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[bookmark: _Toc224906305]PART 1: HR STRATEGY – RE-ENGINEERING PERFORMANCE & JOB DESIGN 
[bookmark: _Toc224906306]1. Introduction
Aether Innovations is a fast-paced technology firm with about 300 employees that is currently facing serious organisational issues, such as the lack of business growth, high employee turnover, and decreasing customer satisfaction. These problems imply that the human capital practices are not aligned with the goals of organisations. Throughout the extremely competitive and innovative world of technology, a well-developed HR strategy can be critical to increase employee engagement rates, maximise employee productivity, and ensure growth in the long term (Prasad, 2024). Strategic human resource management helps organisations to fit people, processes and performance to the business goals, thus establishing a competitive advantage. This report is aimed at re-engineering the performance management and job design systems of the organisation to deal with these issues. 
[bookmark: _Toc224906307]2. Current Practices in the Tech Industry 
[bookmark: _Toc224906308]2.1 Performance Appraisal Practices
Traditionally, performance appraisal systems in the technology sector have used annual performance reviews and Key Performance Indicators (KPIs) in determining the performance of employees (Peng, 2022). These methods are aimed at individual performance in relation to set benchmarks, which are usually associated with organisational objectives. Although these systems offer a systematic evaluation system, they are being largely criticised as being outdated in the fast-changing and innovation-oriented world. 
[image: 7 Modern Performance Appraisal Methods [2026]]
[bookmark: _Toc224906352]Figure 1: Performance Appraisal Methods
Source: Pocket HRMS, 2026
Most importantly, such traditional systems can decrease the level of employee engagement since the feedback is slow and is usually viewed as formal or critical instead of being developmental. Such inflexible appraisal systems fail to recognise dynamism in terms of contributions, and can deter experimentation, especially in the context of modern tech firms, in which agility and innovation are paramount. This has led to organisations moving towards more flexible and ongoing performance management.
[bookmark: _Toc224906309]2.2 Job Design Practices
The historic design of jobs in most technology organisations has been built up of well-defined jobs with specific duties (Bankins et al., 2024). Although this brings in clarity and accountability, it usually means that the employees lack flexibility and have a limited scope of experimenting with different skills. These strict job designs have the potential to diminish autonomy and deter innovation, especially in jobs where innovation and problem solving is required.
The Traditional job designs often contribute to the underutilisation of the skills of the employees because they are stuck in the limited scope of work (Nurski and Hoffmann, 2022). This absence of diversity and difficulty may have adverse effects on motivation and job fulfilment. In the long run, these are some factors that lead to employee disengagement and high turnover rates that are critical issues to organisations such as Aether Innovations. Hence, the necessity of more flexible, skill-based, and autonomy-driven models of job design is increasing in the tech sphere.
[bookmark: _Toc224906310]3. Proposed Performance Management System
[bookmark: _Toc224906311]3.1 Objectives and Key Results (OKRs)
Improving the performance-related issues within the company of Aether Innovations, Objectives and Key Results (OKRs) should be suggested as the modern and agile goal-setting framework. OKRs, which are commonly used by major tech companies, are committed to measurable, attainable, and time-specific goals that are oriented towards the organisational strategy (Adewusi et al., 2022). All objectives are enforced by key results that monitor good progress and results to bring transparency and accountability at every level of the organisation.
[image: The Strategic Role of Objectives and Key Results (OKRs) in Modern  Organizations | by Sebastian Straube | Elevate Tech | Medium]
The major benefit of OKRs is that they ensure the establishment of alignment between individual, team, and organisational objectives. This will make employees fully aware of the effect of the contribution they make on the overall business performance. The emphasis on innovation, which comes with OKRs, allows employees to achieve higher and stretch goals, which creates a culture of constant improvement and creativity (Iseal et al., 2024). Good performance of OKRs should rely on good leadership, dedication and communication. Without proper guidance, employees may struggle to set realistic yet challenging goals, reducing the system’s overall impact.
[bookmark: _Toc224906312]3.2 360-Degree Feedback
In addition to OKRs, the quality of performance assessment and its fairness can be improved by the implementation of the 360-degree feedback system (Shetye, 2025). It is an appraisal method which includes the opinion of many people, among them being peers, supervisors, subordinates and in some cases customers and hence gives a holistic picture of the performance of an employee. The main advantage of this system is the fact that it encourages personal growth and self-awareness. With the different views, the employees will be in a position to know their strengths and areas of improvement. In addition, it promotes the spirit of transparency and teamwork, which is crucial in a culture of innovation.
[image: Measuring Employee Performance with 360 Degree Feedback: How To Do It and  What To Avoid | Bernard Marr]
Failure to manage the system appropriately may result in bias or inaccurate feedback. To reduce this danger, organisations should be able to guarantee anonymity, offer well-defined evaluation standards, and educate employees in offering constructive feedback.
[bookmark: _Toc224906313]3.3 Continuous Performance Management
