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Part 1: Re-Engineering Performance & Job Design
1. Introduction
Aether Innovations is a fast developing 300-employee technology organisation that is already faced with serious organisational issues such as stagnant growth, high turnover rates, and decreased customer satisfaction. Such problems are symptomatic of underlying misfit between organisational strategy, employee engagement and performance management systems. Human capital is a major source of competitive advantage in technologies or other industries that are based on knowledge. Thus, organisations need to embrace Human Resource Management (HRM) practices that are integrated to harmonize people, performance and organisational objectives. 
The current report suggests a total redesign of the performance management system and job design framework in Aether Innovations. Based on the known theories of HRM like the Job Characteristics Model and such modern performance management tools as Objectives and Key Results (OKRs), the report describes how integrated HRM practices can be used to create innovation, employee engagement, and organisational performance. 

2. Current Practices in the Technology Industry
2.1 Performance management Practice:
The old model of performance appraisal, which is usually typified by yearly reviews and top-bottom appraisal, is becoming old-fashioned in industries that operate at a very high pace like technology. Such systems favor previous performance and not future improvement and are viewed as being subjective and discouraging. Annual reviews are often perceived by the employees as administrative practices and not as a chance to develop.
To address these drawbacks, most of the top technology players have now moved to more dynamic and continuous performance-based management methods. Objectives and Key Results (OKRs) is one of the most popular models that allow organisations to define specific, quantifiable objectives that can be achieved by individual employees and which they can align with organisational strategy. Also, frequent feedback structures such as frequent check-in and performance monitoring are becoming more common to aid in developing employees. 
Nevertheless, these developments do not eliminate the problems. To provide an example, successful execution of continuous performance systems needs good managerial skills, good communication and favourable organisational culture. In the absence of such elements, even properly designed systems can fail to bring the desired results.


2.2 Job Design Practices:
 The technology sector has seen a lot of changes in the job design over the last few years. More flexible and adaptive roles are being adopted in place of traditional, non-flexible job structures and these jobs focus on employee autonomy, collaboration, and innovation. This has changed in regard to the demands of organisations to adapt fast towards the evolving technology and market needs. 
Hackman and Oldham designed the Job Characteristics Model which is a useful model in explaining the relationship between job design and employee motivation. Five fundamental dimensions of the model, such as skill variety, task identity, task significance, autonomy, and feedback, are leading to meaningful work and high degrees of motivation.
In reality, agile work structures, cross functional teams and project-based roles are becoming a popular trend in many technology firms to improve these aspects. Nevertheless, job design may result in role ambiguity, stress and burnout of employees especially in high stress environments especially when it is poorly done. As such, there is a need to create a balance between flexibility and clarity of job design.
3. Proposed Performance Management System:
In order to overcome the problems encountered at Aether Innovations, a contemporary integrated performance management system is suggested. This system is aimed at unceasing improvement, business involvement, and matching it with organisational objectives.
3.1 Objectives and Key Results (OKRs):
OKRs offer a clear and systematic method of setting goals. All the employees are given specific goals that are aligned with the strategic priorities of the organisation with key results being measurable. 
To illustrate, one of the objectives can be the enhancement of customer satisfaction, and the key results can be the customer retention rates or the response time reduction. The practice will help the employees realise the contribution of their efforts to organisational success. 
The application of OKRs fosters accountability, increases focus and gives employees ownership of the performance. Also, OKRs are discussed once every quarter, which enables organisations to respond more promptly to emerging situations.
3.2 On-going Feedback and Performance Reviews:
 It must have a feedback-feedback system in order to develop a learning and improvement culture. Aether Innovations ought to adopt frequent visits between employees and managers instead of basing their performance evaluation on the annual performance reviews. Such meetings give the chance to discuss the progress, discuss the challenges, and establish the future objectives. 
It is also possible to use real-time feedback tools, which can help maintain continuous communication and reward the achievements of employees. The effect of the approach is not only on performance but also increases employee engagement and satisfaction.

