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[bookmark: _Toc228665996]1. Introduction
Aether Innovations is a small 300-person tech firm that has flat growth, a high staff turnover and decreasing customer satisfaction. These issues imply a poor fit between people management practices and the needs of strategy performance. Employee capability, speed of innovation and customer experience in technology companies are highly interrelated such that poor appraisal and job design can harm organisational performance rapidly. This report deals with Alternative 1: re-engineering performance and job design. It suggests a Human Capital Management plan, which substitutes retrospective-based yearly appraisal with continual performance management, every three-month objectives and goal reviews, coaching chats and overview-filled feedback. It also redefines senior roles and accountability, independence, innovativeness and strategic value delivery. This report contends that Aether Innovations will be able to regain performance through the integration of appraisal reform and strategic job redesign.
[bookmark: _Toc228665997]2. Part 1: Re-Engineering Performance and Job Design
[bookmark: _Toc228665998]2.1 Current Practices in Performance Appraisal and Job Design
Technology companies can find traditional annual appraisals too slow to keep up with work changes, project cycles are shorter, and products and services need innovation. Annual review can also lead to compliance over learning when appraisal is focused on ratings, compensation determinations or previous errors. CIPD (2022) states that performance reviews are not isolated events and should be under a larger-scale performance management. Equally, CIPD (2025) associates successful performance management with goal-setting, feedback, learning and development, and alignment with organisational objectives. This information indicates that appraisal systems should be consistent, grow, and strategically related in fast-moving firms.
In the case of Aether Innovations, flat growth and decreasing customer satisfaction mean that employees lack clear goals that are connected with customer value. Weak feedback, development and perceived fairness may also be weak otherwise due to high turnover of staff. Appraisal reform is not likely to resolve these issues since job design is also a determinant of performance.
Rapid growth technology companies usually suffer ambiguity of roles, duplication of tasks, work overload and lack of decision rights. Bosley (2023) relates job design and motivation, job quality and work organisation. The Job Characteristics Model by Hackman and Oldham (1976) has proven to be a good foundation for skill variety, task identity, task significance, autonomy and feedback, which can be used to redesign work. This is furthered by Morganes and Humphrey (2006), who indicate that work design also applies to knowledge requirements, social interaction and contextual characteristics. Consequently, the complexities Aether Innovations encountered are an aggregated weakness in role design, feedback and appraisal.
[bookmark: _Toc228665999]2.2 Proposed Modern, Growth-Focused Performance Appraisal System
Aether innovations should substitute annual appraisal with an ongoing performance management framework based on quarterly OKRs, monthly one-to-one coaching, real-time feedback, 360-degree leadership feedback and development-centred reviews. Aguinis (2023) criticises that performance management must be a methodical procedure of enhancing individual, group and organisational performance. Consequently, appraisal is not to be limited to the evaluation of historical performance but helps define what is expected, decide what should be developed and also align employee behaviours with the business strategy.
Aether Innovations would need Quarterly Objectives and Key Results to tie organisational priorities to team and individual performance. According to Sparks (2024), OKRs are a framework connecting objectives and measurable key results. This suits a technology firm since objectives can be checked on a regular basis, as client requirements and priorities of products and market dynamics vary. The goal-setting theory by Locke and Latham (2002) justifies this strategy since specific and demanding goals will enhance motivation when employees are devoted to them and get feedback. An appropriate organisational goal would be to increase customer satisfaction through enhancing product innovation and service responsiveness. Some of the major findings might be a 20 per cent decrease in the average customer issue resolution time, 15 per cent higher customer satisfaction ratings, two customer-driven product improvements monthly and higher employee engagement rates connected to role definition and feedback.
The OKR cycle should be supported by monthly one-to-one coaching talks. The meetings would enable managers and employees to check progress, eliminate barriers, debate wellbeing and jointly agree development measures prior to performance issues escalating and getting severe. This change of traditional annual appraisal to more responsive, coaching-led performance management is supported by Cappelli and Tavis (2016). Real-time feedback should also be fostered so that the employees are provided with timely information by the managers, peers, and project stakeholders.
In top positions, such as for CEO, CFO, CTO, CIO, HR Director and Head of R&D, Aether Innovations is recommended to implement 360-degree feedback. The effectiveness of leadership at a technology company is determined not only by technical/functional proficiency but also through teamwork, communication, innovation and interdepartmental impact. This system has to be secret, psychologically safe and development-oriented. When not well designed, 360-degree feedback can promote defensiveness, political behaviour or mistrust.
Pulakos and colleagues (2015) state that performance management reform needs reforms at the managerial level and behavioural changes, rather than new forms or digital tools. Aether Innovations also ought to coach train managers on coaching, feedback and objective-setting. The suggested appraisal system would establish feedback regularly, accountability and shared learning as opposed to fear-driven evaluation.
[bookmark: _Toc228666000]2.3 Job Analysis and Redesigned Senior Roles
Job analysis identifies the responsibilities, skills, behaviours and performance expectations required for each role. At Aether Innovations, this is necessary because unclear senior responsibilities can weaken accountability, slow decision-making, and disconnect leadership work from customer value. Armstrong and Taylor (2020) argue that job descriptions and person specifications provide a practical HRM basis for recruitment, development and performance management.
	Role
	Job description: core purpose and responsibilities
	Job specification: key skills and attributes

