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Executive Summary

The problems facing Aether Innovations are stagnant growth rate, high employee turnover, and poor customer satisfaction, which are mainly caused by inefficient performance appraisal systems and strict job design. In this assessment, the HR strategy should be integrated to resolve these problems, and the performance appraisal system should be modernized using the OKRs and the 360-degree to align between individual and organizational objectives. Besides, the Job Characteristics Model will be used to redesign job roles to promote autonomy, skill development, and innovation. The intended changes are to improve employee engagement, lessen employee turnover and foster a culture of performance-based which will eventually result in an improved organizational performance, employee satisfaction and sustainable growth.

1. Introduction and Background

Aether Innovations is a technology firm with 300 employees that is struggling with great challenges in spite of its expansion capabilities. The company has been facing stagnant growth, high turnover rate, and lower customers satisfaction that has impeded its innovation capability and competitive advantage in the market. These represent the underlying poor policies within its Human capital management especially in performance appraisal and job design. Studies shows that the poor performance appraisal systems have been linked to high turnover, low job satisfaction, and inhibition of innovation, performance, and are associated with the satisfaction level that is an important determinant of employee engagement and turnover intentions (Memon et al., 2020; Alkhyeli and Hazmilah, 2025).
This assignment is aimed at suggesting an integrated HR strategy that will resolve these burning problems. Re-Engineering Performance and Job Design, the objective will be to modernize the company performances appraisal systems and redesigning the major job roles. The aforementioned strategy will assist in the creation of the performance-based culture which will encourage employee engagement, motivate innovation, and enhance the overall performance of the organization.

These challenges can be solved through performance appraisal and job design. Properly built performance appraisal system, i.e. the use of Objectives and Key Results (OKRs) or 360-degree feedback (Dalvi et al., 2023; Dakshdeep, 2024; Wowerath, 2025), will help match the goals of employees with those of the company and create the culture of responsibility and development. Moreover, Job Characteristics Model (JCM) redesigning can be used to increase autonomy (Kivak and Rebecca, 2023), skill development, and innovation ensuring that workers are in a better position to address the needs of the company and work towards its welfare. With these changes, Aether Innovations will be able to enter into a high-performance, more sustainable future, starting with its fundamental problems.
2. Analysis of Current HR Practices 

The figure 1 below illustrating various issues in the current performance appraisal and job design practices at Aether Innovations.
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Figure 1 Aether Innovations: Gaps in Performance and Job Design

2.1 Current Performance Appraisal
Aether Innovations is now in the conventional performance appraisal system that is often present in technological firms, where performance is measured once a year based on is simplistic feedback and performance rating. Yet, these approaches tend to be unconnected with the constantly changing goals of the company and they do not bring constant and practical feedback. Performance metrics have a good enough gap because they are not judged on any personalized and growth-oriented targets but on the generic targets set. This frustration of providing employees with consistent and constructive feedback restricts the possibility of employee development and engagement.

2.2 Current Job Design Practices

Aether Innovations has job roles that are mainly based on simple job descriptions and are not highly flexible. Most jobs are not autonomous and do not allow developing skills thereby limiting their innovation and engagement. The employees usually operate within stiff, pre-set jobs where creativity is not promoted or innovative. Also, the duties are not spelt out all the time thus causing confusion and inefficiency. This job design has been one of the reasons in the high turnover rate and low morale since the employees feel in-engaged and unchallenged.

All these problems highlight why they should have a more dynamic and aligned system of performance management and design approach to the job.

3. Proposed HR Strategy

3.1 Re-engineering the Performance Appraisal System

In a proposal to overcome the challenges Aether Innovations faces, a performance appraisal system centered on the growth will be used, which will consist of the OKRs and 360-degree feedback (Dalvi et al., 2023; Wowerath, 2025). OKRs will make individual and team objectives aligned with the strategic goals of the company so that all employees would contribute to long-term development. Transparency and frequent performance discussions will be promoted through enforcing the 360-degree feedback whereby having multi-source feedback will be encouraged.

