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[bookmark: _h2tkrzhknf2k]Part 1: Re-Engineering Performance & Job Design
[bookmark: _y1otwinv2ivs]Introduction 
The Aether Innovations is a fast-growing 300 employees technological company experiencing critical issues of growth stagnation, increased turnover of employees, and customer dissatisfaction. These concerns demonstrate that there is an acute necessity of a consistent human capital approach that would coordinate people and performance. This report suggests a total HR solution based on new performance appraisal systems and job design strategic workforce. Through Objectives and Key Results (OKRs), 360-degree feedback, and the Job Characteristics Model, the strategy will help promote innovation, become more engaged, and develop a performance-driven culture that will empower the experience of employees and customer excellence.
[bookmark: _s7dasm5bnivu]Current Practices in Tech Firms
Conventional methods of appraisal within technology companies have historically been based on annual reviews and KPI-based appraisal. Although these techniques offer structure, they are being more and more criticised due to their agility and little support of dynamic contributions in dynamic environments. Annual reviews have a high likelihood of recency bias, in which managers make unequal ratings of recent events and overall achievement, providing misleading results and detaching employees (Kim and Zitek, 2024). In the same manner, KPI models, albeit applicable in the quantifiable output measurement, often overlook the qualitative measures like innovation, teamwork and knowledge transfer which are of essence in knowledge-driven economy (Kaplan and Norton, 1992).
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Figure 1: traditional appraisal systems in tech firms
Source: own
To emphasize, the recent studies point out that the conventional reviews can discourage instead of motivate employees, especially when the feedback is unreal-time or overly generic (Kim and Zitek, 2024). Deloitte (2025) believes that the mere reinvention of appraisal processes out of context of a larger human-focused strategy will not be able to lead to the revelation of potential performance. In addition, countless biases among raters are an unending issue with conventional systems where it was evident that their subjective judgment tended to perpetuate organisational injustices (Brown, Inceoglu and Lin, 2016). Such biases damage fairness and trust in tech firms where various groups of people interact as a cross-functional unit.
The inflexibility of yearly reviews also is a contradiction to the iterative, project-based technology work. One of the most significant expectations of the employees is the existence of reciprocal feedback loops that are compatible with agile methods, but classic systems are seldom responsive (Lasa, Pedroni and Komm, 2024). As a result, there is increased disengagement, turnover, and halting of innovation.
[bookmark: _p96mi1bvj1ls]Modern Performance Appraisal System 
[bookmark: _vv6j9xu39peg]Objectives and Key Results (OKRs)
[image: ]
Figure 2: OKRs
Source: (Stanciu, 2021)
OKRs have emerged as an integral part of performance management nowadays, especially in technology companies. Initially brought in at Intel and popularised by Google, OKRs connect the individual targets to the overall organisational objectives encouraging alignment and transparency (Niven and Lamorte, 2016; Johanning, 2023). In comparison to the fixed KPIs, OKRs operate on ambitious, but quantifiable goals, promoting innovation and flexibility in dynamic environments (Mohan, 2024). The implementation of OKRs at Google shows that transparency and open goals can be the key to collaboration within teams and an end to what Henry and his colleagues call siloed work habits (Badru et al., 2021). Making progress transparent is a factor that gives power to employees since they become aware of their role in a different strategic result, which enhances their engagement and responsibility.
[bookmark: _griysr55b9tu]360‑Degree Feedback[image: ]
Figure 3: 360‑Degree Feedback
Source: (linkedin, 2025)
In addition to OKRs, a 360-degree feedback is an all-encompassing review that entails the views of other employees, subordinates, and seniors. This multi-source method reduces bias in the raters and it also fosters equality in the measuring performance (Brown, Inceoglu and Lin, 2016). In contrast to classical top-down appraisals, the 360-degree feedback allows capturing the various voices, which make people think about themselves and their ongoing growth. The studies indicate that a balance between timely feedback and feedback helps to encourage employees to enhance their performance and seek growth opportunities (Kim and Zitek, 2024). Such systems in technology firms where teamwork and innovation are key attributes enhance trust and build on team dynamics.
[bookmark: _5ndenls67j6p]Driving Alignment, Transparency, and Growth
Existing along with 360-degree feedback, it is possible to note that the two methods for appraisal work in synergy. OKRs provide goals and targets that are forward looking and 360-degree feedback holds to transparency and growth. Organisational experience proves that organisations that implement such integrated systems experience greater engagement and performance rates; as the employees get the sense that they are empowered and properly rated (Lasa, Pedroni and Komm, 2024; Deloitte, 2025). In the case of Aether Innovations, the practices inherent in the embedded approach directly would resolve the turnover and disengagement issues by streamlining staff efforts to strategic priorities, enhancing transparency within the organisation, and building the culture of lifelong learning. The company can re-establish innovation and performance with the help of successful platforms that have been used by Google and Intel, to establish itself in the competitive market of technology on a sustainable basis.
