. This consideration has shown me that technological advances in HR management today are taking a greater role. HR strategies of organisations need to be constantly adjusted to the business environment that is in constant movement.
[bookmark: _b33u603znq3a][bookmark: _Toc224719056]6.5 Conclusion
Overall, the Human Capital Management module assisted me in better understanding strategic HR practices and impact on the organisational performance. The application of the Gibbs Reflective Cycle assisted me in becoming a more critical learner in the analysis of my learning experiences. Reflective learning allowed me to connect theoretical material with real problems in the field of HR and gave me an opportunity to create a useful assessment of the ways to manage issues.
[bookmark: _h2w1wmvqgyjr][bookmark: _Toc224719057]6.6 Action Plan
To keep on developing my professional capabilities, I will invest in advancing my knowledge of strategic HR management, leadership development, and HR analytics. I will also engage myself in other reflective learning to improve my decision making and problem solving skills. Professional development and life-long learning will empower me to put the theories of HR to practice in a real organisational environment.

[bookmark: _3n35361gq3q9][bookmark: _Toc224719058]7. Staying Relevant in the Age of AI
[bookmark: _suoa9vx8mdzr][bookmark: _Toc224719059]7.1 AI Impact on HR and Management
Most processes within organisations, including the human resources management and the decision-making process by leaders, is being revolutionised by artificial intelligence. Using AI technologies to process workforce information, monitor employee performance, and assist with recruitment is a growing trend (Singh and Sinha, 2025). 
[bookmark: _mz8krz25sui2][bookmark: _Toc224719060]7.2 Using AI as an Augmentation Tool
Whereas AI might be used to automate most of the routine HR tasks, it must not be viewed as a replacement of human managers, but as an assistive technology. The AI-based analytics can also be useful as they can provide managers with data insights to improve strategic planning, workforce, and performance management.
[bookmark: _j08msafguowg][bookmark: _Toc224719061]7.3 Human Skills That Remain Critical
It is a fact that AI technologies are gaining more and more popularity. Nonetheless, there are still many other human skills that cannot be overlooked in success as a leader and manager. Emotional intelligence, strategic thinking, creativity and ethical decision making are some of skills that artificial intelligence systems can hardly replicate. Managers ought to combine technological skills with human-oriented leadership skills to make them useful in the modern organisations.

[bookmark: _u6rqsorhwnns][bookmark: _Toc224719062]8. Conclusion
To conclude, human capital management is essential in improving organisational performance and innovation at Aether Innovations. The report pointed out that the existing trends in performance management, including constant feedback, OKRs, and 360 feedback, can support the feeling of responsibility and strategic thinking in employees. It also demonstrated the importance of job design, which is determined by the Job Characteristics Model, in generating motivation to lead, collaboration, and decision-making. In case of well-organised leadership positions that are applied to performance management systems, a culture of innovation and engagement can be developed. The implementation of HR strategies would help Aether Innovations to boost the productivity of employees, the organisational coordination, and the sustainable increase of the organisational growth in a competitive technological environment.
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