The challenges facing the company as outlined by this form of modern system will include flat growth, high turnover, and dwindling customer satisfaction. Aligning individual and organizational ambitions it will improve employee commitment, endorsing creativity and performance. Frequent feedback will ensure that the performance gaps are spotted and are addressed at a very early stage so that the employees would be able to continue enhancing. This style will also enhance retention since employees will feel that they are assisted in their career development.

The new performance appraisal system is closely related to the strategic purpose of Aether Innovations because it is effective in performance, as employees clearly understand their goals, responsibility and continuous improvement, and these ultimately result in better employee satisfaction and customer performance.

3.2 Job Design Recommendations

Under the Job Characteristics Model, the job roles in Aether Innovations will be remodelled to enable autonomy, use of skills, and innovation which are essential in solving the challenges that the company has (figure 2).
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Figure 2 Remodelling Job Roles at Aether Innovations
CEO: Increased autonomy of strategic decisions and orientation at the level of vision alignment and innovation to stimulate long-term growth.

CFO: Motivated to master higher financial expertise and be on the forefront with regards to financial strategies, to guarantee the correct utilization of resources to promote growth.

CTO: With greater freedom in tech strategy, allow the product development and technology infrastructure to be competitive.

CIO: Driven by the need to spearhead innovation in business operations with a duty of designing a business-oriented IT strategy capable of propelling efficiency and customer satisfaction into the future.

HR Directors: The HR Directors are to work on talent development and retention initiatives, employment skills-based design to develop an engaging and growth-oriented workplace.

Head of R&D: Autonomy in making decisions in order to drive innovation, but with a clear product (development) focus in line with company objectives.

Every position will be specified more, will be entrusted to each role with greater responsibility and decision-making authority that can promote a culture of performance functions, overcome the issue of growth, turnover, and innovation.

4. Relationship Between Job Design and Performance Appraisal

The job design practices in Aether Innovations would be complemented by the performance appraisal system and the systems would be interrelated and therefore create a performance-based culture. The systematic performance appraisal system with OKRs and 360-degree feedback will outline the transparent and quantifiable targets as per the strategies of the company. The feedback will be continuous under this system, employees will be motivated to develop and become better in their skills.

Combining job design as per Job Characteristics Model, each position will be customized to increase autonomy, ability to use skills and innovativeness. The restructured job descriptions will enable the employees to be owners of their jobs, and this will encourage being responsible and creative. This autonomy will be enhanced, and this will make the employees feel more invested in the success of the company and the more they are likely to offer innovative solutions.

These practices will establish a performance-oriented culture because they will combine personal interests with organizational interests and make available the means of their development. The performance appraisal system fostering the engagement of employees, decreasing turnover, and enhancing the overall employee performance will hinge on clear expectations and constant feedbacks as well as job roles that promote innovation and skill development. This transformation will solve directly the issues faced by Aether Innovations of flat growth, high turnover, and low customer satisfaction eventually resulting into better organizational outcomes.
5. Conclusion 

Aether Innovations can overcome the stagnant growth, high turnover, and low levels of customers satisfaction by the introduction of a re-engineered performance appraisal system and the redesign of job roles. Through the introduction of 360-degree feedback and OKRs, the company will be able to align the goals of employees with the organizational ones, and in the process, announce the culture of responsibility and development. Job Characteristics Model will give employees more autonomy, skill development and innovation and hence increase employee engagement, resulting in employee retention. Through these strategic changes, the performance-driven culture will be integrated which will result in the ultimate success of the long run, better employee satisfaction and place the company in a position to achieve sustainable growth and competitive advantage.

Part 2

1. Reflection on Learning Journey

This Human capital management (HCM) module gave me an understanding of the major HR practices, strategies and how they contribute to organizational growth. I was able to get familiar with historical events in the field of HRM, recruitment and selection, and the influence of technology on HR. One of my Learning and Development (L&D) strategies was pointed out by the module regarding the HR drive to promote innovation and growth orientation in organizations (Armstrong, 2020; Marchington et al., 2021).
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Figure 3 Gibbs Reflective Cycle 

