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1.1 Introduction
The rapidly expanding 300-person technology company Aether Innovations is dealing with stagnant growth, excessive employee turnover, and declining client satisfaction. These issues point to a lack of alignment between the organization's business strategy and its personnel practices. HR should be more than just an administrative job in strategic human resource management. Rather, HR should enhance employee capability, motivation, performance, and engagement in order to support organisational goals (Armstrong, 2012; Stone, Cox, and Gavin, 2020).
Rewriting job descriptions and altering the appraisal form are not the only challenges facing Aether. The organization need an integrated human capital plan that links employee experience, talent management, job design, and performance evaluation. According to the World Economic Forum (2016), businesses must proactively manage worker capabilities because technology transformation leads to high skill instability. Because innovation and customer excellence depend on having the right skills in the right jobs, this is extremely pertinent to Aether.
A contemporary performance and task design system for Aether is suggested in this research. It suggests using 360-degree feedback, ongoing manager check-ins, skills-based job design, inclusive talent management, and Objectives and Key Results (OKRs). Additionally, it creates job definitions, job analyses, and job descriptions for six crucial roles: Head of R&D, HR Director, CFO, CTO, CIO, and CEO. Rebuilding creativity, engagement, and performance while raising customer satisfaction is the goal.
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Retrospective evaluations, supervisor ratings, and yearly reviews are frequently the foundation of traditional performance appraisal systems. However, due to the rapid changes in product cycles, customer expectations, and innovation priorities, this method may be overly slow, judgemental, and backward-looking in technology organisations. Annual reviews may show employees how they performed in the past, but they don't always offer timely feedback to enhance present work or adapt to shifting company requirements. Because of this, many tech organisations have shifted from traditional yearly assessments to more frequent, development-focused feedback systems that assist staff members stay motivated, comprehend clear priorities, and improve performance in real time.
Uncertain performance standards, inadequate feedback, and a weak link between individual work and corporate strategy are probably the causes of Aether's issues. Employees may put in a lot of effort yet fail to have the desired business impact if they are unaware of the organization's goals. This can lead to frustration, disengagement and turnover. Additionally, declining customer satisfaction may indicate that customers are experiencing problems with internal performance from the outside. 
Introducing a new appraisal form is not the only option. Aether requires an integrated performance system that links employee actions, performance evaluations, development, and contributions to customer excellence. Performance systems that are visible, ongoing, and connected to strategic goals are becoming more and more necessary for modern technology organisations. While Ulrich et al. (2017) contend that HR professionals must produce value for stakeholders including employees, customers, managers, and investors, contend that HRM should connect people practices to actual organisational strategy. According to Aether, this means that performance reviews should assist staff members in understanding priorities, enhancing their skills, and adding value for customers.