[bookmark: _mpdlhjic7sb1]Job Analysis & Design
The Job Characteristics Model (Hackman and Oldham, 1976; Ali et al., 2014) gives a strong microarchitecture in the design of roles, which increase motivation, innovation, and performance. It recognizes five fundamental dimensions of creativity, skill variation, task identification, task relevance, self-management, and feedback, which it has listed as key factors of employee engagement. Considering the situation in Aether Innovations where turnover and stagnation are urgent concerns, using this model will enable the organisation to shift from transactional job descriptions to a strategically planned job role which would promote creativity and accountability.
The variety of skills used by the employees provides them with the opportunity to use various skills rather than focus on one, which is important to avoid monotony and encourage innovation (Bosley, 2023). Task identity reinforces ownership as it allows one to complete projects through development to the end, which is crucial in the technology companies where end-to-end innovation is a competitive edge (Pee, 2011). Decision-making is made autonomous, and bureaucratic downturns are kept down, as well as the responsiveness to market changes is promoted (Armstrong, 2021). Lastly, feedback offers relevant performance information in time, which strengthens on-going learning and enhancement.
Integrating these dimensions in leadership and specialist activities, Aether Innovations will be able to shape the job design using it as a strategic activity to engage with. Such strategy motivates and also instils a performance based culture in which innovation flourishes, a direct solution to organisational issues of disengagement and poor growth.
· CEO – Strategic Visionary
· Responsibilities: Enhance organisational vision, pursue innovation strategy, be in charge of growth.
· Specifications: Large skill variety in leadership, finance, and innovation; decision independence; and constant feedback of board and stakeholders.
· Impact: Will promote holistic leadership and the culture of accountability (Armstrong, 2021).
· CFO – Financial Steward
· Roles: Financial allocation, capital allocation and risk management.
· Specifications: Good analytical abilities, job recognition in financial management, independent investment decision making, performance feedback.
· Impact: The sustainability of the finances is ensured in addition to the possibility of strategic innovation (Bosley, 2023).
· CTO – Technology Architect
· Accountabilities: head of technological infrastructure, product development.
· Specifications: Technical ability in the field of engineering and digital transformation, self-directed work in the field of entering technology, feedback in the performance of the project.
· Impact: Powers agility and technical solution innovativeness (Pee, 2011).
· CIO -Chief Innovation Officer.
· Work: Be an intrapreneurship champion, run innovation sprints, make innovative practices actual.
· Specifications: High autonomy, R&D and cross-functional work-related skill variety, Feedback based on innovation measures.
· Impact: develops a culture of experimenting and being future-ready (Suganthi, 2025).
· Director of HR: People Strategist.
· Skills: Compose HR policies, build talent ecosystem, become engaged.
· Specifications: Ability to vary skills within organisational behaviour and the design of policies, independence in the HR strategy, employee survey feedback.
· Impact: Enhances the alignment to the people practices with the organisational goals, decreasing the turnover (Gallup, 2025).
· Head of R&D – Innovation Driver
· Tasks: head up research work, coordinate product innovation stream.
· Specifications: End-to-end innovation Task identity, experimentation autonomy, feedback through market adoption.
· Effect: Increases creativity and knowledge delivery (Ali et al., 2014; Pee, 2011).
Through the implementation of the Job Characteristics Model in these six positions, Aether Innovations will guarantee the autonomy of the employees, the ability to use the skills, and the receipt of valuable feedback. This design is also motivational, as well as making a performance-driven organization where innovation and involvement flourish directly to the challenges that the company faces regarding turnover and stagnation (Armstrong, 2021; Bosley, 2023).
[bookmark: _n4qh8j7the6c]Integration: Creating a Performance-Driven Culture
Modern appraisal systems integrated with strategic job design form a reinforcing cycle which propels engagement and customer excellence. OKRs and 360-degree feedback allow a feeling of transparency and accountability, whereas the Job Characteristics Model makes sure that roles are rewarding and creative (Ali et al., 2014; Brown, Inceoglu and Lin, 2016). They all ensure alignment of individual contributions to the organisational objectives, promote autonomy and provide meaningful feedback. The individuals work together to create a culture that succeeds in resourcefulness as the workers feel a sense of value and empowerment which then results in fewer turnovers. Finally, motivated employees provide high-quality customer experiences, which will place Aether Innovations in the position of sustained growth and competitive advantage (Gallup, 2025).
