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Part 1 : Re-rangineering performance & job design for aether Innovations
1.1  Introduction
About 300 people work for the mid-sized technology company Aether Innovations. The company has recently faced a number of operational difficulties, such as slowing growth, significant staff turnover, and decreased client satisfaction. These problems point to flaws in the organization's HRM procedures, especially in the areas of job creation and performance management. Effective human resource strategies are crucial for improving creativity, employee engagement, and organizational performance in fast-paced technology companies (Purwanto, S., Hidayatullah, S.S.W. and Tirtoadisuryo, D., 2025).
While job design establishes how roles are organized to maximize motivation, efficiency, and creativity, performance management systems guarantee that employees' actions are in line with organizational goals. In order to foster creativity and teamwork, modern organizations in the technology sector are depending more and more on flexible performance management strategies and enriched job roles.
A modernized performance management system for Aether Innovations is suggested in this research, which examines current performance management techniques used in technology companies (Behery, M., Jabeen, F. and Parakandi, M., 2014). For six important senior positions CEO, CFO, CTO, CIO, HR Director and Head of Research and Development it also creates job analyses, job descriptions, and job requirements. The research concludes by outlining how improved job structures and performance systems might cooperate to create a high-performance culture and promote long-term organizational success.

1.2 Current Performance Management Practices in Technology Organisations
In contemporary technological organizations, performance management has undergone substantial change. Continuous performance management methods that prioritize frequent feedback, teamwork, and adaptability are gradually replacing traditional annual performance review systems.
In the past, companies mainly depended on yearly performance reviews, in which workers were assessed against predetermined goals once a year (DeNisi, A. and Smith, C.E., 2014). However, studies reveal that these methods are frequently ineffectual in dynamic situations due to delayed feedback and a lack of opportunity for employees to improve performance throughout the course of the year. Organizations need to adopt more flexible strategies in rapidly evolving industries like technology.
Continuous performance management systems have been implemented by contemporary IT companies including Google, Microsoft, and Adobe.These approaches include continual performance discussions, goal alignment, and frequent check-ins between managers and staff. These conversations center on coaching, development, and future performance enhancement rather than just evaluation.
Using Objectives and Key Results (OKRs) is another frequent approach. OKRs assist organizations in converting strategic goals into quantifiable team and individual goals. Workers establish challenging objectives that are in line with company priorities, and their progress is regularly monitored (Olian, J.D. and Rynes, S.L., 1991). Accountability, openness, and strategic alignment are promoted by this method.
360-degree feedback systems are also used by a lot of technological companies. Under this method, employees get feedback from colleagues, subordinates, supervisors, and occasionally consumers. This offers a more comprehensive picture of worker performance, especially for tasks involving collaboration and leadership.
Organizations still struggle with issues including unclear role expectations, inadequate departmental communication, and a mismatch between job hierarchies and performance systems. A contemporary, integrated performance management structure must be put in place if Aether Innovations is to solve its performance issues (Andersen, B., Henriksen, B. and Aarseth, W., 2006).

1.3 Proposed Modern Performance Management System for Aether Innovations
Aether Innovations should implement a continuous performance management system backed by OKRs and 360-degree feedback in order to enhance organizational performance and employee engagement.
Objectives and Key Results (OKRs)
An OKR framework should be implemented by the corporation to link employee performance with business strategy (Wowerath, C., 2026). In this system:
· Strategic organizational goals are defined by leadership.
· Departments set goals at the team level.
· Workers establish personal ambitions that are in line with those goals.
For example:
Objective: Improve product innovation
Key Results:
· Introduce two new features for the product
· Cut the duration of product development by 20%.
· Raise the customer satisfaction rating by 15%.
This organizational structure guarantees that every employee contributes to strategic objectives and promotes transparency.

360-Degree Feedback :
In particular, leadership and executive roles should make use of a 360-degree feedback system (Alimo‐Metcalfe, B., 1998). This approach gathers performance information from peers, supervisors, and subordinates, among other sources. Among the advantages are:
· Enhanced self-awareness in leadership
· Improved cooperation and teamwork
· A more impartial assessment of performance

Performance Development Plans
Every employee should have a personal development plan that emphasizes skill enhancement, career advancement, and capacity for innovation. Knowledge workers are critical to technology organizations, thus ongoing education is crucial.
All things considered, combining continuous feedback, OKRs, and multi-source evaluation will result in a more dynamic and efficient performance management system that fosters creativity and productivity (Wafa, A. and Al-Saadi, Z., 2025).

