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[bookmark: _Toc224735347]Part 1: Re-Engineering Performance and Job Design
[bookmark: _Toc224735348]Introduction
Aether Innovations is a fast-growing technological company employing about 300 people. Although the organisation has experienced early growth, it is currently experiencing major challenges such as stagnant growth, high employee turnover and reduced satisfaction among the customers. The problems are typical in the cases of failures of organisational systems and leadership practices to keep up with the swift growth. Human capital has been of key importance in the maintenance of innovation and competitive advantage in knowledge-intensive industries like technology.
The Human Resource Management (HRM) studies emphasise the need to balance the system of performance management and design of jobs to enhance employee motivation and productivity. Conventional HR practices like inflexibility of job descriptions and annual performance appraisal tend not to satisfy high-tech companies. Instead, firms are progressively moving towards constant management performance techniques, flexible job design and innovative leadership models.
According to studies, the most recent performance management techniques, like Objectives and Key Results (OKRs) and the continuous feedback system, may effectively enhance the productivity of employees and strategic alignment (Huang, 2025; Ahyat et al., 2025). On the same note, job design theories like the Job Characteristics Model consider autonomy, skill variety and feedback as critical factors in motivating knowledge workers.
This report suggests an integrated HR approach to Aether Innovations, which would involve the combination of current performance management practices with job design oriented towards innovation. The report investigates the industry practice that is in place, develops job descriptions and job specifications of the key leadership roles, as well as how the integration of these systems can help to promote a culture of high performance.
[bookmark: _Toc224735349]Recent Trends in Job Designing and Performance Appraisal in Technology Companies.
[bookmark: _Toc224735350]The Technology Industry: Performance Appraisal in the Tech Industry.
Conventional performance appraisal systems are usually founded on the basis of annual performance review, performance evaluation hierarchy and retrospective performance evaluation of the employees. Nevertheless, as more and more industries are considered dynamic, such systems are being perceived to be not effective due to the delayed feedback and the inability to capture the contributions of collaborative work.
According to recent HR studies, the trend among organisations is to change towards a continuous performance management system. Continuous feedback systems enable managers and employees to speak more often about performance, which helps to improve it constantly and be more aligned with the organisation's goals. Coaching, professional development, and collaboration between the managers and employees are also promoted by such systems (Verma and Mishra, 2024).
Objectives and Key Results (OKRs) is a goal-setting model used by many technology companies nowadays. OKRs connect employee targets and quantifiable output, so that company strategies are captured as organisational outputs. According to empirical studies, the performance systems based on the OKR proved to be much more effective in enhancing the productivity of the employees and aligning them with their goals (Ahyat et al., 2025).
The other common practice is the 360-degree feedback that gathers performance appraisal by various parties such as superiors, colleagues, juniors and clients. The studies indicate that this practice enhances the development of employees because it gives a more detailed picture of their performance and detects skill gaps (Judijanto and Mintawati, 2025).
Regardless of these improvements, the performance systems usually fail when they are not organised in line with job design and organisational culture. Even sophisticated appraisal systems can fail to motivate employees without significant job roles and autonomy.
[bookmark: _Toc224735351]Technology Company Job Design Practices.
Job design can be defined as the organisation of work tasks, responsibilities and power. Job design plays a major role in employee creativity and engagement in innovation-based companies.
According to the Job Characteristics Model (Hackman and Oldham), there are five fundamental job dimensions that determine the motivation of employees:
· Skill variety
· Task identity
· Task significance
· Autonomy
· Feedback
Occupations which have such qualities enhance intrinsic motivation and increase job satisfaction.
The role of job autonomy and favourable leadership as the factor that contributes to innovative work behaviour has been emphasised in recent research as well. The workers are in a better position to create new ideas when they are in control of their working processes and are supported by the organisation (De Spiegelaere et al., 2024).
Moreover, the digital leadership and person-job fit are the key factors that affect the innovative performance in contemporary organisations (Wang, Park and Gao, 2025).
As such, Aether Innovations has to restructure its leadership functions to ensure teamwork, innovations, and the acquisition of skills.
[bookmark: _Toc224735352]Modern Performance Management System Proposal.
Aether Innovations ought to implement a growth-oriented performance management model that comprises three interrelated components to resolve the issues facing the company.
[bookmark: _Toc224735353]Objectives and Key Results (OKRs).
OKRs offer a formal model that links organisational strategy and employee performance.
Example OKR structure:
Goal: To enhance customer satisfaction.
Key Results:
·  Gain customer retention of one-fifth.
·  Reduce product defects by 30%
· Attain 90% customer satisfaction score.
OKRs promote high ambitions and are also transparent and accountable.
It is claimed that the use of OKRs leads to an increased level of strategic alignment and motivation among employees (Huang, 2025) in the organisation.