3.3 360-Degree Feedback:
With the 360-degree feedback introduction, the performance evaluation of employees is more thorough. This system will minimize bias and facilitate a more balanced evaluation through the involvement of the peers, subordinates, and managers in the feedback. 
Moreover, the 360-degree feedback promotes teamwork and assists the employees to build a clearer vision of their strengths and weaknesses. This is especially relevant in group set ups where social competencies play a vital role. 
The culture of coaching and development is to be developed. One of the aspects of the suggested system is the transition between performance evaluation and performance coaching. Managers are supposed to be groomed into coaches who will help employees to develop at the expense of merely evaluating their performance. 
This is by giving constructive feedback, development opportunities and promoting career growth. Coaching culture does not only boost performance of individuals but also leads to the success of organisations in the long term.
4. Job Analysis and Job Design:
The job design approach that Aether Innovations should implement is skills based with a systematic job analysis. This entails the determination of the critical tasks, duties and skills needed at each job. 
The use of the Job Characteristics Model will make sure that the jobs are structured so that they maximise motivation of the employees. This is where the autonomy can be increased to enable the employees assume ownership of their work, and have regular feedback assist them in their performance. 
Furthermore, employment should be made flexible and adaptable so that the employee can work on several projects and acquire a range of skills.
5. Job Descriptions and Specifications of the Key Roles:
5.1 Chief Executive Officer (CEO) 
The CEO has the responsibility of establishing the strategic direction of the organisation as well as guaranteeing the overall performance of the organisation. The most important duties are to lead innovation, to take top-level decisions, and to control relations with stakeholders. 
The position will need great leadership, strategizing, and high emotional intelligence. It is defined by the high level of autonomy, high level of importance of the task, and much attention to feedback.  
5.2 Chief Financial Officer (CFO)
The CFO is in charge of financial planning, budgeting and risk management. This position allows making strategic decisions and is financially sustainable. 
The job will need good analytical skills, financial knowledge and details. It has high skill variety and accountability.  
5.3 Chief Technology Officer (CTO)
 The CTO will be in charge of spearheading technological development and making sure that it is aligned with business strategy. This involves product development control and technical team management. 
It needs high level of technical skill, leadership and innovative thinking. It is typified with high skill variety and autonomy. 
5.4 Chief Innovation Officer (CIO)
The CIO is only oriented towards innovation and creating a culture of creativity. Developing roles will include taking charge of research and development, and promoting experimentation. 
The position involves being able to be creative, strategic and manage change. It has great autonomy and task identity. 
5.5 HR Director
The HR Director will be in charge of talent management, organisational culture development, and HR strategies. The position is demanding in terms of communication, HR and leadership skills. It is characterized by high task significance, and there is constant feedback. 
5.6 Head of R&D
The R&D Head engages in research projects and oversees the activities of the innovation teams. The role plays a critical role in new product development and competitive advantage. 
The job will demand technical skills, project management skills, and ability to solve problems. It has a high skill variety and feedback. 
6. Bringing together Performance Management and Job Design:
Job design and performance management should become one to establish high-performance organisational culture. OKRs make sure that every single role is aligned to the organisational goals and proper job design will lead to motivation and engagement. 
The Job Characteristics Model is efficient in terms of intrinsic motivation as it offers meaningful work, independence, and feedback. Meanwhile, the ongoing performance management will provide employees with the constant support and possibilities to develop. 
7. Conclusion:
Finally, Aether Innovations can overcome its existing issues by implementing a new integrated performance management and job design system that is based on modernity. The organisation can use OKRs, continuous feedback systems, and coaching culture to increase employee performance and engagement. 
Moreover, using the Job Characteristics Model and the skills-based design of jobs with flexibility, Aether Innovations will be able to design meaningful and motivating jobs that enhance innovations and development. 
















Part 2: Reflection
1. Description:
During this module, I have developed an in depth knowledge about the Human Resource Management (HRM) and its strategic value in contemporary organisations. Major things that were discussed during the module included performance management, job design, employee engagement, organisational culture and talent development. These subjects were covered in the realms of theory and practice and helped me to comprehend the role of HR practices in organisational effectiveness. 
One of the acts of learning was the use of HR theories in business situations. To illustrate, the research on how performance management systems like Objectives and Key Results (OKRs) can enhance the alignment of organisations oriented me to the need of relating individual performance to organisational strategy. Likewise, reading about the Job Characteristics Model gave valuable information about the role of job design in motivating and satisfying the employees. 
On the whole, the module has highlighted the need to integrate HR practices in order to have a unified system that helps in employee development and organisational success. 

