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Executive Summary 
Aether Innovations is facing flat growth, high turnover, and declining customer satisfaction due to weak performance systems and inflexible job design. This report proposes an integrated HR strategy which is based on performance management and job redesign. It suggests replacing annual appraisals with OKRs and continuous 360-degree feedback in an effort to better the alignment, accountability and real-time performance improvement. A skills-based job design is introduced to enhance autonomy, flexibility and innovation for key jobs. Integration of such systems is to ensure that the behaviour of employees is in line with organisational goals, particularly innovation and customer outcomes. The approach is supported by Goal Setting Theory and Job Characteristics Model to optimise motivation and performance. The report goes on to note implementation risks such as change resistance and the need for training. Overall, the proposed strategy seeks to enhance engagement, lower turnover, and fortify organisational performance.
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PART 1: Re-Engineering Performance & Job Design
[bookmark: _c41yhumqv29z][bookmark: _Toc224661582]Current Performance Appraisal and Job Design Practices
Performance appraisal in tech firms
The majority of technology companies continue to use annual reviews and KPI. This method is becoming less relevant. Employee’s rate traditional reviews as fair (Shukhratov and Baxodirov, 2025). Only 18% of employees think that annual reviews perform no better. Delays in feedback breed performance gaps in a fast-moving firm such as Aether Innovations. Feedback is provided too late to rectify the behaviour of the employees. Aether currently reduced its greenshouse gas by 90% and additionally water consumption by the tech firm also reduced by 75.5% (aetherinnovations.co.uk, 2026).
Measuring employee engagement offers leaders insight into the employee experience, showing them whether employees are deeply invested in their work or just going through the motions. This leads to a lack of compatibility between the expectations of the employees and the organisational practices. Innovation is not given a lot of emphasis in KPI-driven systems as well. The recent changes in the industry, including the use of AI-based performance measures in major companies, indicate that innovation contribution is centralising, not completing tasks (Aldoseri et al. 2024). Consequently, the flat growth and decreasing customer satisfaction of Aether could be attributed to poor appraisal systems.
Job design practices
[image: ]
Figure 1: Job Characteristics Model
(Source: Unstop, 2026)
Jobs are still quite specific. Employees have fixed tasks that are relatively fixed. This probably decreases change responsiveness at Aether. Autonomy is low. Employees are not left to make decisions and experiment. This diminishes ownership and infringes on innovation. The other problem is a high workload (Hartmann and Hartmann, 2023). Strict deadlines enhance stress and burnout. The job Characteristics Model states that low autonomy and low skill variance decrease motivation. The staff will be demotivated and less efficient.
Identified issues 
Such practices result in performance gaps. First, the engagement of employees stands at an unstable level despite the industry averages. In tech, confidence is waning, and only 47.8% of workers are optimistic in 2026. Second, the innovation is limited since the system favours efficiency, rather than innovation (Giest and Klievink, 2024). Third, individual performance and organisational goals are weakly aligned.
[bookmark: _y1xcbgxa64h0][bookmark: _Toc224661583]Proposed Modern Performance Management System
Implementation of OKRs
Aether Innovations needs to substitute yearly KPIs with OKRs. OKRs establish simple connections between organisational, team and individual objectives. Every worker has a set of specific results to be achieved, which directly aid in innovation and customer satisfaction (Hidayat and Idrus, 2023). Goals are not narrow but specific. Major outcomes are so particular and restrictive in time.
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Figure 2: Goal Setting Theory
(Source: Self-Created)
The minimisation of quarterly cycles enhances flexibility. Employees are able to change goals as per the market. This is essential within a high-paced technological setting (Ghonim et al.2024).  It has been proven that companies practising agile goal systems report better alignment and quicker decision-making. This theory is based on Goal Setting Theory, in which specific and hard-to-achieve goals enhance performance. Nonetheless, OKRs should not be overloaded. Excessive goals decrease visibility and divert attention.
Continuous Feedback and 360-Degree Appraisal
Aether ought to implement ongoing feedback with a 360-degree appraisal. Managers, colleagues, and subordinates must provide feedback. This helps in the reduction of single-source bias and enhances accuracy (Listiani and Liswara, 2026). Annual reviews have been replaced by real-time insights that are provided to employees.
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Figure 3: Continuous Performance Management theory
(Source: Technologyadvice, 2026)
Performances can be tracked with digital tools at any given time. Continuous performance systems result in improved engagement and reduced turnover in organisations. This is parallel to the Continuous Performance Management theory that focuses on constant progression instead of appraisal (Mahdi and Atifa, 2025). However, the quality of feedback is very important. Multisource feedback (MSF), often termed 360-degree feedback, is a formative performance assessment in which data about an individual's observable workplace behaviors are collected through questionnaires from those interacting with the individual;
Integration with Organisational Strategy
The performance systems should be directly connected with the strategic goals of Aether. Innovation measures to be incorporated in OKRs are product development velocity and idea generation. Indicators which are customer-centred, like satisfaction scores, should also be incorporated. This makes sure that internal targets are not the only ones that the employees work on (Rodrigues et al.2023). Rather, they add to the business development and customer value. This is a fit to the current problem that Aether is facing, of decreasing customer satisfaction.
Critical Evaluation
Through this system, transparency and accountability are enhanced. Employees are well aware of standards and results. It also enhances agility by having short-scale cycles and real-time feedback. However, challenges remain. Resistance to change may occur particularly among managers accustomed to conventional systems (Ofosu et al.2023). Prejudice in the 360-degree feedback might influence fairness. It needs training and effective leaders. The absence of this could make the system unable to achieve the anticipated results.
[bookmark: _ucvv8aifqw37][bookmark: _Toc224661584]Job Analysis and Job Design Framework
Job analysis approach
Aether Innovations needs a transition to a skills-based structure, which it currently runs as a task-based organisation. Existing unbending jobs discourage flexibility and innovativeness. A competency-based strategy is oriented on digital capability, problem-solving, and adaptability (Surono, 2025). The employees are not developed and recruited according to positions, but rather based on skills.
Skills-based hiring is shifting toward more than 70% of organisations to meet the accelerating technological change. This will enable Aether to react to the market needs in a short period. It also facilitates internal movement and ensures that they are not overly dependent on external recruitment (Taiwo, 2024). Nevertheless, this model needs specific skill mapping and learning systems. In its absence, there are possible chances of escalating role ambiguity.
Job Descriptions and Specifications
	Role
	Key Responsibilities
	Skills & Competencies
	Innovation & Decision Expectations