[bookmark: _Toc224735354]3.2 On-Going Feedback and Performance Coaching.
The annual performance reviews ought to be substituted with quarterly performance discussions between employees and managers.
The discussions should deal with:
· Goal progress
· Skill development
· Problem solving
· Career planning
Continuous feedback systems help employees to fast-track their adjustment to the various changes in the business environment, besides creating a culture of learning and development (Verma and Mishra, 2024).
[bookmark: _Toc224735355]3.3 360-Degree Feedback System
The 360-degree feedback process gives a holistic picture of the performance of the employees.
Evaluation sources include:
· Supervisors
· Peers
· Subordinates
· Customers
Empirical studies show that 360-degree feedback enhances employee performance and career growth in technology firms (Judijanto and Mintawati, 2025). These systems enhance transparency, teamwork and professional growth.
[bookmark: _Toc224735356]Job Analysis and Job Design of Key Leadership Positions.
Job analysis determines the job duties, skills and qualifications of a job position. The following are some of the suggested job specifications and job descriptions of six major leadership roles at Aether Innovations.
[bookmark: _Toc224735357]Chief Executive Officer (CEO)
Job Description
· Develop organisational vision and strategic direction.
· Provoke change and development efforts.
· Establish relationships with stakeholders.
· Manage organisational performance.
Job Specification
· Wide knowledge of leadership in technological companies.
· Strategic decision-making skill.
· Effective communication and innovation management.
Job Characteristics Model Application.
Highly strategic innovation is promoted when task significance and autonomy are high.
[bookmark: _Toc224735358]Chief Financial Officer (CFO)
Job Description
· Control budgeting and risk management.
· Invest in innovation projects.
· Keep track of financial performance.
Job Specification
· Knowledge in financial analytics.
· Acquisition of strategic financial planning experience.
· Technology investment management knowledge.
JCM Application
A high level of task identity and autonomy enhances financial outcome responsibility.
[bookmark: _Toc224735359]Chief Technology Officer (CTO).
Job Description
· Strategy of developing lead technology.
· Direct software engineering staff.
· Secure product scalability and technology.
Job Specification
· High technical competence.
· Product development experience in leadership.
· Familiarity with new technology.
JCM Application
Innovative thinking is supported by having high levels of skill variety and autonomy.
[bookmark: _Toc224735360]Chief Innovation Officer (CIO) 
Job Description
· Establish innovation in the organisation's strategy.
· Innovation laboratories and experimental programs.
· Encourage intrapreneurship in the firm.
Job Specification
· Innovation management experience.
· Innovative thinking abilities.
· Strategic thinking ability
JCM Application
High autonomy and importance of tasks encourage creative experimentation.
[bookmark: _Toc224735361]HR Director
Job Description
· Strategic HR policies.
· Introduce performance management systems.
· Develop talent and culture in the organisation.
Job Specification
· Experience in strategic Hr leadership.
· Knowledge in talent management and organisational development.
JCM Application
The great importance of the task because of its influence on organisational culture.
[bookmark: _Toc224735362]Key Manager, Head of Research and Development (R&D)
Job Description
· Research and development on lead products.
· Cross-functional innovation teams on the coordinates.
· Turn research findings into market solutions.
Job Specification
· Technical research experience.
· Project management competencies.
· Strong analytical skills
JCM Application
Innovation is achieved through high skill variety and autonomy.
[bookmark: _Toc224735363]Combining Job Design and Performance Management.
Job design and performance management are supposed to be intertwined entities that will enable an organisation to succeed. Integration at Aether Innovations can take place in a number of ways.
To begin with, strategic alignment using OKRs will help employees to know how their efforts will be used to achieve organisational objectives. Second, the Job Characteristics Model increases motivation because it enriches the job by giving the employees challenging, but autonomous roles. Third, constant feedback systems enable employees to adjust and acquire new skills so that there is constant improvement. Lastly, a job structure that is innovation-oriented entices the employees to experiment and come up with new ideas, which is the key to sustaining competitive advantage.
Research indicates that those organizations, which combine HR systems, including performance management, job design, and leadership practices, reach a greater level of innovation and employee engagement (Cosa and Torelli, 2024).
Aether Innovations will be able to regain the culture of innovation, minimise staff turnover, and enhance customer satisfaction by deploying these systems.
[bookmark: _Toc224735364]Part 2: Reflection 
[bookmark: _Toc224735365]Reflective Cycle Gibbs Reflective Cycle.
Learning Reflection
The Human Capital Management (HCM) module has gone a long way in helping me to realise that organisations are managing their workforce in a strategic manner in order to realise sustainable success. Through the application of the Reflective Cycle by Gibbs, I can critically analyse the learning experience and determine the impact of the module on my career growth, attitude, and career goals. This guided reflection will allow me to understand not only what I have learnt, but also how I can use such insights in real organisational life.
