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[bookmark: _Toc224509582]Figure 1: Job Problem-Solution Path
Aether innovations is a fast-growing company involved in technology with a work force of about 300 employees but despite its expansion, the firm is experiencing myriad problems among them being a lack of organisational development, high employee turnover and customer dissatisfaction. This is common in the technological companies with instant scaling without creating effective people management systems. It is thus critical that strategic alignment should also be created between human capital practices and organisational objectives to revive innovation and performance. In the Strategic Human Resource Management profession, integrated HR practices are viewed as an effective source of organisational performance and competitive edge (Armstrong and Taylor, 2023).
Job design and performance management is specifically relevant as a way through which organisations can manipulate employee motivation, productivity and innovation. Modern studies point out that the orthodox systems of performance ratings and strict job designs often do not address the challenges of the dynamic nature of the changes in modern technology companies (Cappelli and Tavis, 2016). This report is a proposal of a comprehensive strategy that will reshape performance management systems as well as job designs in Aether Innovations, provided that the new strategy is implemented as the new Human Capital Consultant. Through implementing the modern performance framework and implementing the evidence-based principles of job design like the Job Characteristics Model, then the organisation will be in a position to develop a high-performance culture that will promote employee engagement, innovation and sustainable growth.




[bookmark: _Toc224561325]2. Current Practices of Performance Appraisal and Job Design in Technology Companies
Technology companies were used to using annual performance reviews, which were based on individual key performance indicators (KPIs). These reviews are normally top-down based evaluations that are performed at least once or twice a year by immediate supervisors. Although these systems offer an organized evaluation, critics claim that they do not represent the flexible and team-oriented aspects of the current digital workplace (Pulakos et al., 2019). The industries that require a rapid evaluation like the technology department, the assessment process will be obsolete within a few years and may not offer a feedback that is timely in the context of innovation and continuous improvement.
Consequently, a lot of technology companies have shifted to performance management systems that are more agile. Examples of frameworks implemented by such companies as Google and Intel include Objectives and Key Results (OKRs), which focus on transparency, quantifiable goals and periodic review of progress (Doerr and Page, 2018). In an equal measure, organisations are adopting 360-Degree Feedback as a means of obtaining ratings among various parties such as peers, subordinates and supervisors. This multi-dimensional feedback method enhances fairness, decreases the biases of the managers and gives a detailed picture of the employee performance (Bracken and Rose, 2011).
Technology companies are shifting to more flexible and skills-oriented job structures and away from fixed job descriptions in terms of job design. According to studies, knowledge workers have a higher intrinsic motivation and innovativeness when they work in a job that is characterised by autonomy, a skill variety and some meaningfulness (Parker, Morgeson and Johns, 2017). These traits are the key focus of the Job Characteristics Model that suggest that enriched jobs result in increased levels of motivation, job satisfaction as well as job performance (Hackman and Oldham, 1976).
But most organisations are unable to incorporate job design well with the performance management systems. Ambiguity of role or lack of engagement may be experienced among employees when performance expectations within organisations are not in relation to job structures and organisational strategy. As such, Aether Innovations needs an integrated strategy to synchronise the roles of the employees, performance goals and organisational objectives.
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[bookmark: _Toc224509583]Figure 2: Traditional vs Modern Performance Appraisal & Job Design Systems in Technology Firms
(Hackman and Oldham, 1976; Bracken and Rose, 2011; Parker, Morgeson and Johns, 2017; Doerr and Page, 2018; Pulakos et al., 2019)
3. [bookmark: _Toc224561327]Proposed Modern Performance Management System
To solve the organisational problems experienced by Aether Innovations, a performance management system that is modern and growth oriented is suggested. The system is made up of a combination between OKRs, 360 degrees feedback and continuous performance conversations to achieve an agile and transparent performance culture.
3.1 [bookmark: _Toc224561328] OKR-Based Goal Alignment
The Objectives and Key Results model should be utilized as the center of the new performance framework. OKRs give organisations the opportunity to formulate bold strategic goals and quantifiable key outcomes that synchronize employee efforts with the goals of a company (Doerr and Page, 2018). The use of OKRs may be structured in an organisational, team and individual level of Aether Innovations to facilitate company strategic alignment.
For example:
	Objective
	Key Result
	Measurement

