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Part 1 – Re-Engineering Performance & Job Design

[bookmark: _Toc224892913]1. Introduction 
· Aether Innovations is a mid-sized technology company that is facing organisational issues such as decreasing growth, high labour turnover, and decreased customer satisfaction. These problems show that there is an inappropriate alignment between organisational strategy and human capital practices. assume that employee perceptions of HR practices largely determine the performance, engagement, and organisational outcomes. Thus, the redesign of the performance management and job design is essential.
· The conventional HRM practices are becoming less effective in changing contexts like in the technology industry where creativity, flexibility and the engagement of employees is a vital requirement. Modern studies identify that the integrated HR systems, which are a combination of performance management and job design, can greatly boost the effectiveness of the organisations.
· In this report, the existing performance appraisal practices are critically assessed, and a new modern growth-focused system is proposed to include Objectives and Key Results (OKRs) and 360-feedback. In addition, it uses Job Characteristics Model to redesign the important jobs. The report shows the extent to which the combination of these systems can create a high-performance culture.
· The high rate at which technology industry is evolving implies that organisations must keep on changing their internal practice to stay competitive. In this context, human resource management is a strategic activity since it does not only affect the behaviour of the employees but also the level of innovation, the quality of services and the stability of the organisation. The employees now too, demand more than just supervision, employees desire purposeful work, frequent interaction and chances of promotion. This is why performance management can be regarded as a development tool and not a measurement system. A closer relationship between the roles of employees and organisational goals can be used to establish a more responsive and resilient working environment. This report then looks at how the current performance practices and better job design could help in long term organisations effectiveness (Wang et al., 2019; Pulakos et al., 2015).
 




[bookmark: _Toc224892914]2.  Critical Analysis of Current Practices

· The conventional performance appraisal systems tend to be annulled, retrospective, and annual, operated by managers. On the one hand, they bring order, but on the other hand, they do not tend to inspire the employees or promote further growth. According to, the traditional form of appraisal is irrelevant in contemporary organisations that are fast changing.
· In addition, they are susceptible to biases like halo effect, recency biases, subjectivity, and hence less reliable. It is proposed that the performance ratings are not the best in motivating employee development by themselves.
· On the same note, job design in most organisations is still inflexible and task-oriented, which restricts the freedom of choice and innovation among employees. The study indicates that a poorly designed job demotivates and turns over.
· In the situation with Aether Innovations, the presence of such traditional practices is probably one of the factors that cause disengagement and poor performance. Thus, there is a need to move towards the continuous and people-oriented HR systems.  
· This is one of the primary weaknesses of traditional performance systems which tend to pay too much attention to judgement rather than improvement. In a situation where the feedback comes out late, then the employees might not know how to rectify and develop the strengths in time to make a difference. This may decrease the utility of appraisal process and make it seem out of touch with the actual work. Further, some of these rigid review systems do not necessarily represent the reality of the modern organisations in which priorities may shift rapidly, and teamwork tends to be project-based. Consequently, employees can feel that their input is not well acknowledged and appreciated. A fixed method of performance management can restrict plasticity and ensure that an organisation is able to adapt to change in a fast-moving business (Fletcher, 2001; Smither et al., 2005).
· The traditional performance appraisal systems also have problems with implementation issues that make them less effective. Managers are not usually trained to make fair and constructive appraisals; this makes it unequal and applied differently in different departments. This inconsistency causes confusion to the employees on what standards are being measured. There is also the administrative overhead of annual reviews which limits time in areas of coaching and development of activities that can enhance daily performance. Studies indicate that the appraisals that are not done properly may serve to demoralize employees and destroy relationships between managers and employees (Fletcher, 2001). Annual cycles in technology firms such as Aether innovations lead to inconsistency between the evaluation periods and actual working cycles due to the short duration of the project schedules, and the high rate of changes in priorities. Workers involved in innovation projects can be given feedback that is no longer relevant to their priority needs, so the appraisal process becomes less relevant. This lack of connection adds to frustration and disengagement especially to high performing technical employees who need to be offered timely rewards of their efforts.