Description
Throughout the module, I got to learn a great number of human resource management concepts that are vital to organisational effectiveness. These were recruitment and selection strategies, performance management systems, leadership styles, employee motivation and talent development. Specifically, the topics of Weeks 6 and 7 indicated that HR practices are not single functions but integrated systems that need to relate to the general business strategy. I also got to know of modern HR practices like competency-based hiring, ongoing performance management and the contribution of organisational culture to the behaviour of the employees. These issues made me realise that human capital management involves not only the process of hiring human resources but also the development and support of talents as well as their retention to generate long-term value.
Feelings
My initial understanding of HR at the start of the module is that it is merely an administrative task that deals with establishing a routine, including recruitment, payroll, employee grievances, etc. I had not understood its strategic value well. But as I went on with the module, my thinking has changed a lot. I found it more interesting and involved because I understood that HR is at the centre stage of organisational performance and innovation. I was inspired and thought-provoking at the moment when I studied how people management practices can affect the satisfaction of employees, their productivity, and organisational success. This perception change has helped me become less conservative in thinking of HR as a possible career path or a vital competency in management.
Evaluation
The areas that I found to be of the greatest value in the module were the focus on the integration of HR systems. I also got to know that lonely HR practices are not as effective as a unified strategy in which recruitment, training, performance control, and organisational culture are aligned with the strategic goals. To illustrate, the selection of employees possessing the necessary skills should be supported by an effective system of training and performance assessment to guarantee further growth. The other valuable lesson was the contribution of employee engagement and motivation. The module showed that when employees are motivated, they tend to be innovative, productive, and organisational goal commitment.
My learning experience had its limitations, though; most of the knowledge was theoretical. Case studies were helpful to some extent; however, I suppose that additional real- world applications or simulations would have brought me to a better understanding. In spite of this, this module was effective in offering a great conceptual base in the management of human capital.
Analysis
As noted in the module, modern organisations have been depending on the knowledge workers who need autonomy, meaningful work and growth opportunities. Conventional command and control management approaches would not work well within these settings. In their turn, organisations need to implement HR policies that encourage empowerment, teamwork, and lifelong learning. It is especially applicable in terms of concepts like job enrichment, employee empowerment, and transformational leadership.
Theoretically, motivation theories like the Hierarchy of Needs developed by Maslow and the Two-Factor Theory developed by Herzberg were useful in explaining why employees are not primarily interested in financial rewards. They appreciate recognition, career development and purpose. Also, performance management systems that include continuous feedback as opposed to annual appraisal are more efficient in enhancing the performance of employees.
Another key aspect of leadership highlighted in the module was the role of leadership in influencing organisational culture. Participative and transformational leaders are able to motivate employees, promote innovation, and provide a good working environment. The analysis has made me realise that HR is not a support activity but a strategic partner when it comes to the realisation of organisational objectives.
Conclusion
On balance, the Human Capital Management module has helped me considerably to develop my knowledge of the role of HR strategies in the success of the organisation and the well-being of its employees. It has transformed my view regarding HR as an administrative role to a strategic role that creates performance, innovation, and competitive advantage. The acquired knowledge has also enhanced my skills in critical analysis of organisational practices and the significance of people management in line with business goals.
Action Plan
In the future, I would like to expand this set of knowledge by acquiring expertise in HR analytics, leadership development, and organisational psychology. HR analytics will enable me to make data-driven choices on employee performance and workforce planning. Besides, I will improve my leadership qualities by taking part in group projects, workshops, and training sessions which are targeted at communication, decision-making and team management.
I am also planning to have hands-on experience by undertaking internships or part-time work in the HR functions in order to apply the theoretical knowledge in practice. In addition, my interest in new tendencies in human capital management will persist, including new digital human resource management, remote workforce management, and diversity and inclusion policies. In this way, I am hoping to establish myself as a balanced professional who can work in innovative and people-oriented organisations.
[bookmark: _Toc224735366]AI and Professional Relevance
AI is quickly changing the job environment, as it is automated to perform everyday duties in the workplace, like data analysis, recruitment screening, and performance monitoring. Nevertheless, human capabilities in feelings, creativity, ethical decision making and leadership have been hard to automate.
I will implement AI as a supplementary tool instead of the substitution of human knowledge. To illustrate, AI can be used in HR analytics, workforce planning, and performance monitoring so that managers can make more optimal decisions.
Nonetheless, such important HR activities as leadership development, employee engagement, and organisational culture cannot be automated and will demand human judgment and interpersonal insights.
The blending of the use of technology tools with human abilities can help professionals to be relevant in the future of work, which is dynamic.
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