	Improve product innovation
	Launch three new product features per quarter (Doerr and Page, 2018)
	Product release metrics (Pulakos et al., 2019)

	Increase customer satisfaction
	Achieve customer satisfaction score above 90% (Doerr and Page, 2018)
	Customer feedback surveys (Pulakos et al., 2019)


[bookmark: _Toc224509565]Table 1: Objective and Key Role Job Alignment
The OKR model promotes openness, teamwork and responsibility and provides employees with freedom in deciding how the goals would be accomplished.
3.2 [bookmark: _Toc224561329]360-Degree Feedback
Besides the use of OKRs, Aether Innovations must also implement the 360-Degree Feedback to promote the development of leadership and enhance the accuracy of the evaluation process. Feedback would also be gathered on the supervisors, colleagues, subordinates and self, and a holistic evaluation of performance is achieved (Bracken and Rose, 2011). This strategy works especially well in knowledge-based environments where cross functional teamwork and collaboration is paramount.












3.3 [bookmark: _Toc224561330]Continuous Performance Conversations
Instead of depending only on the annual reviews, performance conversations on a quarterly basis should be adopted. These are deliberations that are aimed at coaching and development and problem solving as opposed to judgement. Constant feedback allows employees to make improvements promptly and promotes the learning and improvement culture (Pulakos et al., 2019).












[bookmark: _Toc224509584]Figure 3: OKR Performance Cycle for Continuous Performance Conversations 
(Doerr and Page, 2018; Pulakos et al., 2019)

4. [bookmark: _Toc224561331][bookmark: _Hlk224470699]Job Analysis and Job Design for Key Roles
Good job design is necessary to maximise employee motivation and innovative work. Job Characteristics Model firmly holds that motivation is affected by five fundamental job characteristics namely skill variety, task identity, task significance, autonomy and feedback (Hackman and Oldham, 1976). Aether Innovations may make employees more engaged and creative with the help of these dimensions offered in job design.





5. [bookmark: _Toc224561332]Job Analysis of Key Leadership Roles
The following table summarises job analysis and proposed specification for six critical leadership positions.

	Role
	Key Responsibilities
	Required Skills
	Innovation Contribution

	CEO
	Strategic leadership, organisational vision, stakeholder relations
	Strategic thinking, leadership, decision-making
	Drives innovation strategy

	CFO
	Financial strategy, budgeting, investment decisions
	Financial expertise, analytical skills
	Supports innovation funding

	CTO
	Technology development, system architecture
	Technical leadership, engineering knowledge
	Leads technological innovation

	CIO
	Innovation strategy, research initiatives
	Creative thinking, strategic innovation
	Develops new ideas and products

	HR Director
	Talent strategy, organisational development
	HR expertise, leadership
	Builds innovation culture

	Head of R&D
	Product research, experimentation
	Scientific expertise, project management
	Creates new technologies


[bookmark: _Toc224509566]Table 2: Job Analysis and Proposed Specification





6. [bookmark: _Toc224561333]Job Design Principles
All the functions must be made as autonomous and strategic as possible. As an illustration, the Chief Innovation Officer ought to be given the mandate of heading cross-functional innovation teams and exploring new technologies. Likewise, the R&D head unit must be involved in joint research through the incorporation of engineering, data science and product development.
[image: ]The job design that is based on skills can also contribute to the organisational flexibility. Focusing on competences instead of predetermined job activities, employees have an opportunity to work on a variety of projects and teams which enhances the exchange of knowledge and creativity (Parker, Morgeson and Johns, 2017).
[bookmark: _Toc224509585]Figure 4: Job Characteristics Model and Its Impact on Employee Motivation and Performance
(Hackman and Oldham, 1976; Parker, Morgeson and Johns, 2017).