	CEO
	Set strategic direction. Drive growth and performance.
	Strategic thinking, leadership, and decision-making
	Define innovation vision. Approve high-impact decisions.

	CFO
	Manage budgeting, forecasting, and financial risk.
	Financial analysis, data skills, risk management
	Allocate resources to innovation. Support long-term investment (Prakash et al.2024).

	CTO
	Lead technology development and system architecture.
	Advanced technical skills, AI and digital expertise
	Implement new technologies. Improve system efficiency.

	CIO
	Develop and execute an innovation strategy.
	Creativity, change management, strategic thinking
	Drive new ideas, products, and business models (Hillebrand and Westner, 2022).

	HR Director
	Manage talent, culture, and performance systems.
	HR analytics, leadership, and communication
	Build a learning culture. Support innovation capability.

	Head of R&D
	Lead research, product design, and testing.
	Technical knowledge, problem-solving, and collaboration
	Develop new products. Improve innovation processes.


Table 1: Job Descriptions and Specifications
(Source: Self-Created)
Application of the job characteristics model
The redesigned positions enhance all five fundamental dimensions. The skill variety grows since it involves a variety of competencies in employees. There is also an enhancement of task identity as the roles are associated with full outcomes, which can be product development (Cotič et al.2024). The importance of the tasks is evident in their accordance with customer satisfaction and business development.
Decentralising the authority by distributing it to every level enhances autonomy. This plays a pivotal role in the minimisation of delays and enhanced responsiveness. Together with continuous performance systems, feedback is enhanced. High-autonomy jobs make engagement grow more than 20% in tech companies (Pederson and Slowiak, 2026). This has a direct influence on motivation and retention. According to the Job Characteristics Model, these aspects make people more intrinsically motivated. This results in increased job satisfaction and enhanced output in innovation at Aether. However, more autonomy can lead to inconsistency when it is not handled effectively. The design must be supported with clear accountability systems.
[bookmark: _y3zjjzk1mc1r][bookmark: _Toc224661585]Integration of Performance Management and Job Design
Alignment mechanism
Job design and performance systems to use at Aether Innovations should work in tandem. Autonomy, decision-making, and responsibility of innovation have already been added to redesigned roles (Van Essen, 2025). However, such behaviours will not be maintained without the coordination of performance measurements. The suggested OKR system has a direct connection between role expectations and measurable goals. For example, R&D and CIO functions are not judged on completion but also on product innovation and idea generation.
This brings about behavioural concordance. This is because employees aim for innovation as expected in performance reviews and are rewarded. Constant feedback further enhances this connection through corrective feedback (Li et al.2026). There is evidence that companies that combine job design and performance systems reach greater goal fit and swiftness. The gap between role expectations and performance outcomes that currently exists at Aether will not disappear without the integration.
Impact on organisational performance
Increased engagement is achieved through maximising autonomy and clarity as a result of this integration. Employees comprehend their role and its contribution to business objectives. Turnover is also reduced. Constant feedback and purposeful roles enhance job satisfaction. Growth and recognition decrease the chances of employees leaving. Satisfaction of customers is also enhanced (Judge et al.2023). Innovation-oriented positions and performance indicators result in superior products and quicker reaction to customer demands. 
Current culture is likely to be hostile to change. Continuous feedback may be rejected by managers of the traditional systems of control. Unfairness can also be caused by bias in evaluation. Constant monitoring is necessary (Pagano et al.2023). The systems should be audited and modified consistently. Integration will not produce expected results without the support and training of strong leadership.
[bookmark: _uaidjq8ljeo8][bookmark: _Toc224661586]PART 2: Reflection
[bookmark: _ysmz9ssg7b99][bookmark: _Toc224661587]Reflective Learning
Description
The module was able to create systematic knowledge on the effect of HR practices on organisational performance. It touched on the important issues, including performance management, job design, employee engagement, and organisational culture. The education was not constrained to theory. It concentrated on the practice of the concepts in the actual organisational issues. Regarding the case of Aether Innovations, the module was used to reveal the generosity of particular problems, including the lack of robust performance systems, a low degree of autonomy, and the absence of innovation support. It also emphasised the consequences of misalignment of HR practices, resulting in low engagement and bad business practices. This established a direct connection between organisational performance and HR strategy.
Feelings
Initially, HRM was considered an administrative role. It was primarily about the recruitment and simple performance assessment. Little was known about the contribution of HR in strategic decision-making. This perception changed quite a number of times during the module. A better understanding of HR as a performance and innovation driver is now more evident. There was increased confidence in the ability to analyse complex issues in organisations. In practice, however, some confusion remains in employing advanced HR tools in the real world. This demonstrates the necessity of additional practical development.
Evaluation
The module presented powerful theoretical information. They were models like the Job Characteristics Model and Goal Setting Theory, among others. They assisted in the study of motivation and performance disparities of employees within Aether Innovations. Problem-solving skills had been enhanced using case studies and applied tasks. They promoted critical thoughts rather than descriptive learning.
Nonetheless, that was not without constraints. There was a short amount of emphasis on digital systems and real-time HR analytics within the module. This should be relevant in current organisations. Emphasis was also not placed on the challenges of practical implementation, like resistance to change. Consequently, there exists a disparity between theoretical awareness and implementation in the complex organisational situations.
Analysis
This was clearly demonstrated by the module, which argued that isolated HR practices cannot enhance performance. At Aether Innovations, job design was not connected with performance appraisal. This decreased motivation among employees and the productivity of innovation. Applying the Job Characteristics Model indicates that low autonomy and skill variety lower intrinsic motivation. This has a direct influence on engagement and productivity.
The goal-setting theory demonstrates that concrete and challenging goals enhance performance. However, employees are not able to attain these goals without effective job design. This brings out the significance of integration. The performance systems should quantify behaviours supported by job roles. The growth mind-set is also achieved through learning. The constant feedback systems promote learning and development. The employees are not appraised after a year, but they are directed on a regular basis. 
Conclusion
The main lesson learned here is that HR practices should be aligned and incorporated into organisational strategy. Job design, performance management and employee development should collaborate. Another type of learning stipulated by the module was the value of adaptability, continuous learning, and critical thinking. These are the elements that are fundamental towards innovation culture and long-term performance.
Action plan 
	Area
	Specific Goal
	Measurable Outcome
	Achievable Action
	Relevant to Career
	Time-bound

