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Summary
[bookmark: _GoBack]This report is discussed on how Aether innovations can enhance Organisational performance by having a redesigned performance management system and leadership-based job design. Thus, offered to use OKRs, 360-degree feedback and job characteristics model to cope with flat growth, high turnover and decreasing customer satisfaction. The reflection part is identified the main insights of strategic human capital management, where the discussion about AI pointed to the increasing significance of the digital capability coupled with human-centered abilities. 

[bookmark: _Toc224748025]1.0 Part 1: Re-Engineering Performance and Job Design 
[bookmark: _Toc224748026]1.1 Introduction to the Company
[bookmark: _Int_EBCDJqGp][bookmark: _Int_fP2uWzMu]Aether Innovations is a fast-growing technology firm which comprises 300 employes and this organization in the current era struggles in areas like with flat growth, high stuff turnover and decline in customer satisfaction. The challenges Aether Innovations faces in these areas as per Alexandrescu et al. (2025) suggest a misalignment between individual performance and strategic objectives of Aether Innovations.  
This report targets to rebuild innovation, engagement and performance at Aether Innovations and to achieve that this report proposes a dual approach which involves re-engineering performance appraisal system and optimization of six key positions of leadership at Aether Innovations. This study as guided by Mislam and Hui (2025) therefore applies Job Characteristics Model (JCM) where the objective of this study is to enhance employee autonomy and skill utilization which as an integrated approach seeks to foster a performance-driven environment within Aether Innovations that can help to restore innovation and also can help to ensure long-term engagement in this organization.  
[bookmark: _Toc224748027]1.2 Current Practices in Tech Industry
[bookmark: _Int_9wHKsGng]The technology sector although historically relied on traditional annual reviews but they in the current era adopts an agile and data-driven performance management due to methods like traditional annual reviews as mentioned by Niembro and Levin (2026) which are characterized by top-down ratings and feedbacks in the year 2026 are widely criticized for their several limitations. These limitations are: 
· [bookmark: _Int_JCn4Tfes]Bias and Gaps: Managers often focus on recent output of the employee and they often overlooks their achievements or issues in the previous year. 
· [bookmark: _Int_ZnNhZvkI]Demotivation: Annual judgement cycles as per reports such as Ruppel et al. (2022) also creates high levels of anxiety and disengagement within the environment of an organization. 
· Lack of Agility: Environment in technology sector often changes rapidly and for that static goals set in January are often obsolete by June and it fails to reflect the shift in project priority. 
[bookmark: _Int_KcvH96j8][bookmark: _Int_ROB05kVS][bookmark: _Int_e5DuAeA7]Industry leaders to address the mentioned limitations they adopts Continuous Performance Measurement (CPM) and Skills-Based Job Design. Modern practices for this reason as reviewed by Madanchi et al. (2025) now emphasize real-time feedback loops and Objective and Key Results (OKRs) which helps to align individual efforts with organizational goals. Job Design furthermore instead of static roles it moves toward dynamic skill inventories and for that reason organizations also leverages AI and behavioral analytics to identify the skill gaps within the organization and the insights from AI and behavioral analytics also helps to provide personalized development.    
[bookmark: _Toc224748028]1.3 Modern Performance System
[bookmark: _Int_08eaybCi][bookmark: _Int_JqZXOEyI]To address the issues in areas like flat growth and high stuff turnover at Aether Innovations this report moves away from traditional appraisal systems and it proposes a dynamic Objectives and Key Results (OKR) framework. This framework is popularized by global tech leaders as the OKR framework helps to shift the organizational focus from administrative compliance to a strategic alignment for the organization and continuous improvement.  
OKR Framework at Aether Innovations
· [bookmark: _Int_udnJy8gb]Objectives: In the OKR framework Objectives as per Luukkonen (2025) are the qualitative, action-oriented and ambitious goals that define ‘What’ an organization or team wants to achieve such as ‘Revolutionizing Customer Experience’. 
· [bookmark: _Int_pQNvjMo8][bookmark: _Int_7k5rgYcq]Key Results: Key Results in the OKR framework as per Lehto (2023) serves as the qualitative benchmark which are used to track the achievements of the defined objectives by an organization. Key characteristics of Key Results are that the objectives must be specific, measurable and time-Bound.
· [bookmark: _Int_6peDa6EK][bookmark: _Int_ZuFc9kRw]Quarterly Agility: The OKR framework unlike annual reviews are set and reviewed every 90 days which will allow Aether Innovations to respond quickly to market shifts and in falling customer satisfaction levels. 
Growth-Focused Feedback
[bookmark: _Int_EfJEdtml][bookmark: _Int_qTnOjBmo]To complement the OKR framework a 360-degree feedback mechanism will also be implemented. This mechanism will involve collection of performance data from peers, subordinates and external customers which will helps to provide a holistic view of the effectiveness of leadership. For a company with 300 people this approach will help to reduce individual bias of managers and also will highlight cultural friction points that often contributes to high turnover for Aether Innovations. 
[bookmark: _Int_leaO44bt]The system will furthermore decouple developmental discussions from high-stake salary reviews and it will as evidenced by Jäntti (2025) help to create a ‘psychologically safe’ environments where employees of Aether Innovations will feel empowered to innovate and they will also take calculated risks without fear of financial penalty for a failure. This approach will help as it will transform the managers of the company from ‘judges’ to ‘growth coaches’ and this transformation will help Aether to foster a performance-driven culture within its organization which will prioritize future potential over past mistakes of the employees. This integrated approach will also furthermore ensure that every effort from an individual is linked to the company’s objectives to reclaim its innovative edge in the market.    
[bookmark: _Toc224748029]1.4 Job Analysis and Key Leadership Positions
[bookmark: _Int_nkyjUQXJ][bookmark: _Int_G2DrPbtW]This report aims to align leadership within Aether Innovations with its new performance goals and to align them a comprehensive job analysis was conducted for six important roles within an organization. This report uses the Job Characteristics Model (JCM) and the positions are designed to maximize five core dimensions with Aether Innovations which are: Skill Variety, Task Identity, Taks Significance, Autonomy and Feedback. 
Job Descriptions and Specification
	Position
	Job Description (Role and Responsibility)
	Job Specification (Skills and Qualification)