Another crucial problem is job design. Because workers in expanding technology businesses frequently collaborate across teams, projects, and products, positions can become ambiguous. While employees might not be clear about their decision-making authority, senior executives might have overlapping responsibilities. Duplication, confusion, tension, and a reduced rate of invention can result from this. Jobs with a diversity of skills, task identity, task relevance, autonomy, and feedback are more motivating. As a result, Aether requires job responsibilities that are precise, adaptable, and skill-based. Each position should outline its goals, duties, necessary skills, decision-making authority, and contribution to innovation. Leadership positions at Aether should be restructured with clear accountability, meaningful work, decision-making authority, and input from internal and external stakeholders.
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An Aether Performance Growth System built on OKRs, monthly check-ins, 360-degree feedback, and development planning should be implemented by Aether. The method should be used for learning, capacity building, and innovation in addition to employee evaluations.
The Goals and Crucial The organization, team, and individual goals should be aligned using the results framework. While important results define how success will be monitored, an aim outlines the organization's goals. Aether might, for instance, establish a corporate goal like "Rebuild customer confidence through faster and more reliable product delivery." Reducing the time it takes to resolve customer issues, enhancing the dependability of product releases, and boosting customer retention are possible outcomes.
OKRs shouldn't be viewed as straightforward checklists for evaluation. They ought to be aspirational instruments that promote openness, communication, and education. According to Wowerath's analysis of OKRs (Wowerath, 2026), the framework can improve the execution of integrative strategies by assisting businesses in tying strategic objectives to internal activity. This is significant for Aether since cross-functional cooperation across engineering, R&D, finance, HR, and customer-facing teams is necessary for innovation.
OKRs must be introduced cautiously, though. An OKR-based performance evaluation system in a higher education institution in Oman was examined by Al-Saadi et al. (2023). According to the study, OKRs might enhance organisational competence and personnel capabilities, but they also raised issues and made it difficult for employees to adjust to OKR criteria and measurements. For Aether, this implies that managers and staff will require training on how to create measurable key results, develop successful objectives, and evaluate progress without inciting fear or blame. There should be a distinct cycle for the Aether Performance Growth System. First, each quarter, the leadership team should decide on company-level OKRs. Second, departments ought to establish team OKRs that are in line. Third, individual contribution targets should be agreed upon by management and staff. Fourth, managers should have monthly check-ins to talk about learning needs, wellbeing, challenges, and progress. Lastly, a reflective review that focuses on outcomes, lessons learned, and future directions should conclude each quarter (Criado et al., 2025), (Rompho, 2024), (Silva and Souza, 2023).
This system backs up McKinsey's claim that people's development (McKinsey & Company, 2024), not just measurement, should be the focus of performance management. This implies that performance discussions at Aether should enquire: What advancements have been made? What kind of assistance is required? Which abilities need to be strengthened? What innovative or customer outcome has been produced? A technological company would benefit more from this strategy than from an annual appraisal meeting.
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360-degree feedback is the second component of the suggested appraisal method. This approach gathers input from a variety of sources, such as managers, coworkers, direct reports, clients, and other stakeholders. Compared to a standard supervisor-only review, it provides a more comprehensive picture of performance.
360-degree feedback, according to Silverman, Kerrin, and Carter (2005), is multi-source or multi-rater feedback that an employee receives from stakeholders like supervisors, direct reports, coworkers, and customers. Additionally, they clarify that businesses typically employ this strategy to produce a more complete picture of performance (Silverman, Kerrin and Carter, 2005).
The primary purpose of 360-degree feedback at Aether should be development, particularly for managers and senior executives. Clear objectives, meticulous rater selection, standardised questionnaires, and private feedback reports should all be part of the process. Instead than emphasising personal traits, feedback should concentrate on work conduct, leadership, teamwork, communication, and customer effect. 360-degree feedback has several benefits. It can highlight discrepancies between how employees perceive themselves and how other people perceive their actions. Additionally, it can help with leadership development, enhance teamwork, pinpoint training needs, and guide decisions about promotions. For instance, employees may feel that priorities are unclear, but a senior leader may think they are communicating effectively. This type of criticism can lessen frustration and help Aether become a better leader. 360-degree feedback does have several drawbacks, though. Bias such as the halo effect, recency bias, and unwillingness to give unfavourable feedback might have an impact. If workers think the procedure will be used unfairly, they might also be suspicious of it. Therefore, Aether should communicate clearly that 360-degree feedback is primarily developmental. Instead of serving as the sole foundation for compensation decisions, it ought to be connected to coaching, training, and personal development programs (Al-Maawali, Kasim and Bin Jamil, 2024), (Robertson, 2008), (Waldman and Atwater, 1998), (Tornow and London, 1998), (Hurley, 1998).
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Because high turnover jeopardises growth and innovation, Aether also requires a more robust approach to talent management. The recruitment, training, and retention of workers with vital skills depend on talent management. But the idea of talent management can be confusing. According to Cappelli and Keller (2017), open labour markets, employee mobility between positions, retention, unpredictability, and investment in strategically essential roles are some of the concerns that modern talent management focuses on.This is crucial to Aether since talent management shouldn't concentrate just on a select few "elite" workers. A limited high-potential strategy may diminish inclusiveness, lessen fairness, and foster internal rivalry. Instead, Aether ought to implement a personnel management strategy that is inclusive and skill-based. This entails identifying positions that are strategically essential to innovation and customer excellence while simultaneously developing capabilities throughout the workforce (Kwon and Jang, 2022), (Ogbari et al., 2018), (Narayanan, Rajithakumar and Menon, 2019), (van der Merwe, Nel and Hoole, 2023).
The employee-experience research from SHRM is helpful in this situation since it demonstrates the close relationship between employee experience and retention. Employees are more likely to quit if they feel unsupported, uncertain about their future, or shut out of prospects for growth (SHRM, 2024). As a result, Aether should enhance the employee experience by providing more possibilities for learning, internal mobility, more manager support, and clear career pathways.
This more comprehensive strategy is also supported by Deloitte's 2024 Global Human Capital Trends study. Human performance, according to Deloitte, is a mutually reinforcing relationship between human results and business outcomes. They contend that companies should generate value for its employees, other companies, and society as a whole (Deloitte, 2024).
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Before finalising revised jobs, Aether should perform a job analysis. Senior leadership interviews, a review of present duties, an examination of decision-making gaps, and staff workshops should all be part of this. The goal is to make clear how each function contributes to customer excellence, performance, and innovation.
The CEO is in charge of establishing Aether's organisational culture, determining the company's strategic direction, and guaranteeing its expansion. Strong technical leadership expertise, business acumen, and change management abilities are necessary for the position. High levels of autonomy should be combined with explicit accountability for customer outcomes, employee engagement, and growth for the CEO.
Financial planning, budgeting, investment choices, and performance reporting fall within the purview of the CFO. Senior financial experience, analytical abilities, and familiarity with technological business models are prerequisites for the position. Financial planning, workforce planning, skills investment, and turnover reduction should all be linked by the CFO.
The CTO is in charge of cybersecurity, platform dependability, engineering standards, and technological strategy. Strong technical proficiency, leadership abilities, and senior engineering experience are necessary for the position. To increase creativity and capacity, the CTO should also encourage technological education, mentoring, and knowledge exchange.
Innovation strategy, product testing, market research, and innovation collaborations are under the purview of the Chief Innovation Officer (CIO). The CIO should assist Aether in transforming innovative concepts into viable business ventures that promote expansion and client value. Design thinking, product development, innovation management, and stakeholder engagement skills are necessary for this position. While Gee (2024) highlights the significance of leadership ability, knowledge, and professional behaviours for CIO-level roles, Allison (2010) contends that the modern CIO need broader strategic and leadership qualities. The CIO should prioritise managing Aether's innovation portfolio independently and setting aside time for teams to try new things, test concepts, and come up with solutions.
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At Aether Innovations, talent management, job design, and performance evaluation must all function as a single, cohesive system. Job design makes duties, decision-making power, the goal of the function, and the competencies needed for each position clear. OKRs and 360-degree feedback are used in performance appraisals to track employees' development and help them understand what they need to do and how to do it. By training, coaching, mentoring, internal mobility, and innovation projects, talent management completes the system.
 For instance, while the CTO's OKRs should concentrate on platform dependability, technical debt reduction, and engineering competence, the CIO's should concentrate on innovation advancement, prototype testing, and client validation. Retention, skill development, management capacity, and internal mobility should all be measured using HR OKRs. But outcomes by themselves are insufficient. A leader may accomplish short-term goals yet undermine engagement, trust, or teamwork. Because it assesses both performance results and leadership behaviour, 360-degree feedback is crucial.