7. [bookmark: _Toc224561334]Integration of Performance Management and Job Design
[bookmark: _Toc224509586]Figure 5: Integrated HR Architecture 
Job design and performance management systems should act like part and parcel of the global HR strategy to have sustainable organisational improvement. OKRs and other performance frameworks offer explicit goals and fascinating results and enriched job designs offer the autonomy and resources needed by employees to realize these goals.
As an example, autonomy in job contributes to employees being able to explore new methods of doing things, and OKRs guarantee that the methods are in accordance with organisational strategy. Likewise, 360-degree evaluation will provide feedback that will assist employees to sharpen their skills as well as enhance interdepartmental cooperation.
These systems produce a performance-based culture with the elements of accountability, engagement and lifelong learning when properly incorporated. Studies state that organisations that align HR to strategic goals and objectives make them more productive, have their employees more loyal and dedicated to the company with better customer satisfaction (Armstrong and Taylor, 2023). In the case of Aether Innovations, the integrated approach would enable the organisation to recover innovation, employee turnover and enhance the strength of the organisation in a competitive edge with the technological industry.
8. [bookmark: _Toc224561335]Conclusion
Aether Innovations has serious organisational problems that need effective management of human capital through strategic approach. The current HR strategy that has been presented in this report is a combination of the contemporary efficiency management tools and innovative job design. The organisation can build a transparent and agile performance culture by adopting the use of the OKRs, 360-degree feedback and ongoing performance discussion. At the same time, the implementation of the Job Characteristics Model to the leadership positions boosts the sense of autonomy, ability to use skills and be innovative. Combined with the other systems, these systems bring the performance of employees and the organisational strategy in line to allow Aether Innovations to restock the innovation capability, to strengthen employee engagement and customer satisfaction.


[bookmark: _Toc224561336]Part 2: Reflective Learning and Professional Development

[bookmark: _Toc224509587]Figure 6: Gibbs Reflective Cycle
1. [bookmark: _Toc224561337]Reflective Learning Abstract
Reflection in professional learning allows people to deconstruct experiences by assessing the learning process and knowledge gains and devising ways in which they can be enhanced. The Gibbs Reflective Cycle is among the most popular reflective frameworks as it gives a systematized method with six steps: description, feelings, evaluation, analysis, conclusion and action planning (Gibbs, 1988). Based on this model, in the section, the learning journey during this module is being reflected on and how the acquired knowledge would contribute to creating effective learning and development (L&D) strategies and developing a personal culture of innovation and growth mentality.
2. [bookmark: _Toc224561338]Description
The key concepts regarding the role of the human resource management in the success of the organisation were learnt during this module. The main themes were the performance management systems, employee engagement strategy, organisational culture and innovation-oriented typology. One of the learning outcomes was the knowledge of how integrated HR practices match the performance of employees with organisational goals.
Such frameworks as the performance management systems and job design models revealed the contribution of the organisational practices to employee motivation and productivity. More specifically, job characteristics Model shedding light on the impact of job structures on employee level of motivation aspects of autonomy, skill variety and task meaningfulness (Hackman and Oldham, 1976). Also, the research of current performance management methods helped to understand the importance of constant feedback and aligning goals to enhance organisational effectiveness.
3. [bookmark: _Toc224561339]Feelings
Strategic HR models and organisational theories seemed to be complicated. Analytical efforts were needed to understand various ways that various HR systems relate to organisational culture and performance. As the module advanced however, these concepts were made more understandable and relevant to actual organisational situations.
The achieved understanding of how the HR strategies contribute to the engagement of employees and innovation enhanced the significance of human resource management in a strategic approach. The trust in the application of theoretical models to the actual organisational issues was enhanced through the necessity to favour analysis of case studies and practical examples as well.
4. [bookmark: _Toc224561340]Evaluation
The module offered great learning experiences especially in its discussion of the connection between the theory and a practical aspect. The learning process stimulated critical thinking on the way the HR models work in the complex organisational settings, rather than simply learning about the conceptual knowledge.
As an example, research on strategic HR systems showed that integrated systems like performance management, talent development and organisational culture can affect organisational innovation and productivity (Armstrong and Taylor, 2023). There exists one difficulty though: it was difficult to control the scope of theoretical concepts and also stay focused on the practical use of those ideas. This was to be dealt with through reading and contemplating to ensure that knowledge was being put into practice.
5. [bookmark: _Toc224561341]Analysis
An analytically, the module emphasized the significance of taking out appropriate knowledge and becoming flexible in the contemporary workplace. Digital transformation and rapid technological advancement necessitate organisations to have flexible and innovation-oriented HR policies. The examination of performance management structures and the system of employee development highlighted the necessity of organisational environments that promote the collaboration, innovation and life-long learning.
It is especially applicable to the concept of the growth mindset. In her view, Dweck states that in the growth mindset, people are sure that they can train their abilities with the help of effort and learning (Dweck, 2006). Using this lens in relation to professional development, it is important to note the need to remain to be ever-skilled in the aspect of adapting to a changing organisational environment.
6. [bookmark: _Toc224561342]Conclusion
A reflection on this module shows that HR management needs theoretical understanding and skills of application. The learning process reinforced the knowledge of the impact of integration of HR practices on such outcomes like employee engagement, innovation and performance. It also emphasised on the need to be flexible, think critically and continue learning throughout life as a professional in a vibrant organisational setting.
7. [bookmark: _Toc224561343]Action Plan
To advance in future, variety of measures can facilitate the next step of the professional growth. To begin with, frequent interaction with HR research and practices in the industry will ensure that there is a level of awareness of the new trends in management. Second, enhancing analytical and problem-solving skills will be useful in decision making in complicated organisational situations. Last but not least, it will be possible to seek opportunities to use HR concepts in real-life contexts, which will allow to unite theoretical knowledge with professional competence and facilitate building leadership skills.