[bookmark: _Toc224892915]3. Proposed Modern Performance Management System
· More efficient performance management system ought to be a combination of frequent conversation, visible goals and continuous assistance. Managers need to have brief and frequent discussions with a focus on progress, obstacles, and growth requirements instead of waiting until there is a formal annual review. This would allow employees to keep on track with business objectives as well as enable them to change in performance with the shift in priorities. 
· It also promotes a more receptive relationship between the managers and the staff, and this can enhance trust and accountability. Besides, the system ought to weigh numerical results against behavioural expectations to make performance fairer. With the knowledge of what they are to do and the progress they are making, there are better chances of employees being motivated and involved (Pulakos et al., 2015)
· Effective adoption of continuous performance management must be planned well to evade the pitfalls that are usually associated with this. To begin with, managers should undergo special training on how to give constructive feedback and conduct development discussions. In the absence of such training, the system will turn into a shallow check-in, as opposed to a valuable coaching time (Pulakos et al., 2015).

[bookmark: _Toc224892916]3.1 Objectives and Key Results (OKRs)

· OKRs are a performance management strategy that makes the personal performance consistent with the organisational goals. They are concerned with the quantified results and active monitoring.

· The studies indicate that the use of OKRs stimulates the clarity of goals, accountability, and employee engagement. In contrast to the traditional KPIs, OKRs are more ambitious and promote innovation (Peoplebox, 2025).

· Importantly, the transparency in teams is also facilitated by OKRs, which allow improving team alignment and collaboration. Nonetheless, excessive use of measures can ignore qualitative elements of performance.



[bookmark: _Toc224892917]3. 2 360-Degree Feedback
· The 360-degree feedback requires the gathering of the performance information by various sources including peers, managers, subordinates, and even customers. This is an overall assessment of the employees.

·  A study which revealed that multi-source feedback enhances the results of leadership development and performance. Besides, it improves self-understanding and promotes behavioural change.

· There is empirical data which indicates that employees who are provided with multi-source feedback show better performance in the long-term (Smither et al., 2005).

· Nevertheless, the system can be biased and should be implemented cautiously to prevent unfairness and unreliability.



[bookmark: _Toc224892918]3. 3 Continuous Performance Management
· Modern organisations are no longer conducting annual reviews but rather continuous performance management system. These systems entail periodic feedback, coaching and performance discussions.

· According to studies, the practice of constant feedback has a positive effect on the performance and motivation of employees (Goller & Spaeth, 2023).

· This method can be of great importance to Aether Innovations in which a fast innovation will need immediate performance analysis.


[bookmark: _Toc224892919]4. Job Design Using the Job Characteristics Model
· According to the Job Characteristics Model (Hackman and Oldham, 1975), five core dimensions determine the motivation of the employees:
1. Skill Variety
2. Task Identity
3. Task Significance
4. Autonomy
5. Feedback

· These dimensions produce valuable working experiences and improve the motivation, satisfaction and performance.
· The model was strongly supported in terms of its effects on job satisfaction and performance as was found by Fried and Ferris (1987) in their study.
· The importance of job design is also justified as despite a good performance system; the work itself will be less effective when it is monotonous or uninterested. Varied, responsible, and outcome roles are more apt to retain employees and make them interested and committed. When people can observe the overall outcome of their contribution, they will tend to have ownership of their work and have a stake in the overall organisational success. More autonomy can also foster creativity particularly in jobs that are knowledge-based and employees require room to experiment and problem solve. Moreover, valuable feedback is useful in making employees realise their advancement and their subsequent development. Good jobs can thus contribute to individual motivation and organisational performance through added engaging and meaningful work.

[bookmark: _Toc224892920]4. 1 Application to Key Roles
i. CEO
· Strategic responsibility and high autonomy increase the importance of tasks and decision-making.
ii. CFO
· The financial accountability and clear task identity enhance stability of an organisation.
iii. CTO
· Technological development is based on high skill variety and focus on innovation.
iv. CIO (Chief Innovation Office)
· Creativity and innovation are developed by autonomy and cross-functioning.
v. HR Director
· Good feedback systems enhance employee participation and organisational culture.
vi. Head of R&D
· Skill variety is high and autonomy is high which helps in innovation and product development.

· Also, according to the Job Demands-Resources model, employee well-being and performance are enhanced with a balanced job demand and resources.

[bookmark: _Toc224892921]5. Integration of Systems for Performance Culture

· When performance management systems are integrated with job design it produces high-performance culture. Clear goals are offered by OKRs, and enriched job roles increase motivation.

· The 360-degree feedback encourages on-going learning and development that forms a culture of feedback. Pulakos et al. (2015) found that integrated HR systems play a major role in enhancing performance in organisations.

· In the case of Aether Innovations, this integration will:

· Enhance engagement of employees.