When combined, these processes foster a culture that is performance-driven because workers are aware of priorities, get frequent feedback, make good use of their skills, and recognise how their work advances customer excellence. Aether may enhance responsibility, learning, creativity, engagement, retention, and long-term organisational performance by tying employee performance to business goals.
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Gibbs' reflective cycle, which offers a clear framework for reviewing an academic activity through six stages—description, feelings, evaluation, analysis, conclusion, and action plan—is what I employed for this reflective account (Gibbs, 1988). This technique is helpful since it enables me to evaluate not just my actions but also my research, analysis, and preparation of the Unilever strategic management report.
[image: ](Gibbs, 1988).





Description
I discovered during this module that HRM is a strategic role that links performance, people, and organisational success. I investigated how performance evaluation, job design, talent management, and employee experience may address problems including staff turnover, low engagement, and declining customer satisfaction through the Aether Innovations case study. Additionally, I learnt about talent development, skills-based job design, 360-degree feedback, and OKRs.

Feelings
Initially, I thought of HR primarily as a support role that dealt with hiring, rules, and compliance. But I now realise that HR can influence performance, culture, and creativity. The case study enabled me to make the connection between theory and practice, even though some topics were difficult.

Evaluation
Understanding the significance of alignment was a crucial component of my education. HR procedures should complement organisational strategy, as demonstrated by Armstrong (2012) and Stone, Cox, and Gavin (2020). Additionally, I thought 360-degree feedback was helpful since it provides a more comprehensive picture of performance. I learned from Cappelli and Keller (2014) that talent management ought to be inclusive, providing more workers with chances to grow and contribute.
Analysis
I learned from this program that HR tools function best when they are integrated. Clear work duties are necessary for OKRs, feedback must result in development, and talent management must promote equity and advancement. I also discovered that I should always be improving myself. I can apply my own OKRs, ask for input from others, and cultivate a growth mindset by taking lessons from failures and obstacles.



Conclusion
In general, this module altered my perspective on HRM. I now consider it to be a strategic function that enhances both corporate performance and employee experience. I am also aware that I need to be open to change, have clear goals, and receive feedback in order to grow personally.

Action Plan
In the future, I will broaden my reading, practise using HR tools like job analysis and OKRs, and ask for feedback on my analytical, teamwork, and communication abilities. This will make me more self-assured, flexible, and creative.
Staying relevant in an AI-enabled workplace
I think it's critical to have multiple professional plans during the AI transition. Since I have a degree and intend to get a master's degree, education is the foundation of my backup plan. However, I also think that people need a Plan C or Plan D based on individual talents and adaptability because AI is changing the criteria for work and skills.
 AI can increase productivity and decision-making, but it also poses problems including job displacement, shifting skill requirements, and the need for ongoing upskilling, according to Ekuma (2024). As a result, people need to cultivate human traits that AI cannot completely replace while still becoming technologically confident.
I see music as a component of this larger scheme. I've been playing bass and guitar for around 25 years, and I want to use a variety of internet platforms to further my career. AI can assist me with flyers, promotional materials, video editing, scripts, and content suggestions. It cannot, however, take the place of my musical background, feelings, inventiveness, self-discipline, or personal narrative.
[image: ]
 
Ultimately, I want to use AI as a tool in conjunction with my education, creativity, and long-term talents rather than having it replace me. I can create multiple future paths by fusing technology with human creativity and ongoing education.
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« Description - what happened with as much detail as possible
« How did you feel? - consider emotional response, how you reacted and how
others reacted to you

« Evaluation - good and bad. Consider the situation / experience, be objective
and begin to make value judgements

« Analysis and comparison. What sense can you make of the experience? Was
yours the same as others? You may want to involve others

« Conclusion - what have you learned and what could you have done
differently?

« Action - what will you do next time? Consider a simple action plan based on
your learning
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