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[bookmark: _Toc224902414]Part 1 - Re-Engineering Performance & Job Design 
[bookmark: _Toc224902415]1. Introduction
With almost 300 workers, Aether Innovations is a rapidly expanding technological company. The business has recently faced a number of difficulties, including as poor organisational growth, significant employee turnover, as well as diminishing consumer satisfaction. An efficient human capital strategy has significance since employees' expertise, inventiveness, and creativity are major factors in the success of technology organisations. The purpose of the present study is to assess the methods currently employed in technology companies for job design and performance evaluation. Furthermore, this will use work analysis and the work Characteristics Model to redesign important leadership positions and suggest a contemporary performance management system. The research concludes by outlining whether integrated HR practices may enhance overall organisational performance, employee engagement, and creativity.
[bookmark: _Toc224902416]2. Current Practices in Performance Appraisal and Job Design in Tech Companies
[bookmark: _Toc224902417]2.1 Performance Appraisal
Numerous tech firms assess employee performance using a variety of techniques. Annual performance reviews, in which workers are evaluated once a year based on their accomplishments and conduct at work, are one popular approach. In addition, businesses utilise Key Performance Indicators (KPIs) to evaluate success based on certain goals like customer satisfaction, product development speed, or productivity (Peng, 2022). Goal-based performance management, in which staff members strive toward specific objectives that complement the organisation's strategy, remains another popular method. Agile feedback systems, which entail frequent feedback and frequent check-ins among managers and staff, are also used by certain contemporary IT organisations (Rejab et al., 2023).
The above techniques have a number of advantages. Through establishing clear expectations, they foster accountability and assist in coordinating employee efforts with business goals. Setting goals, for instance, enables workers to comprehend what they must accomplish. Michael Armstrong's Performance Management Model, that promotes ongoing performance improvement, provides significance to this viewpoint (Armstrong and Taylor, 2023). According to Edwin Locke and Gary Latham's Goal Setting Theory, employees' motivation and performance could be enhanced by setting specific, or difficult targets (Latham, 2023). Yet there are drawbacks as well as annual assessments could be too slow for technological contexts that change quickly. Furthermore, they might restrict employee input and offer few opportunities for ongoing feedback, which could lower engagement and development.
[bookmark: _Toc224902418]2.2 Job Design Approaches
Flexible work design techniques are frequently used by technology companies. Employees are divided into divisions like engineering, marketing, and finance under traditional functional work arrangements. Agile teams, in which small groups work together to solve problems fast, are also used by many businesses (Peeters et al., 2022). The employees across other departments can collaborate on innovative projects through project-based work along with cross-functional cooperation.

Figure 1: Job Design Approaches
(Source: Peeters et al., 2022)
The above techniques could enhance problem-solving, creativity, as well as teamwork. Nevertheless, employees may feel concerned about their obligations if roles are unclear or poorly designed. According to the J. Richard Hackman and Greg R. Oldham Job Characteristics Model, employment should have meaningful tasks, autonomy, and a diversity of skills in order to boost motivation (Oldham, 2025). In a similar context, autonomous team structures alongside skills-based job design enable workers to use a variety of abilities and make choices. Employee disengagement, low motivation, less creativity, and increased staff turnover are all possible outcomes of poorly designed work.
[bookmark: _Toc224902419]3. Proposed Growth-Focused Performance Appraisal System
[bookmark: _Toc224902420]3.1 OKRs (Objective and Key Results)
Objectives and Key Results (OKRs) facilitate the alignment of individual employee goals with the company's overarching strategy. The strategy makes sure that workers are aware of how their labour affects the success of the company (Silva and Souza, 2023). Furthermore, clear goals enhance team alignment. This can be used for product innovation as launching three products in each quarter including increasing customer satisfaction score by 15% will be the objective. 
