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[bookmark: _Toc224771566]Part 1- Option 1: Re-Engineering Performance & Job Design at Aether Innovations
[bookmark: _Toc224771567]1.1 Introduction 
The Aether Innovations is a 300-employee technology firm, which has been facing a stagnant growth, high employee turnover, and customer dissatisfaction. Such issues demonstrate flaws in its human capital mechanisms specifically in performance management and job design. Conventional yearly appraisals and dismally organized roles tend to restrict inspiration and innovativeness in dynamic technological surroundings. Thus, Aether Innovations needs a more systematized approach toward performance management and job design. This report examines the existing trends within the technology sector and outlines a modern performance appraisal strategy and redesigned leadership functions through the Job Characteristics Model to enhance engagement, innovation, and overall performance of the organisation.
[bookmark: _Toc224771568]1.2 Current Practices in Performance Appraisal and Job Design in Tech Companies
Technology firms are very dynamic and competitive and require innovation, adaptation and teamwork to succeed (Mandung, Sahari and Amra, 2025). As a result, several organisations have abandoned conventional performance management frameworks that are based on the annual appraisal basis. These systems are frequently criticised as offering delayed feedbacks and are more about past performance as opposed to encouraging continuation of improvement and employee growth (Amri, Putri and Wahjono, 2023).
Modern technology companies are responding to this by moving toward continuous performance management where regular feedbacks, ongoing goal discussions, and communication between staff and management are actively practised. The practices assist organisations to discover performance problems at an early stage, assist in skill development, as well as improve employee productivity. Frequent communication between managers and employees also increases interaction and fosters accountability (Raza et al., 2023).
Meanwhile, job design in technology organisations has been changing to focus on flexibility and teamwork. It is common to move employees across projects and teams, allow them to contribute using different skills, and engage them in decision-making. Project-based structures and cross-functional teamwork help organisations to adapt to technological changes and customer needs (Goessens, 2025). In the case of Aether Innovations, the strategies that facilitate a reduction of turnover, enhanced innovation, and enhanced organisational performance may be adopted through the adoption of similar strategies.
[bookmark: _Toc224771569]1.3 Proposed Growth-Focused Performance Appraisal System 
Objectives and Key Results (OKRs) is a goal-setting model that aligns organisational aims with quantifiable outputs at both team and individual levels, allowing organisations to monitor and sustain strategic focus (Cholifah and Soeling, 2025). In comparison to old-fashioned appraisal systems, which are based on the use of annual reviews, the OKRs focus on shorter periods of goal implementation, transparency, and the ability to measure performance results. In the case of Aether Innovations, where the current growth rate is stagnant and customer satisfaction decreases, the implementation of an OKR-based system might allow to re-align employee activity with organisational goals. With the clear organisational goals, i.e. the better the product innovation, the better the service quality, or the better the customer retention, employees in various departments would get a better idea how their work is related to the larger business objectives (Stray et al., 2022).
Nevertheless, the efficiency of the OKRs requires frequent reviewing and transparent communication (Cholifah and Soeling, 2025). Unless followed by continuous feedback or management guidance, there are chances of the system degenerating into another administrative goal-monitoring activity instead of a motivator of performance advancement. Thus, regular performance conversations should be used in addition to OKRs to enable employees to examine the progress, discuss obstacles, and improve strategies. This type of ongoing dialogue is especially crucial in the case of a technology organisation such as Aether Innovations, where the requirements of the projects, as well as the demand of a particular market change very fast (Iseal, Wasiu and Taiwo, 2024).
Moreover, the proposed performance appraisal system can be enhanced by the integration of 360-degree feedback that involves a multi-source evaluation method where employees get feedbacks provided by their supervisors, peers, and in some cases, subordinates. This method offers a bigger picture of employee performance, especially in team-based settings where teamwork plays a vital role in organisational outcomes. In the case of Aether Innovations, when innovation relies heavily on cross-functional teamwork, multi-source feedback can serve to emphasise the behaviours that lead to team effectiveness and sharing knowledge (Al-Maawali, Kasim and Jamil, 2024).
However, 360-degree feedback should also be applied with caution to prevent potential challenges such as biased ratings and feedback exhaustion. Well-defined evaluation criteria and systematic feedback systems are thus required to make the process constructive and developmental. Combined with an OKR-based goal system, 360-degree feedback has the potential to facilitate accountability and employee development (Shetye, 2025).
[bookmark: _Toc224771570]1.4 Job Analysis and Job Design for Key Leadership Positions 
A successful job design is essential towards employee motivation and performance in an organisation. The Job Characteristics Model by Hackman and Oldham reveals five main job dimensions that stimulate motivation among employees: skill variety, task identity, task significance, autonomy and feedback (Lucas, 2021). This model can be applied to leadership roles in Aether Innovations to develop the positions that promote strategic thinking, creativity, and responsibility.