Continuous performance management is an addition to OKRs and 360-degree feedback because it focuses on real-time feedback and on continuous performance evaluation (Mayr, 2024). Instead of relying on annual reviews, the managers make regular check-ins to keep track of the progress, solve challenges, and help employees develop. This would increase employee interaction levels and productivity, efficiency in communication and modification of goals and performance adjustments in time. This consequently results in a more sensitive and high-performing organisational culture.
[bookmark: _Toc224906314]4. Job Design & Job Analysis
[bookmark: _Toc224906315]4.1 Job Characteristics Model (JCM)
A good theoretical basis for designing motivating and engaging jobs in Aether Innovations is the Job Characteristics Model (Hackman and Oldham, 1976). This model has five main dimensions that improve the motivation and performance of employees. The aspect of skill variety is that it makes use of various skills and abilities that allow the employees to undertake varied tasks as opposed to repetitive jobs. Task identity entails the accomplishment of an entire piece of work, which makes the employees feel ownership. Task significance brings out the role that a job has on other persons, enhancing the sense of work significance (Tommasi et al., 2025). Employees have a sense of responsibility and innovation since autonomy gives them freedom to make decisions about their work. Lastly, feedback keeps employees informed of their performance in a transparent manner, which promotes the process of constant improvement.
Aether Innovations will be able to improve intrinsic motivation, job satisfaction, and productivity by incorporating these dimensions into job design. Workers will be more engaged and innovative when they believe that the work they are undertaking is meaningful, challenging, and self-directed.
[bookmark: _Toc224906316]4.2 Job Analysis
Job analysis is a methodological process that aims to determine the most important roles and responsibilities, as well as skills that each job position in an organisation needs (Ahmad and Alqaarni, 2023). Job analysis at Aether innovations will take the form of gathering information by conducting interviews, observation and reviewing documents aimed at getting the right understanding of the job requirements. It is a process that lets there be clarity in the expectation of roles and aids in aligning personal abilities with the organisational objectives. It also facilitates the efficient recruitment, performance assessment and training since the role of each position is well stated in terms of the required competencies.
[bookmark: _Toc224906317]4.3 Job Description & Specification (Key Roles)
Job roles should be defined clearly in order to facilitate efficient performance of an organisation. The Chief Executive Officer (CEO) will be dealing with strategic leadership, decision-making, and organisational vision, which will demand excellent leadership and strategic thinking abilities (Iqbal and Ali, 2024). Financial planning, budgeting and risk management are part of the Chief Financial Officer (CFO) position, which needs analytical and financial skills. The Chief Technology Officer (CTO) manages the technological development and innovation, and needs technical knowledge and innovation ability. CIO concentrates on driving new ideas, research initiatives, and innovation strategies and needs creativity and abilities to manage change.
Talent management, employee engagement, and organisational culture come under the responsibility of the HR Director, and a strong level of interpersonal and strategic HR skills is necessary (Urme, 2023). The R&D Head is the person in charge of research and development, and he or she is the one concerned with product innovation and unceasing improvement, meaning they need to possess problem-solving skills and technical knowledge. All the positions ought to be structured in a way that they foster autonomy, innovation and development of leadership to facilitate the overall organisational effectiveness.
[bookmark: _Toc224906318]5. Integration: Building a Performance-Driven Culture
Performance-based culture at Aether Innovations requires the integration of an efficient performance management system and job roles that are well-structured. The suggested implementation of the OKRs, 360-degree feedback, and continuous performance management aligns the goals and objectives of individuals and teams with the organisational goals, making them clear and accountable. Job design according to the Job Characteristics Model has a beneficial effect on autonomy, the use of skills, and the importance of the tasks, raising employee motivation and engagement.
This alignment establishes a situation in which employees are enabled to own their work, share innovative ideas and keep on enhancing performance. Theoretically, such a practice is consistent with the values of the High-Performance Work Systems (HPWS), that is, the combination of HR practices that can lead to improved organisational performance (Botelho et al., 2023). Effective deployment of such a system needs HR leadership, effective communication and a favourable organisational culture to build long-term performance gains.
[bookmark: _Toc224906319]6. Conclusion
The HR strategy of Aether Innovations is aimed at balancing performance management and job design to overcome the main organisational problems, such as low growth, high turnover, and decreasing customer satisfaction. Modern performance management practices, including OKRs, 360-degree feedback, and continuous performance management, make it possible to conduct evaluations in real time, improve employee engagement, and keep the organisation in line with its goals. At the same time, the Job Characteristics Model and structured job analysis enhance job-designing by enhancing autonomy, skill variety, and task significance, which consequently result in motivation and innovation.
When these practices are combined, a performance-based culture that empowers employees, fosters teamwork, and further enhances continuous improvement is achieved. This strategy enhances organisational competitiveness and capability. Its success, however, hinges on the leadership, constant implementation, and favourable organisational culture. The recommended plan offers a sustainable model of enhancing the performance of employees as well as the success of the organisation in the long run.