Description

The module touched upon a broad spectrum of HRM issues, such as the history and development of HRM, the concept of recruitment, the importance of the diversity and inclusion concept, and the effects of technology on Hr activities, such as AI. We talked about the ways in which HR strategies are consistent with those of the organization as a whole and help to achieve the success of the business in the long term. The Hard vs. Soft HRM models was a valuable scheme of interpreting the data-driven decision-making versus employee engagement dichotomy (Ulrich & Brockbank, 2005). Case study as in the case of the organizational culture of Netflix and global Hr practices of Google showed how the said HR theories can be applied to practical use in the real world (McKinsey & Company, 2021).
Feelings

I was also slightly confused by the complexity and the breadth of the subjects covered, particularly the evolution of HRM, and the way that the functions of HR have become more strategic with time at the beginning of the module (Drucker, 1993). Nevertheless, during the further lessons, I became more self-confident and interested in the content. The real-life examples and case-studies were used to make the theoretical material more empathetic and closer to life. I found the importance of HR in developing a growth mindset and innovation to be especially relevant to my personal experience, and the prospect of putting these ideas into practice aroused my interest and enthusiasm towards my career and L&D perspective (Woodcock & Graham, 2020).
Evaluation

The module taught valuable information, particularly, the discussion, Hard vs. Soft HRM, that has pointed to the necessity of efficiency verses employee engagement (Robbins and Coulter, 2021). The case studies, in my opinion, allowed me to relate theoretical knowledge to practice. Although the legal regulations, such as the GDPR and the Equality Act 2010, were not simple, they underlined the need to achieve compliance and fairness in HR activities (Armstrong, 2020). In general, the module provided a balanced insight on the strategic role of HRM.
Analysis

The module further enriched my thinking in terms of the importance of HRM in the process of organizational success. Such frameworks as the HR Champion model by Ulrich and cultural dimensions by Hofstede assisted me in getting a clearer idea of the strategic importance of HR in forming an organizational culture and promoting employee engagement (Becker, 1993). I learned that to develop a growth mentality in an organization, the HR practices should not only be based on recruiting and training but also developing an inclusive organizational culture whereby innovation and be able to adapt are valued. The module further instilled the notion that to facilitate the growth of the business then the HR should be nimble, strategic, and sensitive to changes and presence of technology in the market (Marchington et al., 2021).
Conclusion

This module further re-affirmed that HRM plays a very significant role in aligning organizational objectives with the strategies of talent management. HR practices have to be oriented toward inclusivity, lifelong learning, and responsiveness in order to foster an innovative-growth culture. The module has offered a solid platform to formulate L&D strategies which facilitate the growth of employees as well as the success of the organization (Ulrich & Brockbank, 2005). 

Action Plan

I will practice what I have learned in this module by developing HR strategies that will focus on life-long learning and inclusivity. I will aim to allocate an L&D program to align with the organizational goals and create a culture that encourages diversity (Marchington et al., 2021). Moreover, I will be investigating the ethical aspects of HR technology integration to allow the fair and compliant recruitment. 

2. Staying Relevant in the Age of AI

The growing use of AI in HR and other sectors is changing the nature of talent management and process optimization and decision-making in organizations. In the field of HR, AI is transforming such aspects as recruitment, performance management and employee engagement by use of such tools as AI-based recruitment solutions, data mining tools and predictive analytics. Those technologies automate routine work, minimize human bias, and deliver useful information that will optimize the efficiency and practicality of the HR functions (Brynjolfsson and McAfee, 2014; Madanchian, 2024).

To remain relevant amid the age of AI, I will consider AI as a helper to sharpen my competences instead of a tool to not be needed. Artificial intelligence-based data analysis tools will help me make data-driven decisions, streamline recruitment, and come up with better workers performance analytics. To illustrate, using AI can become useful to notice trends in the employee turnover and engagement rates so I can establish specific retention strategies. In addition, the HR platforms based on AI can simplify the work of administrators, and I will spend more time on strategic decision-making and talent development.

Nevertheless, AI should not drive me out of the job, I will still be concerned with human dimension of HR that cannot be experienced by AI: it is the building of relations, the development of the corporate culture, and the needs of the employees. To remain competent, I intend to keep up to date with upcoming HR-related technologies, including the use of AI in talent management, and acquire a growth mindset. With the implementation of AI tools in my working process and the improvement of my soft skills, I will make myself valuable as an HR strategic partner in any workplace, where I will not be fired anywhere.
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