[image: ]
Source: (Lucas, 2021)
[bookmark: _Toc224771571]Chief Executive Officer (CEO)
Job Analysis:
The CEO role involves strategic leadership, organisational decision-making, and guiding innovation initiatives. The role provides high autonomy, significant task significance, and requires skill variety in strategy, leadership, and stakeholder management (Lucas, 2021; van den Berg and Bozalek, 2024).
Job Description:
Leads organisational strategy, oversees operations, promotes innovation, and ensures alignment between organisational goals and performance.
Job Specification:
Extensive executive leadership experience, strong strategic thinking, communication skills, and an advanced degree in business or management (Gutterman, 2023).
[bookmark: _Toc224771572]Chief Financial Officer (CFO)
Job Analysis:
Responsible for financial strategy, budgeting, and resource allocation. The role requires skill variety in financial analysis and strategic planning, with clear task identity through responsibility for financial outcomes (Lucas, 2021; van den Berg and Bozalek, 2024).
Job Description:
Oversees financial planning, manages risk, monitors organisational financial performance, and supports investment in innovation initiatives (Chatpibal, Chaiyasoonthorn and Chaveesuk, 2024).
Job Specification:
Professional qualifications in finance or accounting with strong analytical and leadership experience.
[bookmark: _Toc224771573]Chief Technology Officer (CTO)
Job Analysis:
Leads technology development and digital innovation. The role involves skill variety, autonomy in technology strategy, and continuous feedback through product performance and technological outcomes (Lucas, 2021; van den Berg and Bozalek, 2024).
Job Description:
Develops technology strategies, manages engineering teams, and integrates emerging technologies into organisational operations.
Job Specification:
Advanced qualifications in computer science or engineering with leadership experience in technology development (Gutterman, 2023).
[bookmark: _Toc224771574]Chief Innovation Officer (CIO)
Job Analysis:
Focuses on promoting innovation and identifying emerging technologies. The role provides high autonomy, task significance, and encourages skills-based collaboration across departments (Lucas, 2021; van den Berg and Bozalek, 2024).
Job Description:
Leads innovation initiatives, supports research activities, and encourages experimentation and creative problem solving.
Job Specification:
Experience in innovation management, strategic thinking, and strong leadership capability (Gee, 2024).
[bookmark: _Toc224771575]Human Resources Director
Job Analysis:
Responsible for developing people strategies that improve engagement and performance. The role involves skill variety, task significance, and feedback through employee engagement and performance outcomes (Lucas, 2021; van den Berg and Bozalek, 2024).
Job Description:
Manages recruitment, learning and development, and performance management systems that support innovation and organisational growth.
Job Specification:
Qualifications in human resource management with leadership experience in HR strategy (Lussier and Hendon, 2025).
[bookmark: _Toc224771576]Head of Research and Development (R&D)
Job Analysis:
Leads research projects and product innovation. The role involves skill variety, task identity from research to product development, and autonomy in experimentation and innovation (Lucas, 2021). 
Job Description:
Oversees research teams, manages development projects, and ensures innovative products meet market demands.
Job Specification:
Advanced technical qualifications and strong experience in research leadership and project management.
[bookmark: _Toc224771577]1.5 Integration of Performance Management and Job Design 
The performance appraisal system and the redesign of job roles will collaborate to create a performance oriented culture at Aether innovations. The appraisal system sets direct objectives and the ongoing feedback where the employees realise the expectations and direct their activities according to organisational goals like innovation and customer satisfaction (Lepistö, Saunila and Ukko, 2024). Simultaneously, redesigned jobs offer a wider range of autonomy, skill diversity, and significant tasks, which allows employees to leverage their competence and be strategic contributors. Motivation and accountability will be enhanced when the employees know the performance expectations and are empowered with roles designed well. The integration promotes collaboration, innovation, and improvement which eventually allows Aether Innovations to boost its organisational performance and tackle its challenges (Alshemmari, 2023).
[bookmark: _Toc224771578]1.6 Conclusion 
In conclusion, Aether Innovations needs to modernise its performance management and job design practices to resolve the existing organisational challenges. With the help of an OKR-based performance appraisal process with 360-degree feedback and ongoing performance discussions, the organisation will be able to establish a transparent and development-oriented work environment. Moreover, redesigning leadership roles based on the Job Characteristics Model will enhance autonomy, skills use, or cooperation. Combined, these integrated HR practices can reinforce the capacity to innovate, enhance staff engagement, and eventually increase organisational performance and consumer satisfaction.
[bookmark: _Toc224771579]Part 2: Write a Reflection
[bookmark: _Toc224771580]2.1 Reflection Using Gibbs’ Reflective Cycle
The Gibbs reflective cycle consists of five stages: Description, Feelings, Evaluation, Analysis, Conclusion, Action Plan (He, Parkinson and Doyle, 2018).