[bookmark: _827yvunj3r9y]Part 2: Write a reflection
[bookmark: _i2rplmomb4kj]Reflection: Gibbs’ Reflective Cycle
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Figure 4:  Gibbs’ Reflective Cycle
Source: (McLeod, 2025)
Description
In the Human Capital Management course, I discussed how strategic HR practices can change the performance of an organisation. Such models as the Job Characteristics Model (Hackman and Oldham, 1976; Ali et al., 2014), Objectives and Key Results (Niven and Lamorte, 2016), and 360-degree feedback (Brown, Inceoglu and Lin, 2016) are the only models that I was compelled to use as the case of Aether Innovations required. The tools were a systematic means of dealing with stagnation, turnover, and dissatisfaction issues among customers. The module taught the importance of critical assessment, where I shifted away to descriptive narrations and resorted to analysing how the HRM theory can be modified to suit the dynamic business environment.
Feelings
Initially, I was afraid of relating abstract HR theories with actual problems in organisations. I found such concepts as OKRs and job design to be complicated, and I did not believe that I could implement them. Nevertheless, having worked with case studies on Google, Intel, and Spotify, I started liking the functioning of these frameworks in the field. I also became more confident as I understood that HRM is not only administrative but also a tool of innovation and involvement. This change made me feel empowered, because I felt my ability to come up with people-centred solutions that have a direct impact on organisational results.
Evaluation
The learning process was both positive and negative. On the positive side, I got an understanding of how modern appraisal systems eliminate the shortcomings of annual reviews and KPIs that tend to be biased and unresponsive (Kim and Zitek, 2024; Deloitte, 2025). I also got to know that the concepts of job design such as skill variety, autonomy, and feedback could motivate employees and decrease workplace turnover (Bosley, 2023; Pee, 2011). Negatively, I had a problem of balancing theoretical and practical application when I first started presenting myself in my coursework. When I first started, my work was descriptive, however, lecturers outlined that it was necessary to take a more critical approach to the work, which enhanced the quality of my analysis.
Analysis
I was in a position to consider my learning through a reflective model developed by Gibbs because I used reflective cycle (Dutta, 2023). I realised that appraisal and job design are interdependent: the accountability and purpose of the appraisal and job design give the employees a sense of transparency and direction, whereas job design enables them to feel freedom and valuable feedback. Their association will result in a performance-oriented culture, which promotes innovation (Lasa, Pedroni and Komm, 2024). I also realised the need to be critical of its evaluation- should the models such as the Balanced Scorecard (Kaplan and Norton, 1992) still be applied in the agile environment. This discussion enhanced my synthesising skills of various opinions and advancing evidence-based recommendations. Notably, I also came to understand that reflection itself is a developmental resource whereby I was able to trace areas of gaps in my practice and strategize on how to correct this situation.
Conclusion
The module has given me a foundation through which to structure Learning and Development strategies that would result in innovation and growth mentality. Now I can understand that it is necessary to use structural systems (such as OKRs) to implement HR strategies, along with motivational job design guidelines. What is more important, I have also learned how to critically evaluate my own practice and thus, determine the strengths and areas of improvement. This reflexive ability will enable me to get adjusted to the complex organisational tasks and constantly enhance my professional competence.
Action Plan
Going forward, I will incorporate reflective practice in my professional growth. The reason is that I will utilize the Gibbs cycle periodically to analyze the choices and consequences and keep learning. I will also seek to learn more about HRM through the existing studies and industry reports, including Gallup workplace studies (2025) and the Future of Jobs Report by the World Economic Forum (2025). I am also going to aim at developing a growth mindset through taking risks, soliciting feedback, and trying new practices. In this way, I will be flexible enough to work in a fast-evolving environment and become a strategic HR professional who can both promote the engagement levels among employees and provide the companies with the required excellence.
[bookmark: _7tmx37o2oo4u]Reflection on AI and Future Relevance
Artificial intelligence is becoming more and more effective in automating conventional functions, screening of recruitments to monitoring of performances. Although this has a benefit of efficiency, the issue of human displacement also arises. To be relevant, I will position myself as an HR strategic thought leader where I will use AI as an aiding tool and not a substitution. Thoroughly, by illustration, an example is how AI can enable the automated execution of routine work processes, e.g. data analysis, employee survey and predictive turnover modelling, as it leaves me to concentrate on more sophisticated duties like culture building, innovation and strategic workforce planning (World Economic Forum, 2025).
I will use the non-replacement strategy to incorporate AI in decision-making without abandoning human factors. Artificial intelligence can give us information, but it is on us to put that information into perspective, to be intuitive, and moral, attributes unique to human beings. The mindset of growth will enable me to cover my competencies in digital HR tools, analytics, and change management on a consistent basis and keep myself flexible in the face of an ever-evolving environment.
Moreover, I am going to apply AI to improve learning and development, through personalisation of the training sessions and the identification of the skills shortcomings, leaving the design of the programmes that will help inspire creativity and teamwork. This tradeoff will also give the technology a chance to complement and not to destroy the human potential. Finally, my usefulness will be determined by my capacity to blend technological fluency in strategic vision and emotional intelligence. Outsourcing AI to an ally would enable me to be more innovative and engaging as well as preserving the human component that is still at the centre stage of organisational performance.
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