	Leadership Skills
	Lead at least one academic or project team
	Complete 1 leadership role with a feedback score above 70%
	Participate in group projects and take leadership responsibility
	Builds the ability to manage teams and drive performance
	Within 6 months

	Critical Thinking
	Improve critical analysis in assignments
	Achieve minimum Merit/Distinction grades in written work
	Practice case study analysis and use academic journals weekly
	Supports decision-making in HR roles
	Within 4–6 months

	HR Analytics
	Develop basic HR data analysis skills
	Complete at least 2 certifications (Excel/Power BI)
	Enrol in online courses and practice with datasets
	Enhances data-driven HR decision-making
	Within 6–9 months

	Practical HR Application
	Gain real-world HR experience
	Complete at least 1 internship or live project
	Apply for internships and participate in consultancy projects
	Bridges the gap between theory and practice
	Within 12 months

	Continuous Learning
	Build a consistent learning habit
	Review at least 2 HR articles per week
	Follow HR journals, LinkedIn insights, and industry reports
	Keeps knowledge updated with industry trends
	Ongoing 


Table 2: Action plan 
(Source: Self-Created)
[bookmark: _9gsrkr5ljmrr][bookmark: _Toc224661588]Staying Relevant in the Age of AI
The role of AI in HR functions is also changing the way work is being done in this field. Many tasks, like screening CVs and data entry, have already been automated. However, I understand that if I were to rely only on such tasks, my role would be redundant in the future. Hence, I have decided to look into more strategic and human-related skills.
I plan to use AI as a support tool. For instance, I plan to use AI to analyse employee data and identify performance trends. This will help in making quicker decisions. Additionally, AI can be used to generate reports and support recruitment shortlisting. On the other hand, I will not rely on the decisions of AI. I will use my judgment when it comes to areas such as the development of employees, conflicts, and performance evaluation as this shall help to manage overall work culture effectively.
In this aspect, to remain relevant, I will acquire skills that cannot be easily replaced by AI. I shall concentrate on critical thinking skills, leadership skills, and emotional intelligence skills. These will be very important in convincing or controlling people and the organisational culture. In addition, I will also need to improve my skills in HR analytics so that I can interpret the insights provided by the AI.
I make out the risks associated with the use of AI, as well. There are chances of the development of biases. Hence, I will use AI with caution and validate the output produced by AI tools. I will use AI along with human skills. This will help me stay relevant and generate more value. Overall, the application of this tool has improved my skills and technical knowledge greatly. 
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