8. [bookmark: _Toc224561344]Remaining Relevant in an AI-Driven Workplace
The fast progress in artificial intelligence (AI) is changing industries into automated routine work and improving performance in the organisations. Machine learning and advanced analytics have become the tools that enable people to do the previously human-performing tasks much faster and allow them to make decisions based on data (James Manyika and Kevin Sneader, 2018; World Economic Forum, 2020). Although these increases raise issues related to the displacement of jobs, it also offers the professionals an opportunity to work with AI systems which complements human abilities instead of substituting them.
Professionals who are to stay relevant should learn how to complement AI technologies. Certainly, creativity, critical thinking, emotional intelligence, and strategic judgement are unique human abilities that are hard to be replicated by AI (McAfee and Brynjolfsson, 2017; Davenport and Ronanki, 2018). Hence, people ought to enhance these skills during the process of using AI to enhance efficiency and evidence-based decision-making.
Artificial intelligence can help in human resource management by analysing human resource data, detecting the trends in talent, and enhancing evidence-based decisions. Nevertheless, HR professionals still need to draw conclusions, exercise moral judgement and organisational interpersonal relations (Jiang et al., 2017; Huang and Rust, 2021). This reaffirms the fact that technology literacy has to be coupled with effective leadership and people management capabilities.
The ability to learn and become flexible is also necessary to stay relevant. Through creating digital literacy without neglecting human-centred leadership, professionals will be able to implement AI in a sensible manner. Finally, AI is expected to be perceived as a symbiotic complement to the adaptable work environment in which it should not replace the human experience.
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Traditional vs Modern Performance Appraisal

& Job Design Systems in Technology Firms

Feature Traditional Approach Modern Approach

Annual or biannual top-down
appraisals (Pulakos et al., 2019)

Performance
Reviews

Individual KPlIs (Pulakos et al., 2019)

. Focus
=

Supervisor only (Pulakos et al., 2019)

Feedback
® Sources
a

Rigid, task-focused job descriptions
(Hackman & Oldham, 1976)

Motivation
& Engagement

Extrinsic, reward-focused
(Hackman & Oldham, 1976)

Impact

Lekwa

Slow to respond to change
(Pulakos et al., 2019)

Continuous performance
conversations & quarterly
OKRs (Doerr, 2018)

Team & individual OKRs
aligned with organisational
strategy (Doerr, 2018)

360-Degree Feedback
(peers, subordinates, managers,
self) (Bracken & Rose, 2011)

Flexible, skill-based, enriched
jobs (Parker et al, 2017)

Intrinsic motivation through
meaningful tasks and autonomy

Agile, responsive to
organisational needs. (Doerr, 2018)

Impact on Employees
& Organization

Timely feedback,
promotes learning &
adaptation

Improves collaboration
and strategic alignment

Reduces bias, enhances
fairness and multi-perspective
evaluation

Increases autonomy, skill
variety, and innovation

Higher job satisfaction,
engagement, and creativity

Supports innovation and
continuous improvement

Note: This table is adapted from Pulakos et al. (2019), Doerr (2018), Bracken & Rose (2011), Hackman & Oldham (1976), Parker et al. (2017).
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