2. Feelings:
This was my initial experience in the module where I held a narrow understanding of HRM and only thought of it as an administrative role that dealt with recruitment, payroll and compliance. I have not fully realised the strategic position in influencing organisational performance and culture.

My outlook started to shift as I continued to go through the module. The concepts became interesting and relevant to me, more and more, when I began to realise that the HR practices directly influence the behaviour of employees and organisational performance. At the beginning, I was not able to comprehend some of the theoretical models, particularly when attempting to correlate them to real-world scenarios. However, as time went, I was more confident in the analysis and application of these concepts. 

3. Evaluation:
The module was a good learning experience because it incorporated both the theoretical and practical knowledge. Its main advantage was its focus on practical applicability, which enabled me to see how HR principles find their application in organisations. The case studies and scenario-based learning helped me review various HR strategies critically and how they may affect them. 

The emphasis on modern HR methods, including the constant performance approach and the job construction that focuses on the employee, was another positive characteristic. These methods are up to date with modern trends at the workplace and demonstrate the necessity of flexibility and creativity. 

Nevertheless, some obstacles occurred as well. Sometimes, the bulk of information and complexity of some theories could not allow understanding all the concepts at once. As well, the use of theoretical frameworks in dealing with complex organisational situations demanded a greater level of critical thinking, which was a process that took time to develop. 

Irrespective of these, the module has made a great contribution to my knowledge concerning HRM and its strategic value. 

4. Analysis:
To illustrate on the above, job design as described under the Job Characteristics Model can be used to make employees more motivated through meaningful work, autonomy and feedback. 

Meanwhile, performance management tools like OKRs allow making sure that the efforts of the employees do not conflict with organisational objectives. When the practices are combined, they form a system that is well-knitted to promote the individual and organisational performance. 

The other valuable lesson is the significance of organisational culture in the behaviour of employees. Innovation, teamwork, and lifelong learning culture will go a long way in increasing employee engagement and performance. 
     5. Conclusion:
To sum it up, the module has helped me gain more insights into the strategic HRM position in organisations. I have realised that efficient HR practices are the initial steps to reach organisational objectives, enhance employee interest, and become innovative. The experience and competencies I have gained due to this module will be useful in my future.

6. Action Plan (Learning and Development) :
Based on my learning from this module, I have identified several areas for personal and professional development. I plan to engage in continuous learning by enrolling in online courses and attending workshops related to HRM and organisational development. This will help me stay updated with current trends and best practices.

Finally, I will focus on building adaptability and resilience, as these are important qualities in a rapidly changing work environment. By embracing challenges and learning from feedback, I can continuously improve and grow both personally and professionally.
     7. AI and Future Relevance:
 The role of human employees is being redefined and the nature of work is changing as the use of Artificial Intelligence (AI) in the workplace is rising. HRM is one of the sectors where AI is being applied to automate things like screening of candidates during recruitment, performance monitoring and analysis of data. Although this increases efficiency and also decreases the administrative burden, it also poses a question of job displacement.

Nevertheless, AI cannot take over completely such human functions as emotional intelligence, creativity, ethical judgment, and interpersonal communication. These are the skills required in handling people, conflict resolution and creation of organisational culture. Thus instead of considering AI as a threat, it needs to be perceived as an opportunity that can be used to improve human performance. 

In order to stay afloat in an AI-driven work environment, I will train technological and people skills. I will know how to work with AI tools to analyze the data and make decisions and also concentrate on the development of leadership, critical thinking, and emotional intelligence. Such a combination of skills will help me to be an added value in areas that cannot be easily automated. 

Additionally, I tend to become a constructive learner by keeping up with the changes in technology and how they affect the work place. With the help of constant improvement of my skills and adaptation to change, I will be able to make sure that I will not lose relevance in the job market in the future. 

Finally, the most important element of success in the world run by AI is the capability to combine technology with the human capacities. With the help of applying AI to make myself more efficient and keeping the people as the core value, I would be able to present myself as a strategic and flexible professional.
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