	CEO
	The CEO defines the strategic vision of Aether Innovations and also leads the team of 300 people to restore growth and innovation. 
	15+ years of tech leadership and relevant experiences in organizational transformation and in stakeholder management. 

	CFO
	CFO as per Ginesti et al. (2021) oversees the financial health, resource allocation for R&D of Aether Innovations and ensures fiscal transparency during expansion of the organization. 
	Advanced financial modelling skills and experience in tech startups. 

	CTO
	CTO leads the technical roadmap and ensures that architecture of Aether Innovations products is scalable and utilizes cutting-edge tech. 
	Experience in software engineering and infrastructure with a record of delivering complex tech products.

	CIO
	Chief Innovation Officer (CIO) focuses on intrapreneurship, cross-functional sprints and embeds a culture of creativity with Aether Innovations (Puttaraju, 2021). 
	[bookmark: _Int_XXZh5Kh1]Design based thinking and agile methodologies and has the ability to bridge the gap between theoretical ideas and in practical execution. 

	HR Director
	The HR Director designs and implements the ‘Integrated Human Capital Blueprint’ and focuses on engagement and retention. 
	Expert in OKRs, 360-feedback and the Job Characteristics Model.

	Head of R&D
	Head of R&D manages the innovation pipeline and oversees research teams to develop market-leading products (Datta, 2023). 
	Ph.D. or equivalent in any technical field and has strong project management and leadership skills.  


Table 1: Job Descriptions and Specification
(Source: self-created)



Job Characteristics Model
[image: ]
Figure 1: Job Characteristics Model
(Source: Makiwa, 2025)
[bookmark: _Int_JFlAcvVi]In these mentioned roles above as guided by Bray Jr (2023) by embedding Autonomy the leaders are empowered to make decisions without bureaucracy and they also can address the ‘flat growth’ issue of Aether Innovations with speeding up the innovation process. Skill Variety here ensures that executives like the CIO and CTO utilize a diverse range of high-level cognitive abilities which helps to increase the ‘Experienced Meaningfulness’ of the work. The Feedback further is satisfied with the proposed 360-degree system which helps to provide leaders with ‘Knowledge of Results’ that is important to adjust their strategies in real-time. This skill-based design for Aether innovations ensures that leadership is not only about oversight but it is about an active and innovative contribution to the recovery of the organization.   
[bookmark: _Toc224748030]1.5 Integration and Culture 
The integration of the OKR system with a JCM-based job design help to create an ‘Integrated Human Capital Blueprint’ for Aether Innovations. This report by following Falemi et al. (2025) proposes a model which can help to align individual leadership roles with measurable and high-impact objectives which helps Aether Innovations to transform its culture from static to a performance-driven. The newly designed roles as mentioned in the above section for CEO, CIO and other executives provides the necessary autonomy and skill variety which can help to foster intrapreneurship and rapid problem-solving. This synergy in this proposed model of the report also ensures that high-potential employees are not only held accountable through feedback loops but they are also motivated by the significance of their work. 
[bookmark: _Toc224748031]2.0 Part 2: Reflection 
[bookmark: _Toc224748032]2.1 Learning Journey 
In these methods the Gibbs Reflective Cycle have used and analysed to get effective reflective results:
[image: ]
Figure 2: Gibbs Model
(Source: Simplypsychology.org, 2025)
Description
This model in Human capital management have allowed me to gain some more insight in the strategic management of the workforce by organisation to realise the business goals. So, some of the important concepts that were presented ion the whole module could include in the strategic human resources management, performance management systems, job design methods, employee engagement and some talent development analysis methods. The effective themes have made me to understand that HR policies and practises have some significant roles in the achievement of motivation and the performance of the organisation. During the process of the first section of the assignment in re-engineering performance and job design, I studied the way that the current-day technology firms create efficient performance appraisal and job descriptions that supports innovation and efficiency. Some of the strategies that i have investigated included constant feedback and performance measurement based on goals. 
Feelings
The prior start of the module, my understanding of human resource management was centred on administrative functions of human resource management like recurring and managing people. But my perceptions have totally changed greatly as I went the course into total action. I also come to realise that HR can be strategically involved in ensuring that organisational culture is developed, employee engagement enhanced as well as aiding long-term business achievement. When doping the assignment, this initially, I could not relate HR theories to actual organisational scenarios. There were certain ideas on performance management and job design which are not so straightforward and entailed further insight. So, the more I read academic literature and studied real-life examples the more I got convinced in practising these ideas. 
Evaluation
In taking some retrospective look at my learning and development experience, I have found the module useful in offering knowledge on the role played by HR strategies in enhancing organisational performance. The theoretical knowledge and the practical knowledge of application together assisted me in Knowling how organisations can effectively excise the human management practises. The information concerning the performance management systems and job design was especially helpful since these two practises directly affected the behaviour of employees their motivation, and productivity. This important learning process was however associated with some challenges as well and for this to embrace complex HR structure's critical thinking and analysis becomes essential. 
Analysis
Using this module, I gained a better insight into the contribution of strategic human resources management to the effectiveness of the organisations. I got to know that job design and performance management are one of the very critical processes of HR practises through which organisations use to motivate employees and increased the productivity of workers. As an example, job design can enhance employee autonomy, and skill development could enhance job satisfaction and engagement. So, for this reason contemporary performance management technologies, which totally focus on proving employees with feedback and goal orientation all the time, have assist the employees to know how they contribute to their organisational goals. This learning also revealed the need to have a workplace culture that promotes innovation and constant learning. Personally, the whole module prompted me to have a growth mindset by appearing the need to engage in constant learning and development experience. 
Conclusion
In this part, this module made a great contribution to my knowledge of the strategic role of human capital management. I also learnt that the HR does not just deal with the management of employees, but this is also vital for ensuring organisational success and innovations. When looking back at this experience, I can acknowledge that HR strategies are necessary to enhance the employee performance as well as organisational results. This whole experience acquired in this module which have equipped me with powerful base towards appearing the whole role of human capital management towards organisational development. 