OKRs offer a number of advantages. These establish a clear goal alignment among the organization and its workforce. Since objectives may be routinely evaluated and revised, they also promote agility (Cholifah and Soeling, 2025). Furthermore, since OKRs use measurable outcomes to gauge progress, they improve employee accountability.

Figure 2: Different Types of Performance Appraisal
(Source: Cholifah and Soeling, 2025)
[bookmark: _Toc224902421]3.2 360-Degree Feedback
360-degree feedback has become another crucial component of the suggested method. Such a method gathers feedback from a variety of sources, such as peers, managers, subordinates, along with self-evaluations. It provides a more thorough comprehension of worker performance. This system's advantages include increased fairness and a more comprehensive understanding of performance (Souki et al., 2025). Since employees hear feedback from a variety of viewpoints, it also fosters a better culture of collaboration. Furthermore, by emphasising both strengths and places for development, 360-degree feedback aids in the development of leadership abilities.
[bookmark: _Toc224902422]3.3 Continuous Performance Evaluation
Aether Innovations should implement ongoing performance discussions in place of yearly evaluations. This involves using real-time feedback systems, having coaching conversations, and conducting quarterly check-ins. Such processes facilitate frequent progress discussions and speedy problem-solving between management and staff (Wu et al., 2025). Employees are able to stay interested in their work, feel more encouraged, and advance their abilities more quickly as a result. Furthermore, regular feedback enables the company to react swiftly to developments in the market.
[bookmark: _Toc224902423]3.4 Reward and Development Link
Performance results must be directly connected to staff development and compensation. Innovation awards, learning opportunities, as well as job advancement should result from high performance (Kang et al., 2022). The method inspires workers to contribute to the organisation's long-term success.
[bookmark: _Toc224902424]4. Job Analysis and Job Design for Key Leadership Positions
To precisely define roles, responsibilities, including the competencies needed for various positions within an organisation, job analysis is crucial. It makes it easier for workers to comprehend what is required of them along with the way their efforts support corporate objectives (Hussein and Hassan, 2025). Job analysis further helps in defining innovation expectations and motivates staff members to offer fresh concepts in tech firms such as Aether Innovations.
The J. Richard Hackman alongside Greg R. Oldham Job Characteristics Model, which says that employment should have skill variety, task significance, autonomy, as well as regular feedback to increase motivation, might enhance this approach to job design (Eisenhard and Morgeson, 2025). Additionally, employees can apply a variety of abilities and adjust to changing business demands due to skills-based job design. The aforementioned techniques could boost performance, engagement, and creativity.
CEO (Chief Executive Officer)
· Job Description: The company's long-term strategy and vision are established by the CEO. Leading organisational innovation, making strategic choices, and forming alliances to enter new markets are all part of the job description (Mahran and Elamer, 2024).
· Job Specification: Strong strategic leadership abilities, superior decision-making capabilities, and familiarity with technological markets are essential for the CEO. High levels of autonomy and strategic control over organisational direction are necessary for this role.
CFO (Chief Financial Officer)
· Job Description: The organisation's financial plan is overseen by the CFO. This includes managing financial planning, budgeting, and making sure that funds promote growth and innovation (Rashid et al., 2024).
· Job Specification: Strong financial knowledge, the capacity to plan strategically, alongside risk management abilities are necessary for the position.
CTO (Chief Technology Officer)
· Job Description: The CTO is in charge of product development teams and the company's technological strategy. In addition, the position includes supervising the organisation's IT infrastructure and making sure that new technologies are adopted.
· Job Specification: Strong technical proficiency, software development leadership experience, and an innovative approach are necessary for the role (Kirby et al., 2022). 
CIO (Chief Innovation Officer)
· Job Description: The CIO is responsible for developing new product concepts and promoting experimentation and research throughout the company. The position supports and fosters an innovation culture (Cheng and Love, 2022).
· Job Specification: The CIO should have exceptional strategic innovation management ability, creativity, and design thinking skills. 