	CEO
	Sets strategic direction, aligns the leadership team, owns growth, culture and stakeholder confidence. Accountable for organisational performance and customer-value strategy.
	Strategic leadership, commercial judgement, change leadership, communication, ethical decision-making and ability to build a performance-driven culture.

	CFO
	Leads financial planning, budgeting, investment decisions and performance analytics. Ensures resources are allocated to innovation, talent and customer priorities.
	Financial analysis, risk management, data literacy, strategic investment judgement, governance and ability to translate financial insight into business decisions.

	CTO
	Owns technology strategy, product architecture, platform quality and technical capability. Ensures technology supports innovation and customer satisfaction.
	Technical expertise, systems thinking, agile delivery, cyber awareness, product judgement, leadership of technical teams and cross-functional communication.

	CIO
	Leads innovation strategy, experimentation, intrapreneurship and future product opportunities. Builds innovation pipelines linked to market and customer insight.
	Creativity, strategic foresight, design thinking, innovation management, stakeholder influence, experimentation mindset and ability to turn ideas into scalable value.

	HR Director
	Designs people strategy, workforce planning, engagement, performance systems, leadership development and retention approaches.
	Strategic HRM, employment relations knowledge, analytics, coaching, culture change, talent development and ability to align people practices with business strategy.

	Head of R&D
	Leads research, product experimentation, prototyping and knowledge-sharing. Connects technical discovery with customer and commercial needs.
	Research leadership, project management, technical credibility, collaboration, problem-solving, creativity and ability to manage uncertainty.