[image: ]
Source: (Dutta, 2023)
[bookmark: _Toc224771581]Description
During this module, I gained a better insight into Human Resource Management (HRM) and International Human Resource Management (IHRM) and their strategic contribution to organisational success. A major learning outcome of the module was the critical review of the current research and advanced scholarship to assess the environment of managerial and business. The other key outcome was strategic understanding of existing HRM issues in organisations to enable the formulation of effective policies and procedures to allow strategic objectives to prevail. These learning outcomes were specifically apparent when working on the assignment about Aether Innovations, a technology company with stagnant growth, high turnover, and decreased customer satisfaction. During this assignment, I examined the contemporary HR concepts in the technology sector and suggested an integrated job design and performance management approach to enhance organisational performance, engagement, and innovation. The experience enabled me to relate the theories of HRM to a real business case and has proven how strategic HR practices can impact organisational culture and productivity (He, Parkinson and Doyle, 2018). Feelings
At the beginning of the module, I struggled to relate the academic theories of HR with real problems in organisations. Much of the ideas first seemed theoretical and not feasible in practice. Nonetheless, my confidence slowly increased as I interacted with academic literature and case-based learning tasks. The Aether Innovations assignment allowed me to better comprehend the process of HR strategies execution in organisations and the ways to apply it to solve some of the practical issues that I went through like high employee turn-over and low engagement. I have also understood that HRM is a key factor in organisational culture as well as in facilitating innovation. This understanding made me progressively more interested in becoming more familiar with strategic HR practices.
[bookmark: _Toc224771582]Evaluation
Among the best things about the module was the ability to critically assess HRM practices with the help of academic studies and theoretical theories. The skill enabled me to understand organisational challenges in a more systematic way and propose evidence-based solutions. The assignment also emphasised that various practices of HR, including job design and performance management, need to be incorporated to realise organisational goals (Armstrong and Taylor, 2023). I also understood that HR policies can be very effective when aligned to organisational strategy, which will help in improving the motivation, teamwork, and creativity of employees greatly. I also realised, though, that to create an effective HR strategy involves continuous learning and adaptability to evolving business conditions (Sani et al., 2024).
[bookmark: _Toc224771583]Analysis
When reflecting on the module learning outcomes, the acquired knowledge can serve as a solid foundation when creating my own Learning and Development (L&D) approach. Critical review of academic research will enable me to analyse the changing managerial environments and be in a better position to evaluate organisational practices (Madanchian and Taherdoost, 2025). Simultaneously, acquiring a logical knowledge of HRM issues in various organisations will make me appreciate the value of formulating sound, effective, and strategic HR policies. In the Aether Innovations task, I was able to realise that good people management practices have a significant impact on innovation and organisational performance. This observation has motivated me to develop abilities like critical thinking, problem-solving and adaptability. These skills are going to cultivate my growth orientation and make me an innovation contributer in organisational environments (Barkova, 2025).
[bookmark: _Toc224771584]Conclusion
On the whole, this module has reinforced my perception of the strategic relevance of HRM and its role in organisational performance. It has enhanced my critical analysis skills on research, analysis of managerial environment as well as attribution of HR concepts to actual business scenarios. The learning process has also underscored the significance of the on-going professional growth and innovation in contemporary organisations.
[bookmark: _Toc224771585]Action Plan
In the future, I will create my own Learning and Development strategy to enhance a continuous improvement and innovation process. This would involve regularly consulting the current body of research in HRM, effective analytical and leadership development, and participation in professional training opportunities. I will also engage in a growth mindset by exploring the challenges as learning and development opportunities. I would like to be effective and innovative in my future career as I would be constantly learning and adapting emerging organisational and technological trends (He, Parkinson and Doyle, 2018).
[bookmark: _Toc224771586]2.2 Reflection on AI and Future Career Relevance 
Artificial intelligence is quickly changing workplaces and can now perform many routine and data-driven tasks. With the progress of AI technologies, professionals need to advance by shaping the skills that make them complementary, but not competing with, automation. In my career in the future, I will notice that AI will surely become a significant resource to enhance efficiency and aid decision-making activities.
The AI can help me in my work because large amounts of data may be effectively analyzed, patterns can be detected and used to aid the organisational strategies. To illustrate this, AI tools may be used to analyse employee performance data, forecast trends in the workforce, or support the recruitment process by providing data-based evaluations. Such use of AI can increase productivity and enable professionals to concentrate more on strategic and creative activities (Singh and Sinha, 2025).
But even with all those possibilities, AI cannot entirely substitute human traits like critical thinking, emotional intelligence, creativity, and ethical judgement. Most of the professional jobs involve interpersonal communication, leadership, and understanding complex human behaviour, which are not easy to simulate by AI. As such, to remain pertinent to an AI-dominated workplace, these distinctive human skills must be developed constantly (Florea and Croitoru, 2025).
I will apply AI as an aiding tool in my career, not as a substitute to the human decision-making process. With proper combination of technological tools, good analytical, communication and leadership skills, I hope to be versatile and helpful in a fast changing professional environment. It will also be critical to keep the career relevant over the long term through continuous learning and keeping up with the technological advancements (Singh and Sinha, 2025).
[bookmark: _Toc224771587]References
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