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Part 1: 
Re-Engineering Job Design and Performance (Option 1)

1. Introduction 
Aether Innovations is at a very important point in its history. It has made it past the point of survival for a start-up, but now its revenue growth has stopped, its employees are leaving on their own, and its customers are unhappy. These signs don't usually happen by themselves. When tech companies get bigger, it's usually a sign that their strategy, structure, leadership skills, and performance systems aren't all working together. 
Strategic Human Resource Management (SHRM) asserts that sustainable competitive advantage is achieved when human resource practices are vertically aligned with business strategy and horizontally integrated among themselves (Wright and McMahan, 1992; Becker and Huselid, 1998). In fast-moving digital markets, performance management and job design aren't just ways to run the business; they're important parts of the business plan. When roles aren't clear, feedback isn't consistent, and performance isn't clear, innovation slows down and people stop being interested. 
This report says that the way performance is managed and the way senior roles are set up should be completely changed. It uses Goal-Setting Theory, Self-Determination Theory, the Job Characteristics Model, and skills-based design principles to make a performance system that focuses on growth and new executive roles that will bring back innovation, accountability, and employee engagement. 

2. What tech companies are doing right now to check on performance and make jobs 
2.1 How to Rate Performance in Today's Tech Companies 
Most tech companies no longer do yearly performance reviews. Instead, they use systems that are more flexible. Companies like Google and Microsoft stopped using strict forced ranking systems because they realized they hurt teamwork and morale. Now, a lot of businesses use quarterly reviews, Objectives and Key Results (OKRs), and models that give feedback all the time instead. 

Goal-Setting Theory demonstrates that establishing explicit and challenging objectives enhances performance (Locke and Latham, 2002). OKRs put this idea into action by turning plans into goals that can be measured. But if you use OKRs in a mechanical way, they could become tools for compliance instead of ways to grow. Too much focus on metrics can make employees feel like they are being watched instead of empowered, which can lower their intrinsic motivation. 

According to Self-Determination Theory, intrinsic motivation is based on three things: autonomy, competence, and relatedness (Deci and Ryan, 2000). Performance systems that only look at small numbers without coaching hurt people's ability to be independent and interested in their work. A lot of tech companies have figured this out and are now using 360-degree feedback and coaching conversations more often to find a balance between growth and responsibility. 

But in companies that are growing, like Aether, the culture of giving and getting informal feedback often breaks down. Managers don't have time to coach, goals keep piling up, and talks about performance become more reactive than planned. The result is that the work doesn't fit together. 

2.2 Creating Jobs for Tech Companies That Are Growing 

When tech companies are just starting out, they usually have flexible roles and a lot of freedom to make their own choices. When companies get bigger, they add more levels of hierarchy and make decisions from the top down. Structure can help people work together better, but it can also make them less independent and less sure of their roles. This can make senior technical and leadership roles less involved. 

Hackman and Oldham's (1976) Job Characteristics Model identifies five primary factors that can enhance motivation: skill variety, task identity, task significance, autonomy, and feedback. When these traits are there, people are more motivated to do their jobs. 

But when you scale up work, it often falls apart. Senior leaders become less strategic when they spend too much time putting out fires in the day-to-day operations. Functional silos make it harder for departments to work together. This makes tasks less important and less shared ownership. If you don't plan to change the roles, they will become bureaucratic instead of useful. 

To make executive roles clearer and improve performance management, Aether needs to redesign its systems. 

3. Suggested a performance management system that focuses on growth 

3.1 Strategic OKR Architecture 
Aether should create an OKR system with three levels: 

Corporate OKRs are the strategic goals for the year. 

Functional OKRs (quarterly translation into departmental goals) 

Individual OKRs (goals for contributions that are in line with each other) 

There should still be a lot of goals, but not too many (3–4 per level). Key results should focus on what happened, not what was done. 

OKRs should make up 60% of performance reviews, and leadership behaviors, teamwork, and contributions to innovation should make up the other 40%. This way, you don't get too focused on numbers. 

3.2 Ongoing Coaching Talks 

Instead of annual reviews, there should be quarterly performance talks. Managers need to learn how to coach, and they should do it by talking about what they want to do instead of judging what they did wrong. 