Table 1: Proposed job descriptions and job specifications for Aether Innovations’ senior leadership roles, adapted from Armstrong and Taylor (2020).
The redesigned roles should be evaluated through the Job Characteristics Model. According to Hackman and Oldham (1976), skill variety, task identity, task significance, autonomy and feedback affect motivation and work outcomes. To begin with, we should make it more skill-related by having senior leadership requiring them to integrate the skills of the technical, strategic, analytical and interpersonal abilities. As an illustration, the CTO is supposed to not only do the technical architecture, but also take part in customer-driven product decisions.
Second, task identity must be enhanced through awarding every leader the ownership of the entire strategic outcomes. Creation of the innovation pipeline (between idea generation and commercial testing) should be handled by the CIO, and finding applications of the experiments into feasible product enhancements by the Head of R&D. Third, the meaning of the tasks needs to be apparent: every position should solve the problems of the company Aether Innovations, its main issues of flat experience, high turnover and decreasing customer satisfaction.
Fourth, a carefully designed autonomy should be created. Ryan and Deci (2000) claim that motivation is provided by autonomy, competence and relatedness, but autonomy should not turn into an irregular autonomy. The decision rights, escalation paths, and common areas of performance ought to be established by Aether Innovations to ensure that the leaders generate ideas without replicating them or creating a lack of strategy. Lastly, the feedback should arrive in the form of the following: OKRs, dashboards, customer metrics and 360-degree feedback. Morgeson and Humphrey (2006) also assert that knowledge demands, social interaction and context are also elements of work structure; therefore, such roles should not be based on silos of leadership, but rather on cross-functional cooperation.
[bookmark: _Toc228666001]2.4 Creating a Performance-Driven Culture
Job design and performance appraisal should function as interrelated systems within Aether Innovations. Job design helps to define what each job should be responsible for, and performance management then translates what that job should be responsible for into goals, actions to be taken by the performance management system to build feedback and development. Unless Aether Innovations redesigns jobs, employees can continue to experience role ambiguity and work overload. Equally, when roles are redesigned with less powerful feedback, leaders can become autonomous but with a lack of performance discipline.
Becker and Huselid (1998) believe that high-performance work systems produce greater organisational results when the HR practices are integrated, but not individual activities. This implies that Aether Innovations must align its senior job roles and OKRs, coaching, feedback, capability development and rewards. As an illustration, the role of the CTO in technology strategy must be tied to quantifiable product quality and customer results, and the role of the HR Director in engagement must be tied to retention, leaders and feedback quality development.
But the culture of performance should not turn into a pressurising/ surveillance culture. Trust and human sustainability are the people issues mentioned by Deloitte (2024), which implies that organisations need to generate value for their employees and business performance. Adaptability and new ways of working are also included in the list of key organisational priorities by Guggenberger et al. (2023). Hence, performance in Aether Innovations must be developed with learning, wellbeing and meaningful contribution, rather than measurement.
There are three principles that the proposed culture should be based on. To begin with, clarity: employees learn about objectives, roles and expectations. Second, capability: workers are coached, given feedback and development. Third, independence and responsibility: leaders and work teams are allowed to experiment, but still have responsibility for specific results. This combined strategy would facilitate innovation, retention and customer satisfaction.
[bookmark: _Toc228666002]3. Part 2: Reflection
[bookmark: _Toc228666003]3.1 Reflection on learning journey and Learning and Development approach
Application of the reflective cycle gives a clear indication that my learning process in the Human Capital Management module is clearly characterised by a flow of simple knowledge to strategic understanding (Gibbs, 1988). Initially, I considered HR as a white-collar job that dealt with hiring, training, policies and employee relations. The module enabled me to have a broader perspective of HRM as a strategic field that determines performance, culture, employee experience and long-term organisational performance.
In the beginning, I thought that certain HR theories were intangible and hard to relate to practical organisational issues. But employing the concepts in relation to Aether Innovations altered this perception. The stagnation in growth, increased turnover, and dissatisfaction among the customers indicated that issues related to people are seldom singular. They relate to job design, performance management, leadership behaviour and employee motivation. This enabled me to view HRM as a problem-solving, practical field.
Performance management, job design and motivation theory resulted in the most useful learning. I got to know that just because there are targets, people do not work very effectively. They require expectation, frequent feedback, significant work, self-autonomy and growth. The Job Characteristics Model by Hackman and Oldham (1976) was helpful since it describes the influence of the skill variety, task identity, task significance, autonomy and feedback on motivation. My comprehension was further reinforced by Ryan and Deci's (2000) self-determination theory, which demonstrated that engagement is facilitated by autonomy, competence and relatedness. The theories assisted me in comprehending the reasons why Aether Innovations requires appraisal reform, as well as job redesign.
One issue was how to strike a balance between organisational performance and employee wellbeing. Performance systems have the potential to enhance accountability, and those that are poorly created become stressors, decrease trust and cause employees to be perceived not as nurturers, but as spies. The significance of this was that it demonstrated to me that HR decisions do not only have business impacts but also ethical impacts.
My perception of Learning and Development was altered in this module. My perception towards L&D is now that it is a continuous and strategic process as opposed to infrequent training. I would also like to incorporate HR, communication, leadership, reflective practice and digital literacy into my own development. This module has enabled me to understand that sustainable performance is reliant on individual ability, the job design, and organisational culture. This is why my growth could not rely on a simple accumulation of knowledge; it should be accompanied by a critical usage of this knowledge in complicated workplace situations.
What I have learned is that I should be more assured about using theory to come up with evidence-based recommendations. Reflective learning aids me in determining weaknesses in my skills and translating experience into power. I plan to read up on the latest research in HRM and business, use theory to case studies, strengthen my digital and AI capabilities, use feedback to improve my writing and communication, write reflective posts after significant learning writing, and develop leadership, problem-solving and data reading skills.
[bookmark: _Toc228666004]3.2 Staying Relevant as AI Changes Work
Artificial intelligence is becoming increasingly able to do analogous, analytical and administrative work, so professionals should be able to adapt instead of having a traditional skill base. According to Microsoft (2024), 75 per cent of knowledge workers around the world are already using generative AI at work, which indicates that AI is ceasing to be a concern of the future but a present-day reality in the workplace. The necessity to learn constantly and reskill is also supported by the World Economic Forum (2025), which predicts that core skills of workers can vary by 39% by 2030.
My goal is the augmentation of the professional ability, but not a replacement. AI can help me summarise research, write papers, interpret data, as well as create training resources, generate ideas, and enhance productivity. Nonetheless, AI must not dominate my ethical judgement, contextual understanding, empathy, leadership or critical analysis. In human resources, there is a close relationship between decisions and careers, well-being and trust of people and thus human responsibility is always necessary. I need to boost critical thinking, judgement in ethical context, emotional intelligence, communication, creativity, HR analytics, strategic decision-making and lifelong learning in order to remain relevant. This will aid me in working with AI and be professionally valuable.
[bookmark: _Toc228666005]4. Conclusion
The flat growth and high turnover, as well as declining customer satisfaction of Aether Innovations, reveal the performance management and job structure weaknesses. The suggested blueprint suggests performance management that is continuous, quarterly-OKRs, coaching conversations, 360-degree feedback, and repackaged senior roles to enhance clarity, autonomy, accountability, and innovativeness. Effective HR practice also demands ongoing learning, critical thinking and flexibility, as the reflections have demonstrated, particularly as AI transforms work. Aether Innovations can enhance employee performance and customer performance by aligning people and systems to strategic goals.
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