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[bookmark: _tbkpl7pxcaix]Part 1: Performance Reform and Job Design
[bookmark: _xw13mthegdj0]Introduction
The Aether Innovations is a mid-sized technology firm that employs 300 people and is in the stagnation stage of its growth and expansion with annual revenue growth of less than 3%, current employee turnover of more than 25, and customer satisfaction score of less than 80. These pointers represent organisational inefficiency in matching human assets with organisational goals. In successful technology companies, combined HR systems with performance management and job design help in increasing productivity by 20% to 25% and reduce turnover by a large amount. The existing structure of Aether is characterised by disjointed practices, not because of ambiguous role expectations or performance appraisal, and little feedback.
[bookmark: _yk5ikgv41i08]Current Practices in Performance Appraisal in Tech Companies
In most technology companies, performance appraisal still revolves around the old systems of annual review with the use of key performance indicators like productivity rates, project completion and revenue generated per employee (Sridevi Maganti, 2025). Such systems tend to involve forced ranking or bell curve distribution, in which there is a fixed proportion of employees rated as being high performance. Although performance appraisal is aimed at distinguishing talent, it often results in rating bias, a lack of cooperation, and intra-organisational competition (Ahmed, Vinish and Balu, 2026). Over 60% of workers complain about dissatisfaction with the annual appraisal because of being late to feedback and having no relations to current work. Recency bias tends to affect evaluations and are usually based on the immediate occurrences, and seldom reflect any behavioural-competencies like innovation, adaptability or teamwork. 
[bookmark: _1u61p8occg5t]Current Practices in Job Design in Tech Companies
The nature of job design in technology firms has changed dramatically away from strict functional job design to less strict team based designs (Zaniboni and Truxillo, 2024). The classical job design was oriented on task specialisation, whereby employees had limited positions in the departments. Although effective in a stable environment, this method does not allow flexibility and opens limited exposure to different skill sets. Agile structures such as cross-functional teams, product squads and iterative development cycles are increasingly becoming a part of modern organisations (Kumar, 2023). The structures enhance cooperation and decrease product development cycles by 30%. 
[bookmark: _917h5u1g5ww4]Performance Appraisal Systems in the Modern Workforce
Aether Innovations needs to shift towards a continuous performance management framework, which is based on Objectives and Key Results. This strategy substitutes the fixed yearly reviews with dynamic and real-time performance monitoring as well as regular feedback cycles.
The most important indicators that will be monitored by the digital performance dashboards include the timelines of project delivery, the customer satisfaction rates, and the innovations outputs. Predictive analytics is able to determine the trends in performance and a possibility of attrition, thus making it possible to take action before it occurs (Kiran, Chaubey and Shastri, 2023). Organisations that apply these systems achieve 10% to 20% productivity and an engagement level that grows over 15%. Managers change their roles to coaches who emphasise on development and capacity building (Mehdi Ebrahimi, 2024). Workers are also directly involved in goal-setting and tracking their progress, which enhances accountability and focus to organisational goals. 
[bookmark: _q91fxlpis438]Objectives and Key Results (OKRs)
Key Result and Objectives are a way of structuring individual performance with an organisational strategy in a structured and measurable manner. The objectives set the clear qualitative goals, whereas key results set the outcomes that are measured. In Aether, the frequency of the OKRs will be quarterly to ensure agility and responsiveness to the changes in the market. Every employee will establish 3 to 4 objectives, each of which will have 3 to 5 key results. The following are examples of the key results that will involve measurable indicators of a percentage change in customer retention, decreasing system outage time, or increasing the speed of product delivery. One of the most important characteristics of OKRs is stretch targets (Criado et al., 2024). In high-performing organisations, 60% to 70% of their OKRs are usually met, and ambition and innovation are encouraged, but risk-taking is not punished. This is unlike the conventional KPI systems that focus on complete achievement of the targets and do not encourage experiments. The alignment within the organisation is also ensured by the OKRs. Vertical alignment links individual objectives to strategic priorities whereas horizontal alignment establishes cooperation between teams. 
[bookmark: _x5f2tikj8qwa]360-Degree Feedback
The 360-degree feedback is integrated to improve the performance assessment that allows having the views of various stakeholders, such as peers, subordinates, supervisors, and self-assessments. This method gives a holistic overview of the performance of employees both in terms of results and behaviours. With the help of digital platforms, it is possible to collect feedback on a constant basis using pulse surveys and real-time input systems. 