HR Director
· Job Description: The organisation's human capital strategy is created by the HR Director. This refers to developing engagement programs, managing talent acquisition, and enhancing staff retention (Zhang et al., 2023).
· Job Specification: Strong communication skills, leadership potential, and knowledge of HR strategy are necessary for the position. 
R&D Head
· Job Description: The Head of R&D oversees research teams and creates innovative technology solutions. Furthermore, the position supports product development and organises innovation initiatives.
· Job Specification: Strong analytical abilities, prior research management experience, including familiarity with the latest innovations are essential for the role (Eklund, 2022). 

Figure 3: Key Leadership Positions
(Source: Eklund, 2022)
[bookmark: _Toc224902425]5. Integration of Performance Management and Job Design
Job layout and performance management remain closely related and work together to enhance organisational performance. Clear responsibilities as well as meaningful work are assured by effective job design. Employees are more engaged and motivated when they have clear goals, a diversity of skills, and autonomy. Since workers are allowed to experiment with new concepts and enhance procedures, it also promotes creative behaviour (Hernaus et al., 2025). A robust performance management system also guarantees strategic alignment and accountability. Employees can monitor their progress and comprehend organisational goals with the use of systems like OKRs, continuous feedback, as well as 360-degree feedback. Frequent feedback also promotes ongoing education and career advancement.
High-performance work systems (HPWS), that concentrate on enhancing employee competence, motivation, and involvement, are produced when job design and performance management collaborate. The fundamental concepts of strategic human resource management, that place a strong focus on coordinating people management procedures with organisational strategy, provide support to this strategy (Fragoso et al., 2022). Employees feel more appreciated and encouraged as a result, which boosts engagement and fosters greater creativity. Since workers are happier in their positions, these procedures can help lower employee turnover. Long-term organisational growth along with satisfaction among customers could both be boosted by increased motivation and performance.
[bookmark: _Toc224902426]6. Conclusion
Modern HR systems are essential for technology companies to be competitive in rapidly evolving markets. For changing technological workplaces, traditional performance appraisal techniques like yearly reviews are frequently too slow and constrained. Accountability, transparency, including staff development can all be enhanced by putting into practice contemporary techniques like OKRs, 360-degree feedback, and continuous performance monitoring. Additionally, employing the J. Richard Hackman and Greg R. Oldham Job Characteristics Model to redesign employment could improve innovation, autonomy, and skill usage. At Aether Innovations, the integration of job design and performance management enhances customer satisfaction, organisational performance, as well as staff engagement.
[bookmark: _Toc224902427]Part 2 - Reflection 
[bookmark: _Toc224902428]2.1 Learning Journey for Culture of Innovation
[bookmark: _Toc224902429]2.1.1 Description
Important HRM principles like performance management, job design, employee engagement, along with leadership development were covered in this session. Furthermore, the session showed how current HR practices may help organisations increase productivity and creativity. I learned how businesses use systems like goal-setting, ongoing feedback, and staff development to boost performance through readings, lectures, and projects. In addition, I discovered how HR tactics may promote satisfaction among customer and organisational progress (Beldar, 2025). The relationship among people management as well as organisational success served as one of the module's key topics. Such educational opportunities gave me a greater understanding of how businesses may create learning and development strategies that foster employee creativity and a growth mentality.
[bookmark: _Toc224902430]2.1.2 Feelings
I was a little overwhelmed at the start of the lesson because there were so many HR ideas and models to comprehend. But as I kept learning and finishing tasks, I grew more comfortable using these ideas in actual business settings. The subject of performance management along with job design caught my interest since it demonstrated how businesses can inspire workers and develop their abilities. I was also inspired to consider my own education and career advancement (Nurlatifah et al., 2023). The training helped me recognise how crucial lifelong learning is to both professional and personal development. I was inspired to sharpen my leadership as well as communication abilities since I have an interest within business and management.