[bookmark: _Toc224906320]PART 2: REFLECTION ON LEARNING JOURNEY
[bookmark: _Toc224906321]7. Gibbs Reflective Cycle

[bookmark: _Toc224906353]Figure 2: Gibbs Reflective Cycle
(Source: Self-developed)
[bookmark: _Toc224906322]7.1 Description
Throughout this module, I have gained a thorough insight into the strategic position of Human Resource Management (HRM) in contemporary organisations. I also got to know how HR processes are no longer seen as administrative functions and are very important in matching people with organisational objectives. Some of the main concepts that I was introduced to in the module include performance management, job design and employee engagement. I reviewed models such as Objectives and Key Results (OKRs), 360-degree feedback, and continuous performance management that proved the ways in which organisations can enhance productivity and motivation of their employees (Piyasena, 2026). I learnt the Job Characteristics Model, which taught me the way job design happens to contribute to the satisfaction and performance of employees. On the whole, this module equipped me both with theoretical information and practical understanding of how effective HR approaches may help organisations to be successful.
[bookmark: _Toc224906323]7.2 Feelings
At the beginning of the module, I felt insecure and was partially overwhelmed by the complexity of HR theories and models (Markkanen et al., 2020). I found it difficult to explain how these abstract concepts could be applied in the real-life organisational scenarios. The more I engaged in lectures, academic reading and discussion, the more I would be confident. I also began to appreciate the relevance of HR strategies in resolution of organisational problems. Their application on the case studies, such as Aether Innovations, permitted me to obtain clarity and gain confidence. At the module conclusion, personally, I felt more comfortable with the methods of analysis of HR practices and their impact on employee performance and the performance of the organisation.
[bookmark: _Toc224906324]7.3 Evaluation
Altogether, learning in this module was quite helpful. I also was aware of how to understand and critically interpret the vital HR frameworks, such as the OKRs and the Job Characteristics Model (Poiksalo-Savilahti, 2024). The models helped me to determine some of the methods in which organisations may improve employee engagement and performance. I also gained analytical and critical thinking skills, which assisted me to judge the effectiveness of the traditional and modern HR practices. There are certain challenges that I encountered during the learning process. To start with, my learning was associated with the inability to relate the theoretical content to the practice, and I also had some issues with finding and making use of the academic materials in question. All these difficulties were overcome by practice and perseverance, balancing this, I managed to struggle with these problems and develop my level of knowledge in general.
[bookmark: _Toc224906325]7.4 Analysis
Through this module, I have learnt that HR is strategic in facilitating organisational performance and complexity of business issues. I also realised that performance management and job design are among the good HR practices whose direct influences include employee motivation, behaviour, and productivity. In an example, I was presented with the fact that OKRs help in aligning personal with general objectives in an organisation, and clarify and hold accountable. Continuous performance management is a continuous way of provision of feedback, a fact that enhances employee development and engagement. The Job Characteristics Model was another model that gave much emphasis on job design factors that enhance motivation and innovation, and observed the relevance of the autonomy, skill variety, and feedback (Kamani, 2020). This discussion has helped me to connect the knowledge acquired in theory and practice, and the necessity to accept flexible and up-to-date HR practices, especially in the dynamical industry like the technological one.
[bookmark: _Toc224906326]7.5 Conclusion
The module has enhanced my knowledge to a great extent in the aspect of management of human resource as strategic human resource management in organisations. I have understood how to be critical in assessing HR practices and apply theoretical perspectives to practice. My learning process has helped me gain confidence, analytical skills and knowledge on the role played by the HR towards the success of organisations. It has also highlighted the necessity of continually learning and being a flexible business environment that continually changes. Overall, the module has prepared me adequately with my future career and has prepared me to be a critical player in the organisational performance through the method of strategic Hr practices.
[bookmark: _Toc224906327]7.6 Action Plan
[bookmark: _Toc224906330]Table 1: Action Plan
	Area for Development
	Action to be Taken
	Timeframe
	Expected Outcome