[bookmark: _t6kawmgqjarx]Continuous Performance Management
Continuous performance management implements the OKR model by involving consistent and systematic communication. Weekly status reports and monthly individual meetings allow the real-time monitoring of the progress in relation to the key results. This makes performance issues be identified and acted on in good time. Digital dashboards are used to continuously update performance data with precise insights about the contribution of employees. 
[bookmark: _hg9lpxwv7x1d]Job Analysis Framework
The Aether Innovations job analysis framework is aimed at matching the organisation goals with the role structures in a competency-based and data-driven manner. Identity of tasks is identified by having full deliverables to be owned, for example, product launches or finance cycles so that responsibility is clear. Decentralisation of decision making based on the OKRs embraces autonomy where employees have the control to execute within the set performance parameters. It is also integrated with feedback mechanisms that are continuous performance dashboards, 360 systems, and systems that are guaranteed to be real-time. 
[bookmark: _5ad7uogil6t]JD and JS for CEO
The Chief Executive Officer has responsibilities of strategic direction and accomplishment of enterprise level OKRs, such as increasing the revenue by more than 15% and customer satisfaction by more than 85%. This position demands that the individual be accountable for consolidating all business units with organisational objectives.
[bookmark: _5e2k6qxq4xq9]JD and JS for CFO
The Chief Financial Officer is in charge of the financial performance, and the OKRs are aimed at ensuring the EBITDA margins remain above 20% and decreasing the operational costs by 10%. Financial planning, forecasting and risk management are some of the responsibilities. 
[bookmark: _lhz9sfk5hqun]JD and JS for CTO
Chief Technology Officer is in charge of technology strategy, a strategy that will guarantee that the system is available more than 99.9% of the time and the deployment cycle time is shortened by one-fourth. The responsibilities are product architecture, cybersecurity, and infrastructure scalability. 
[bookmark: _3auf34cv28qd]JD and JS for CIO
Innovation strategy is prompted by the Chief Innovation Officer where his major output is the implementation of 3 to 5 new product features every quarter. The roles involve spearheading R&D, market opportunity identification and encouraging cross-functional innovation. These are design thinking, creativity and strategic foresight.
[bookmark: _amc4xg862hb7]JD and JS for HRD
The HR Director has talent strategy and culture and the key indicators are turnover of less than 15% and engagement of more than 80%. Development of workforce, implementation of the performance system, and development of leadership are part of the responsibilities.
[bookmark: _brd20motwwhp]JD and JS for Head of R&D
The R&D Head is in charge of the innovation pipelines, and performance is evaluated by the way of shortening the time-to-market (20-30). Leading development teams and keeping them in line with OKRs are some of the responsibilities. 
[bookmark: _3eoohl7uuta7]Job Characteristics Model
[bookmark: _v420z1ifqzqf]Skills-Based Job Design
The job design at Aether, which is based on skills, does not focus on fixed job posts but on mobile capability utilization. The employees are evaluated on the basis of critical skill grouping which includes AI integration, data analytics, cloud computing, and agile methodology. These skills are aligned with organisation OKRs, which allow flexible assignment of talent to high-priority projects. Skill based job design promotes reskilling that is ongoing, thereby keeping the employees abreast with the changing technological needs. 
[bookmark: _y1dr2ojsakml]Performance Appraisal and Job Design Systems
The combination of performance appraisal and job design is made through the direct integration of the OKRs into role structures. Every work-related task is connected to quantifiable key outcomes, and there is a sense of clarity in the expectations and responsibility (Han et al., 2025). Continuous performance management tools monitor the progress in real-time, and 360 feedback gives qualitative information about behavioural capabilities. 
[bookmark: _i3t52r9ln15k]Performance-Driven Environment
Transparency, visibility of data and constant feedback are some of the approaches that create a performance-driven culture at Aether. The employees follow their OKRs by means of digital dashboards, which allow them to see their input in the organisational objectives clearly. Check-in and recognition systems are taken regularly to ensure accountability and motivation. 
[bookmark: _jxow6skct96e]Conclusion
In conclusion, the combination of the elements of OKRs, continuous performance management and skills-based job design builds a unified and data-oriented human capital system. Aligning roles and measuring results and incorporating continuous feedback can help Aether Innovations to become more productive, engaged employees and grow sustainably in the organisation.
[bookmark: _uni05kef1bs5][bookmark: _lr35pzh1ie09]Part 2: Reflection
[bookmark: _2zvtjr71q858]Kolb’s Cycle
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Figure 1: Kolb’s Cycle
(Source: Shukyn-Plageman and Miller, 2026)
The above attached image presents 4 steps of Kolb’s Reflective Cycle which includes concrete experience, reflective observation, abstract conceptualisation and active experimentation. 