Action Plan
	Development Area
	Action
	Timeline
	Outcome

	Leadership
	Attend leadership training and practice team coordination
	6–12 months
	Improved leadership ability

	Communication
	Develop professional communication and active listening
	6 months
	Better collaboration

	People Management
	Learn employee engagement and HR management practices
	1 year
	Effective team management

	HR Technology
	Gain knowledge of HR tools and AI in HR
	6–12 months
	Data-driven HR decisions

	Continuous Learning
	Attend training, research, and gain work experience
	Ongoing
	Career development


Table 2: Action Plan
(Source: Self-Created)
Upon on my learning experience, I will ensure that I continue to acquire knowledge and expertise in the whole field of human management. I want to enhance my leadership, communication and some effective people management skills which are actual and crucial to the team management and help employees to be engaged. Another aspect that I could incorporate in order to build my capacity is the knowledge on contemporary HR tools. So, for this reason to ensure that I develop a culture of innovation and growthy mindset in myself, I shall analysed to embrace life-long learning in the form of professional training, conduction of scholar research and working experience. With the important knowledge I have gained different skills in this module and I would like to become a part of creating innovative and high-performing workplaces in the future career. 
[bookmark: _Toc224748033]2.2 Relevance in the Age of AI 
Most of the old jobs are being automated as artificial intelligence continues to revolutionise the whole current working environment. Now AI technologies can process big volumes of data, which helps to making decisions, and do some routine administrative tasks. Artificial Intelligence can be used in areas like human resource management by helping to screen the recruits, analyse employee data and performance tracking. Although the new developments will enhance the whole efficiency as they also bring issues of job displacement as well as the role of professionals that are changing. In order to pertinent in an AI-base world, this would be relevant to concentrate on the achievement human centre skills in which the technology cannot creates an impact quite easily (Tran and Van Pham 2024). Critical thinking, emotional intelligence, leadership and strategic decision-making are the main skills that will continue to be the most important organizational environment. Within the human capital management, the professionals must comprehend the whole behaviour of the employees which needs to handle organisational culture and solve complex relationship of human. These are the jobs that demands empathy, ethical judgment and communication skills that cannot be entirely substitute by AI systems. 
So, in these methods I will take AI as an effective assess tool to improve my professional efficiency instead of regarding it as substitute. AI can be used to aid my work by offering data analytics and knowledge workforce planning and enhanced efficiency in data to day activities. The entire process of information processing and analytical assistance helped me realise that by avoiding AI provides me with an opportunity to devote more time to being strategic and managing people. Hence, a fusion of new technology literacy with some good human skills will help me to cope with the effective changes in the workplace and remain relevant in the whole world that is becoming more AI-centric. 
[bookmark: _Toc224748034]Conclusion
The whole report have shows that proper performance management and proper job structure are very critical to regarding innovation, interest and corporate performance in Aether Innovations. The combination of the OKRs, the feedback and some effective leadership functions to be established with the help of the job characteristics model which provides an effective path towards in better.
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