1.4 Job Analysis and Job Design for Key Executive Roles
The methodical process of determining work duties, necessary competencies, and performance standards for particular occupations is known as job analysis. It serves as the basis for performance management systems, job specifications, and job descriptions. Job analyses for important leadership roles will guarantee role clarity and strategic alignment for Aether Innovations.

Chief Executive Officer (CEO)
Job Description:
The CEO is in charge of long-term corporate growth, strategic direction, and overall organizational leadership. Establishing corporate strategy, supervising senior management, and guaranteeing that operational execution and business goals are in line are all part of the job.


Job Specification:
· vast experience in leadership
· The ability to make strategic decisions
· Excellent leadership and communication abilities
· Leadership experience in the technology sector
[bookmark: _Toc224771498][bookmark: _Toc224771660][bookmark: _Toc224771928][bookmark: _Toc224789166]
Chief Financial Officer (CFO)	
Job Description:
The CFO oversees risk management, financial planning, and the organization's financial strategy. Supervising financial reporting, investment choices, and budgeting are among the duties.
Job Specification:
· Qualifications for professional accounting
· proficiency with financial analysis and management
· Capacity for strategic financial planning
· Proficiency in overseeing business finance operations
[bookmark: _Toc224771499][bookmark: _Toc224771661][bookmark: _Toc224771929][bookmark: _Toc224789167]
Chief Technology Officer (CTO)
Job Description:
The CTO is in charge of the company's innovation and technology development strategy. This position makes sure that product development and commercial objectives are supported by technical infrastructure (Smith, R.D., 2003).
Job Specification:
· Strong technical proficiency with technology systems or software
· Knowledge of leading tech teams
· A mindset of strategic innovation
· Understanding of new technology

[bookmark: _Toc224771500][bookmark: _Toc224771662][bookmark: _Toc224771930][bookmark: _Toc224789168]



Chief Innovation Officer (CIO)
Job Description:
The CIO is in charge of encouraging innovation inside the company (Watts, S. and Henderson, J.C., 2006). Developing innovation strategies, overseeing research projects, and promoting cross-functional cooperation are all part of the job.
Job Specification:
· Knowledge of innovation management
· Strong capacity for original thought
· Leadership abilities in settings related to research and development
· Capacity to oversee cooperative projects
[bookmark: _Toc224771501][bookmark: _Toc224771663][bookmark: _Toc224771931][bookmark: _Toc224789169]
HR Director
Job Description:
In order to support organizational objectives, the HR Director creates and implements human resource initiatives (Liu, Y., Combs, J.G., Ketchen Jr, D.J. and Ireland, R.D., 2007). Performance management systems, employee development, and talent management are among the duties.
Job Specification:
· proficiency in leadership and HR strategy
· Understanding of organizational growth
· Excellent communication and interpersonal abilities
· HR education and relevant leadership experience
[bookmark: _Toc224771502][bookmark: _Toc224771664][bookmark: _Toc224771932][bookmark: _Toc224789170]
Head of Research & Development (R&D)
Job Description:
Projects for product development and research are overseen by the Head of R&D (Wagner, S.M. and Hoegl, M., 2006). Developing novel items and enhancing technological capabilities are the main goals of the position.
Job Specification:
· Technical skills in the creation of products
· Proficiency in project management
· Strong analytical and research skills
· Knowledge of leading innovative teams
1.5 Applying the job characteristics model to improve job design
According to Hackman and Oldham's Job Characteristics Model, job design affects employee motivation and performance in five important ways: skill variety, task identity, task significance, autonomy, and feedback (Andualem, Y., 2020).
Executive positions at Aether Innovations should include these components to increase job effectiveness. Increasing skill variety, for instance, promotes innovative problem solving and enables employees to use a variety of abilities (Carmeli, A., Gelbard, R. and Reiter‐Palmon, R., 2013). By ensuring that people can see the whole result of their effort, task identity increases job satisfaction and a sense of ownership.
Because innovation necessitates adaptability and independent decision-making, autonomy is especially crucial in technology organizations. It is important to provide leaders the freedom to try out novel concepts and tactics. Additionally, employees can better grasp their progress and areas for growth with the support of ongoing feedback provided by contemporary performance management systems (Gruman, J.A. and Saks, A.M., 2011).