According to Self-Determination Theory (Deci and Ryan, 2000), this method makes people more capable and self-sufficient. It also makes people feel safe in their minds, which is an important part of how tech companies can come up with new ideas. 

3.3 360-Degree Feedback for Senior Leaders to Help Them Grow 

The CEO, CFO, CTO, CIO, HR Director, and Head of R&D should all get 360-degree feedback every year to help them grow. This makes you a more honest and self-aware leader. 

Unlike evaluative 360 systems, feedback should focus on areas where you can improve rather than pay decisions. This will make people more likely to be honest. 

3.4 Linking Learning to Performance 

Performance talks need to make it clear how they help people learn new skills. Individual development plans should include: 

Getting better at technical skills 

Getting to know different functions 

Ideas for new projects 

Ways to become a better leader 

Human Capital Theory posits that investment in skills enhances productivity and long-term performance (Becker, 1993). 

4. Strategic Job Analysis and Redesign of Executive Roles 

Their jobs need to be redesigned so that executives have more freedom, are responsible for coming up with new ideas, and can use their skills. 

4.1 Chief Executive Officer (CEO) 

Purpose: to set a strategic direction, take care of the culture, and put the company in a good light with the outside world. 

Main Responsibilities: 

Make a plan for long-term growth 

Get in touch with investors and other important people 

Encourage a culture of new ideas 

Make sure the people in charge work well together. 

Skills Needed: 

Strategic foresight 

Thinking in systems 

A lot of emotional smarts 

Change the ability to lead 

Redesign gives people more freedom by making operations less important and strategy more important. 

4.2 Chief Financial Officer (CFO) 

Goal: to make sure that strategic investments are well-managed and that the company's finances are stable over the long term. 

Main Responsibilities: 

Plan for how to use capital 

Taking care of financial risk 

Review of investment in new ideas 

Help with making choices based on data 

Skills Needed: 

Ability to do financial planning 

Leadership that thinks critically 

Being able to use tech 

People get better at what they do when they combine financial analytics with strategic planning. 

4.3 Chief Technology Officer (CTO) 

The goal is to make a digital product strategy and technology architecture. 

Main Responsibilities: 

How well the platform can grow 

Putting the technical roadmap in order 

Standards for doing great engineering 

Improving technical skills 

Redesigning roles makes tasks more important by linking engineering directly to customer outcomes. 

4.4 Chief Innovation Officer (CIO) 

The goal is to make innovation a part of the institution. 

Main Tasks: 

Run sprints for new ideas 

Set up a pipeline for intrapreneurship 

Frameworks for trying things out across departments 

Collaborate with the product and R&D teams 

This job helps you become more independent and learn new skills by leading projects that involve trying new things. 

4.5 HR Director 

Goal: Make a plan for how people will work together. 

Main Tasks: 

Aligning the strategy for talent 

Learning how to be a leader 

Measuring culture 

Managing the performance system 

The job goes from managing HR to leading strategic human capital. 

4.6 Head of R&D 

Goal: To turn research into new ideas that can be sold. 

Main Tasks: 

Keep an eye on product testing 

Drive the prototypes' cycles 

Make sure that research and development (R&D) is in line with what the market says. 

Promote a culture of working together on design 

Connecting research results directly to product launches makes it easier to see how the tasks fit together. 

5. Connecting Job Design to Performance 

Job design and performance systems have to work together. Clear accountability for executive roles ensures that OKRs are not merely symbolic. The idea of autonomy in restructured roles fits with theories of intrinsic motivation (Deci and Ryan, 2000). Job design and performance management both have built-in feedback systems that make it easier to learn quickly. 

When performance expectations match up with more interesting roles, a performance-driven culture grows. This doesn't happen by watching, but by being clear, taking responsibility, and having a common goal. 

This integration brings Aether Innovations into line with SHRM principles (Wright and McMahan, 1992) by creating vertical alignment (strategy to individuals) and horizontal integration (performance, learning, reward, and job structure).

Part 2: 

Thoughts on Learning and Career Growth Kolb's Experiential Learning Cycle for Reflective Analysis 

1. Experience in the Real World 

I studied theories that link people strategy to how well a business does in this lesson on Strategic Human Resource Management. In the Aether Innovations example, flat growth, high turnover, and low customer satisfaction weren't just flaws with how things were operated; they were symptoms of a broader problem with the system. 