	HR Analytics Skills
	Enrol in online courses on HR analytics and data-driven decision-making
	3–6 months
	Improved ability to analyse workforce data and support strategic decisions

	Leadership Skills
	Participate in leadership workshops and group projects
	6 months
	Enhanced ability to lead teams and manage organisational challenges

	Practical Application of HR Theories
	Engage in internships or real-world HR case studies
	6–12 months
	Better ability to apply theoretical knowledge in practical situations

	Continuous Learning
	Regularly read academic journals and industry reports
	Ongoing
	Up-to-date knowledge of current HR trends and practices

	Communication Skills
	Practice professional writing and presentations
	3 months
	Improved clarity, confidence, and professional communication


[bookmark: _Toc224906328]8. AI & FUTURE CAREER RELEVANCE
Increasing the presence of artificial intelligence (AI) in organisational processes is also an opportunity, not to mention a challenge, to future professionals. Another application of AI in HR is that the typical HR activities such as screening, performance monitoring, and data processing can be automated, and it will result in increased efficiency and decision accuracy (Shenbhagavadivu et al., 2024). However, despite the advancements, AI cannot replace human capabilities, such as emotional intelligence, creativity, and strategy completely.
To survive in the AI-oriented world, one is advised to learn the skills that do not substitute technological advancement. This involves critical thinking, problem solving, leadership and flexibility. Artificial intelligence should not be used as a replacement but rather a complement to enhance human performance (Herath et al., 2025). To elaborate, the HR professionals will have an opportunity to process the data about the employees through AI and continue to apply human judgment when it comes to decision-making and building relationships.
The future strategy presupposes the application of AI to improve efficiency and acquire new personality and professional qualities on a continuous basis. This balance is a promise of the career sustainability in the long run and the potential possibility of successful contribution in the technologically advanced work environment.
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