1.6 Integrating Performance Management and Job Design to Create a High-Performance Culture
To establish a high-performance organizational culture, well-designed job roles and efficient performance management systems must work together. Employees are more likely to successfully contribute to organizational goals when they have a clear understanding of their tasks and receive ongoing performance evaluation (Steers, R.M. and Porter, L.W., 1974).
Aether Innovations will guarantee alignment between strategy and individual performance by incorporating the suggested OKR framework with expanded job roles. While ongoing performance monitoring guarantees that workers stay accountable and engaged, clear job descriptions give workers clear tasks.
Additionally, by providing individuals with autonomy, chances for skill development, and meaningful work tasks, enriched job design fosters innovation (Parker, S.K., 2014). When combined with open goal-setting and frequent feedback, these strategies foster an atmosphere that inspires workers to reach their full potential.
In the end, Aether Innovations will be able to increase employee engagement, foster innovation, and achieve long-term organizational success through the integration of contemporary performance management tools and strategic job design (Omachi, V.O. and Ajewumi, O.E., 2024).


Part 2 : reflective analysis and future career development
2.1 gibbs reflective cycle-based reflective learning
Because it enables people to critically assess their experiences, knowledge, and professional progress, reflective learning is crucial to management education. I now have a better grasp of how strategic HR practices affect organisational performance thanks to the Human Capital Management curriculum. This part considers my learning experience and how it will impact my future professional development using Gibbs' Reflective Cycle (Jayatilleke, N. and Mackie, A., 2013).

[bookmark: _Toc224771503][bookmark: _Toc224771665][bookmark: _Toc224771937][bookmark: _Toc224789175]Description :
[bookmark: _Toc224771285][bookmark: _Toc224771504][bookmark: _Toc224771666][bookmark: _Toc224771938][bookmark: _Toc224789176]I learned about performance management systems, talent management, job design, and the significance of HR strategy for organisational success during this program. Understanding how HR policies directly affect employee motivation, productivity, and innovation was one of the most worthwhile learning experiences. In the past, I thought of HR mostly as an administrative department in charge of hiring and employee relations (Farnham, D., 1993). But this subject taught me that HR is strategically important in coordinating employee performance with corporate goals.
[bookmark: _Toc224771286][bookmark: _Toc224771505][bookmark: _Toc224771667][bookmark: _Toc224771939][bookmark: _Toc224789177]My understanding of how companies might rethink job roles and performance management systems to enhance employee engagement and organisational outcomes was significantly enhanced by the assignment scenario involving Aether Innovations (Gruman, J.A. and Saks, A.M., 2011). I was able to obtain a practical understanding of how HR professionals create plans that foster innovation and long-term growth by assessing the company's difficulties.

[bookmark: _Toc224771506][bookmark: _Toc224771668][bookmark: _Toc224771940][bookmark: _Toc224789178]Feelings :
[bookmark: _Toc224789179][bookmark: _Toc224771288][bookmark: _Toc224771507][bookmark: _Toc224771669][bookmark: _Toc224771941]When I first started the training, I thought human resource management was primarily concerned with operational duties like employing staff and overseeing workplace regulations (Kaufman, B.E., 2008). But as the module went on, I came to see that HR strategy affects organisational success much more broadly. 
[bookmark: _Toc224771289][bookmark: _Toc224771508][bookmark: _Toc224771670][bookmark: _Toc224771942][bookmark: _Toc224789180]The topic of job design also attracted my interest since it showed how a role's structure may have a big impact on worker motivation and output. Knowing models like the Job Characteristics Model made it easier for me to see how employee satisfaction and creativity are influenced by autonomy, skill variety, and meaningful work.