I used to think that hiring, performance reviews, and training were all useful things to do on their own. I altered my mind when I employed frameworks like Strategic HRM alignment (Wright and McMahan, 1992), Goal-Setting Theory (Locke and Latham, 2002), and the Job Characteristics Model (Hackman and Oldham, 1976). I began to see HR architecture as a set of systems that work together to make a business work better. 

I had to transform ideas into actions to make Aether's human capital plan work. At this stage of the application procedure, it was best to learn. 

2. Before you look at something, think about it. 

I learnt that firms typically use HR approaches that don't function well together when I was doing the assignment. For example, performance management could exist without well-designed jobs, or learning programs could happen that don't assist the firm attain its goals. 

Wright and McMahan (1992) helped me understand how crucial it is for HR strategy to match business goals (vertical alignment) and for HR practices to match each other (horizontal alignment). There won't be any long-term consequences from even the best-planned projects if they don't contain these. 

I also thought about what drives people to do things. I didn't know how much freedom affects how well you do until I discovered about Self-Determination Theory (Deci and Ryan, 2000). A lot of firms don't mean to, but too much control can stifle innovation. I realised that performance systems need to find a balance between giving people power and holding them responsible. 

The Job Characteristics Model by Hackman and Oldham (1976) also influenced how I think about involvement. I used to think a lot about prizes and other ways to get people to do things. The model argued that intrinsic motivation comes from having a lot of talents, knowing what tasks are important, being free, and getting feedback. This changed the way I think about motivation, from the outside in. 

3. Thinking about things in a general way 

I used Kolb's (1984) paradigm for experiential learning to link theory to practice and experience to theory. 

The main idea I came up with is that performance is the product of a system. It stems from how these items fit together: 

Clear strategic goals (Locke and Latham, 2002) 

Intrinsic motivational elements (Deci and Ryan, 2000) 

Improved employment arrangements (Hackman and Oldham, 1976) 

Strategic alignment of HR systems (Wright and McMahan, 1992) 

Putting money into the growth of human capital (Becker, 1993) 

This level of understanding is a major stride ahead for my brain. I used to look of HR as just a method to help with paperwork. Now I see it as a way to prepare ready for success. 

4. Doing things on purpose 

Now I will use what I've learnt at job and school. 

At initially, systems thinking will be the major method I look at challenges in companies. I won't just look at one problem at a time, like turnover. I'll also look at the reasons why jobs are designed, how leaders act, and how performance systems work. 

Second, I want to improve my coaching skills. For performance management to succeed, managers need to be able to talk about how to improve things instead of merely criticising the results. This goes along with Self-Determination Theory, which talks about freedom and being good at something. 

Third, I will invest in my own talents and expertise (Becker, 1993). I will be better at working at a strategic level if I keep learning about strategic analytics, leadership theory, and organisational design. 

This manner of thinking has helped me get from knowing theory to practicing strategic thinking every day. 

How to Keep My Job When AI Is Used

AI is transforming how individuals in HR and management do their jobs. Automating things like vetting job candidates, looking at data, analysing performance, and generating forecasts is getting easier. AI still has trouble making moral choices, understanding the larger picture, and giving people advice, though. 

I want to stay relevant by using both my technical talents and my distinct human skills. 

AI can help me with: 

Finding out how well the workers are doing,

Finding out what individuals are interested in,

Making models of different types of work,

Getting data from large quantities of data 

People still have to figure out what things mean, make a choice, and then do it. AI can't truly accomplish things like cultural understanding, emotional intelligence, negotiation skills, and the ability to develop trust, all of which are vital for strategic HR. 

According to Self-Determination Theory (Deci and Ryan, 2000), you need to be free and have relationships with other people to stay motivated. If people rely too much on AI-driven surveillance, they can lose their innate curiosity. So, AI should aid leaders who care about people, not take their place. 

Three promises will tell me how long I am useful: 

Learning all the time (Kolb, 1984) 

Strategic integration capability (Wright and McMahan, 1992) 

Making decisions based on principles and people 

AI can help with analysis, but people are still in charge of leading, making decisions about strategy, and developing culture.
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