The Experiential Learning Theory developed by Kolb describes the process of learning as a cyclic process that includes experience, reflection, conceptualisation and experimentation (Meijer et al., 2022). It is concerned with the way in which people convert experience into knowledge in systematic steps. The model is especially applicable in the context of management and leadership whereby learning is learned by supplying theory to practice and improving behaviour according to results.
Concrete Experience
The task included creating leadership job descriptions and specifications, matching them with OKRs, and incorporating the frameworks of job design like the Job Characteristics Model and skills-based design. This necessitated the need of translating theories into organised organisational functions. It was a practical and analytic experience because it required consistency across the leadership positions and at the same time recorded a quantifiable performance outcome. The process also involved trade-offs between strategy and operational viability as each role will be linked directly with organisational goals.
Reflective Observation
Reflectively, the process brought out the strengths and weaknesses of using theory to practice. The formal aspect of the OKR is helpful in enhancing comprehension and alignment within functions and clarifying the performance expectations (Adewusi et al., 2022). Nevertheless, the issue of consistency, as well as not being overly complicated, was a challenge. Certain jobs needed to be simplified so as to be fit within word constraints and organisational situations. It was also realised during the reflection that though frameworks offer a direction, their relevance to the work is determined by the level of realism in application in the organisational context.
Abstract Conceptualisation
The experience added weight to the need to combine several frameworks to develop successful organisational systems. The Job Characteristics Model is a contributor to motivation that entails the incorporation of autonomy, feedback, and task significance into positions. Job design is also made more flexible as skills-based job design emphasises on capabilities as opposed to strict job designs (Prabowo and Fahlefi, 2025). Moreover, the incorporation of performance appraisal systems will keep a check and balance on performance and organisational objectives. One of the conceptual understandings is the fact that the effectiveness of organisations is determined by congruence between structure, systems and behaviour. The theoretical models present a basis upon which the success depends on the regular execution and cultural adoption. This step underscores the fact that job design should be seen as a dynamic system and not a fixed structure.
Active Experimentation
This will be applied in future through enhancing practical application of these frameworks. This involves better planning of roles by prioritising major roles, the performance measures should be realistic and measurable. The need is also to test alternative methods of incorporating skills based design especially in volatile settings where flexibility is very important. Experimentation will be used to perfect the balance between structure and adaptability to make sure that systems are effective and scalable.
[bookmark: _ki6e701dgey8]Personal Learning and Development 
The process enhanced the capacity to be able to apply theoretical frameworks in a systematic and practical way. It emphasized the role of attaching organisational functions to the quantifiable results, which is critical in contemporary performance-based settings. One of the aspects that need development is the capability to make simple the complex concepts without their effectiveness being lost. Besides, decision-making ability would be improved with the creation of more analytical skills, especially in the interpretation of performance information (Hamzah Elrehail et al., 2023). Long-term competence that will be built by continuous learning in such areas as strategic management and organisational design will be required.
[bookmark: _ncd0wglls4cq]Relevance in the Age of AI
The only way to remain relevant is by keeping up with the rising levels of integration of AI into organisational systems. This includes the acquisition of human skills that are complementary to automation, that is, critical thinking, problem-solving, and strategic decision-making. Simultaneously, technical awareness, especially awareness about the applicability of AI tools in the areas of performance management, data analysis, and organisational design, should be developed (Olan et al., 2022). Learning to collaborate with AI systems will be a skill, as organisations will increasingly depend on data-driven decision-making processes to make their choices,
[bookmark: _spxaay5wd6w]AI Assistance, not Dependence
AI is not intended to be used as a substitute to human positions but as something that is expected to make organisations more efficient. Within the frames of this assignment, AI may be helpful in tracking the performance, in automatizing data analysis, and in enhancing the accuracy of decision-making. Nevertheless, human judgment is still paramount in the interpretation of data, the administration of individuals, and the making of strategic decisions (Ashal and Morshed, 2024). The application of AI to organisational systems must be aimed at supplementing human capacity, so that leaders will be able to make more informed and effective decisions without diminishing the value of human insight.
[bookmark: _6a6olkjas31n]Conclusion
In conclusion, Kolb's Learning Cycle shows that learning is a continuous cycle that relates experience to constant progression. As mentioned in the assignment, it is essential to combine theory and practice, as well as to be able to adjust to the changes in technology. With the enhancement of skills, adoption of AI as a supportive resource, and the use of systematic learning models in a continuous manner, it is possible to promote the development of a professional person over time and improve the performance of organisations.
[bookmark: _za4o76b3wgvc][bookmark: _b5tirecjmzu7]
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