[bookmark: _Toc224902431]2.1.3 Evaluation
My academic and professional progress greatly benefited from the module. One benefit was that it made it easier for me to comprehend how HR procedures might affect employee engagement, behaviour, and creativity (Rusov, 2023). For instance, understanding about performance management tools like goal-setting and feedback made it easier for me to comprehend how businesses enhance development and accountability. Learning about work design and staff motivation was another enjoyable experience. Such ideas demonstrated to me that when workers feel appreciated and their labour has purpose as they perform better.
Applying theoretical models to actual business scenarios was a hurdle, though. At first, certain HR theories sounded complicated, and it took me some time to grasp how they actually function (Rusov, 2023). Considering this difficulty, I was able to gain a deeper comprehension of the principles by doing case studies and introspective assignments.
[bookmark: _Toc224902432]2.1.4 Analysis
I gained a better understanding of the significance of cultivating a culture of continuous learning alongside a growth mindset due to this module. A growth mindset, according to Carol Dweck, is the conviction that aptitudes may be enhanced by work and education. I came to see how crucial this concept is for both people and organisations (Dutta et al., 2023). Innovative environments have a higher probability to be created by businesses that promote experimentation, learning, and feedback.
I learned from my experience that employee skill development, teamwork, and innovation should be the main goals of learning and development techniques. For instance, companies can use information exchange, coaching, mentoring, and training programs to help people grow (Dutta et al., 2023). Such exercises assist staff members in picking up new abilities and adjusting to market and technological shifts.
I also came to the realisation that cultivating a growth mentality necessitates ongoing self-improvement. It implies actively seeking out new information, being receptive to criticism, and learning from errors (Dutta et al., 2023). I was inspired by the session to consider the way I could progress my career and contribute to creative work settings in the future.
[bookmark: _Toc224902433]2.1.5 Conclusion
I learned from this experience that creating innovative organisations requires the use of effective learning and development methodologies. I gained a better understanding of how HR procedures like performance management, job design, along with employee development may boost productivity and motivation due to this lesson. Additionally, I discovered that cultivating a development mindset is critical to both individual and organisational success (Ekarina and Engliana, 2025). I was able to identify my strengths and places for improvement by thinking back on my educational experience. The entire session offered a solid basis for comprehending how HR tactics might foster innovation and expansion.
[bookmark: _Toc224902434]2.1.6 Action Plan
I intend to keep expanding my leadership and HR management expertise in the future. I am going to concentrate on honing my problem-solving, communication, and strategic thinking abilities. In addition, I want to study scholarly articles, take part in training courses, and gain knowledge from work-related experiences (Agomo, 2025). I will also make an effort to adopt a growth attitude by embracing criticism, growing from setbacks, and consistently honing my abilities. By using this strategy, I think I can help organisations where I work foster an innovative and learning culture.
[bookmark: _Toc224902435]2.2 AI in Job Role
I recognise that it is critical for me to keep developing my abilities and remaining flexible as AI grows more adept at handling many conventional activities. Through concentrating on abilities that AI cannot readily replace, such as critical thinking, creativity, leadership, emotional intelligence, as well as strategic decision-making, I want to remain relevant (Nguyen and Malik, 2022). Such human abilities are crucial for positions requiring interpersonal comprehension, complicated problem solving, and moral judgement.
Furthermore, rather than using AI to replace my work, I intend to use it as a tool. For instance, I may benefit from AI to automate regular jobs, develop ideas, and examine massive volumes of data (Du, 2024). I will be able to save time and concentrate more on communication, creativity, and strategic thinking as a result. I could boost productivity while also making better decisions by integrating AI technologies with my human judgement.
In order to work with AI systems efficiently, I will also keep learning regarding new technologies and honing my digital skills (Jain et al., 2023). I think I can continue to be useful in the workplace while utilising technology to improve rather than replace my performance if I use AI ethically and keep developing my skills.
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