[bookmark: _Toc224771509][bookmark: _Toc224771671][bookmark: _Toc224771943][bookmark: _Toc224789181]Evaluation :
All things considered, the module offered useful data about the significance of strategic human resource management. Learning about current HR procedures utilised in creative companies was one of the best parts of my educational experience. For instance, instead of depending just on yearly performance evaluations, businesses can offer regular performance coaching thanks to 360-degree feedback systems and continuous performance management (Latham, G.P., Almost, J., Mann, S. and Moore, C., 2005).
Knowing the connection between job design and employee motivation was another advantage. The module showed that employees are more likely to perform well when they have meaningful activities, opportunity for skill development, and defined duties.
Understanding how theoretical HR models might be used in actual organisational settings, however, was one of the learning challenges I faced. Through case studies and assignment analysis, I was able to understand how some HR frameworks are actually applied to enhance organisational performance, even though they initially seemed abstract.

Analysis :
As I think back on my education, I see how important human capital management is to modern businesses, specifically in knowledge-based sectors like technology. Businesses depend more and more on competent workers to provide innovation, resolve challenging issues, and provide value to clients. HR strategies must therefore prioritise talent development and the promotion of an innovative culture in addition to staff management (Anwar, A., Nisar, Q.A., Khan, N.Z.A. and Sana, A., 2014).
The significance of connecting HR procedures with organisational strategy was also emphasised in the program. Systems for managing performance must make sure that employee objectives are closely linked to corporate goals. In a same vein, job design needs to promote innovation, teamwork, and responsibility.
The idea that both inner and external factors affect employee motivation is another critical takeaway from this module. Employees are driven by prospects for personal growth, recognition, and meaningful work in addition to monetary compensation (Cassar, L. and Meier, S., 2018). As a result, HR specialists must design workplaces that promote both organisational effectiveness and employee well-being.

Conclusion :
In conclusion, this module has greatly improved my knowledge of strategic human capital management and how it affects organisational success. I've discovered that by creating systems that match employee performance with corporate objectives, HR specialists must function as strategic partners within organisations. Because they offer useful tools for enhancing organisational effectiveness, the ideas of performance management, job design, and talent development will be beneficial for my future profession.

Action Plan :
In the future, I want to study advanced HR methods and leadership techniques to expand my understanding of human resource management. Additionally, I want to strengthen my analytical and strategic thinking abilities so that I can assess organisational problems and create HR solutions. In order to manage teams and carry out HR projects, I also want to improve my communication and leadership skills. I intend to effectively contribute to organisational success in my future profession by continuing to build these competencies.

2.2 AI and the Future of Careers
In many different industries, artificial intelligence (AI) is changing the nature of labour. Organisations are able to carry out operations more effectively and make data-driven decisions because to developments in automation, machine learning, and data analytics. As a result, technology is replacing or drastically changing certain traditional occupations.
AI is being utilised more and more in HRM to help with workforce planning, performance evaluation, and hiring. AI-powered recruitment tools, for instance, are faster than traditional techniques at screening job applications, analysing candidate profiles, and identifying potential talent (Albassam, W.A., 2023). In a similar vein, data analytics solutions enable HR specialists to track worker performance and spot trends in engagement and productivity.
AI cannot completely replace the human elements of management, despite these developments. In organisational settings, abilities like leadership, emotional intelligence, creativity, and moral judgement are still crucial. AI is capable of data analysis and regular process automation, but it is unable to mimic the intricate interpersonal connections necessary for effective leadership and staff development.
Professionals need to focus on learning abilities that enhance rather than compete with technological improvements in order to stay competitive in the job market of the future (García-Pérez, L., García-Garnica, M. and Olmedo-Moreno, E.M., 2021). These abilities include teamwork, critical thinking, strategic decision-making, and flexibility. People can collaborate with AI systems to enhance organisational effectiveness by combining strong interpersonal skills with technological expertise.

Instead than seeing AI as a threat to employment, I hope to accept it as a tool to enhance decision making in my future profession. Knowing how AI technologies work would enable me to use data insights to enhance organisational effectiveness and HR strategy. I will also keep honing human-centered abilities like problem-solving, communication, and leadership. I can continue to be useful in a changing workplace where human and artificial intelligence collaborate more and more by combining technology awareness with strategic thinking.
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