· Reduce turnover

· Improve innovation

· Increase customer satisfaction.

· The best advantage is where the performance management and job design are incorporated within a single system. Under this kind of system, employees are aware of what they are striving towards, the contribution of their position in the organisation and the way their performances will be assisted. This forms a culture in which improvement is not a one-off occasion. It also assists in minimizing the confusion, since the expectations are more closely tied to the job structure. This combined strategy will be able to enhance the level of engagement, turnover, and overall productivity. It can be employed to organisations that rely on innovation since employees would tend to give ideas when they feel supported and trusted. That is why it is possible to make performance practices compatible with job design to become a significant source of competitive advantage (Pulakos et al., 2015; Wang et al., 2019).
· The coordinated system must provide quantifiable business gains in 12-18 months. When performance management is coincident with enriched job roles, employee engagement scores tend to rise by 15-25%. The rates of voluntary turnover reduce considerably because the staff feels more autonomous and has more opportunities to develop. Measures of innovation are enhanced when cross-functional collaboration is enhanced due to the availability of OKRs and transparency of the 360-feedback. Engaged employees provide more quality of service and solutions which increase customer satisfaction. The above results form a virtuous circle in which better performance in the business leads to more investment in human capital development (Pulakos et al., 2015).


[bookmark: _Toc224892922]PART 2 – Reflection

[bookmark: _Toc224892923]Gibbs Reflective Cycle
· Description

· Through this module, I have gained an in-depth knowledge of the HRM practices, such as job design, performance management, and employee engagement. These ideas are the key to matching the human capital and organisational strategy.

· Feelings

· First, the theoretical ideas were complicated. Nonetheless, I was sure of the practical application of the HRM theories in real-life situations through practice.

· Evaluation

· The module taught me important knowledge about the current HR practices including OKRs and 360-degree feedback. The tools are quite applicable in modern organisations.

· Analysis

· HR practices integration plays a vital role in the success of organisations. It has been demonstrated that effective HR systems can have a significant impact on the performance of employees and organisational performance (Wang et al., 2019).





[bookmark: _Toc224892924]Conclusion

· The module has also increased my analytical skills in relation to HR practices and their application in a strategic manner. It also emphasized the need to learn all the time.

I. Action Plan

II. Develop HR analytics skills

III. Learn digital HR tools

IV. Become a better leader and communicator.

V. How to remain relevant in the era of AI.

· Another aspect that this module has transformed my thought process is in respect to HRM in a more practical approach. My view of human resource activities was limited to processes employed to manage employees, but I have come to realise that it also influences organisational culture and performance in the long run. I have come to understand that HR decisions cannot be made effectively without analytical thinking as well as an understanding of human behaviour. The module has taught me the need to be adaptable as well, since the workplaces are dynamic and a professional should be prepared to face the emerging needs. I will use this learning in the future by focusing more on communication, development, and evidence-based decision-making. Overall, the module has not only enhanced my academic knowledge but also helped me feel more confident regarding my ability to implement the HR concepts in the real organisational context.



[bookmark: _Toc224892925]Staying Relevant in the Age of AI
· Artificial Intelligence is changing the working environment, as it is automated, and the routine duties are automated. Nevertheless, such abilities of human beings like creativity, emotional intelligence, and decision making cannot be substituted.

· Recruitment, performance analysis, and workforce planning are some of the HR functions that can be supported by AI. Nevertheless, it cannot substitute human judgment in a complicated decision-making.

· To be relevant, one must pay attention to:

I. Continuous learning

II. Critical thinking

III. Emotional intelligence

· Artificial intelligence is transforming the working environment through automating routine activities and making the process of generating and analyzing information faster. Nonetheless, this does not lessen the role played by human contribution rather, it alters the kind of skills the employees require to stay productive. Specifically, employees should have an opportunity to appraise the results of AI processes, challenge assumptions, and make decisions depending on the situation rather than just using computer-based systems. Meanwhile, emotional intelligence has gained significant importance since human contact, confidence, and interaction continue to play a vital role in leadership, team-working as well as customer-related functions. This is why the idea of constant learning is crucial, and the employees should constantly refresh their digital knowledge and get used to new tools. To remain pertinent in the era of AI thus does not imply relying on technology alone but instead means a combination of technical awareness, sharp thinking, flexibility and good people skills( 6 Seconds, 2025; Eightfold AI, 2024; HR Executive, 2024).

· Thus, AI can be regarded as an instrument of human performance that is not meant to replace human performance.
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