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[bookmark: _Toc224898865]Introduction 
This report is a critical analysis of performance appraisal and job design in the technology industry with reference to the enhancement of organisational efficiency in Aether Innovations. It offers an evidence-based strategy of strategic improvement of employee engagement, performance, innovation and long-term organisational sustainability by combining modern frameworks, including the OKRs, 360-degree feedback, and Job Characteristics Model.
[bookmark: _Toc224898866]PART 1 – OPTION 1: RE-ENGINEERING PERFORMANCE & JOB DESIGN
[bookmark: _Toc224898867]1. Current Performance Appraisal & Job Design Practices in the Tech Sector
The technology industry has been defined as one that has fast cycles of innovation, stiff competition and high dependency on human capital. In recent years, tech organisations began to lose interest in traditional annual performance appraisal models and realised the insufficiency of these methods in dynamic and knowledge-intensive organisations (Pearson, 2026). Lund et al., (2023) indicates that 78% of organisations in the world have created industry specific performance management systems that are customised to the industry demands, an accelerating shift in the direction of inflexible, one-fit-all systems.
In the technological firms, performance appraisal has changed significantly. Annual reviews, which were predominant, could be used by 82 per cent of companies in 2016 but it was only 54 per cent in 2019 (Smith, 2025). Instead, perpetual feedback systems and agile goal-setting models, namely, Objectives and Key Results (OKRs), have become decisively popular. Studies show that 75 percent of multinational corporations currently use systems based on OKRs (Psicosmart, 2024), which are in line with the principles of the iterative and sprint-driven development of technology products.
The technological sector does the same with job design, which is autonomy-focused and skills-based. According to the Society for Human Resource management (SHRM), the average cost of replacing a departing employee will be of 50 60 percent of his annual salary and that is why the soundness of the job design and performance frameworks is considered to be strategic (Alias et al.,, 2024). On the tech industry in particular, the average employee tenure constitutes only 23 years, which is much lower in comparison with the cross-industry average of 4.1 years (Bureau of Labour Statistics, 2024) meaning that there are underlying susceptibilities that a bad job design and insufficient performance management systems only worsen. 
[bookmark: _Toc224898868]2. Proposed Modern Performance Appraisal System: OKRs Integrated with 360-Degree Feedback
This report suggests an interim performance management system to be implemented in Aether Innovations that combines the application of OKRs and 360-degree multisource feedback. This model cuts two sides of the coin having a goal-setting alignment as well as feedback on holistic development which cannot work alone without the other.
Popularised by Greg Bettley in his article on Google, the systems of OKRs are founded on the basis of ambitious goals with 3-5 key results that are measurable at the end of the cycle (Doerr, 2018). The studies have shown that organisations that use OKRs regularly in each cycle yield an 8.5 per cent sales performance improvement, whereas only 3 per cent of organisations that not using the tool frequently see this improvement (Mooncamp, 2022). At Google, the use of OKR has led to a 32-percent engagement growth and a 29-percent performance score growth of teams (Psicosmart, 2024). The turn towards this institutional commitment to the framework is indicated by the global OKR software market which is already valued at USD 1.22 billion in 2023 and is expected to grow to USD 3.80 billion in 2032 with a CAGR of 13.47% (Global Growth Insights, 2024).
In the case of Aether Innovations, the use of OKRs in the organisation should occur on three levels, including organisational level (established by the CEO), departmental level (established by C-suite and Heads), and individual one (established by team members and managers). An aspirational norm of 0.60-3.7 achievement aligned with Google's standard is a deterrent of the aspiration, but not a reasonable failure, (Tably, 2023). The weekly cheque-ins have to be in place to supplement the OKR cycle, since the research confirms that 85% of the employees indicate that they are more engaged when there are regular interactions between the manager and the employees (Smith, 2025).
The 360-degree feedback system has been used to complement OKRs with the multi-dimensional behavioural and competency measurement. There are data that 360-degree feedback introduction increases the employee performance metrics by about 15% (Khan et al., 2024). There are also better distributive, procedural, and interactional justice perceptions in organisations with the use of 360-degree systems (Espinilla et al., 2013) to gain the psychological safety that the recoverability of the innovation capacity of Aether Innovations requires.
The OKR-360 model conglomerate ought to run on a quarterly frequency. The accountability of goals would be promoted with the help of OKRs; the leadership behaviours, the quality of collaboration, and the developmental growth would be evaluated with the help of the bi-annual 360-degree reviews (PeopleFluent, 2024).
[bookmark: _Toc224898869]3. Job Analysis: Proposed Job Descriptions & Specifications for Six Key Roles
Based on the Hackman and Oldham (1976) Job Characteristics Model (JCM), the job roles in Aether Innovations will be redesigned to achieve the highest measure of Motivating Potential Score (MPS), which is calculated as: MPS = [(Skill Variety + Task Identity + Task Significance)/3) × Autonomy × Feedback]. This equation shows that the two key drivers of intrinsic motivation are autonomy and feedback (Hackman and Oldham, 1976; Toolshero, 2025). 
Table 1: Proposed Job Descriptions and Specifications for Six Key Roles at Aether Innovations
	Role
	Core Responsibilities (Job Description)
	Key Competencies & Qualifications (Job Specification)
	JCM Design Focus

	CEO
	Set organisations direction, implementation of strategy, engagement with stakeholders
	MBA/PhD Business or Technology; 15+ yrs of top leadership roles
	Significance of the High Task; Autonomy Higher 

	CFO
	Manage financial plan, risk, capital, and be consistent 
	CA/CPA/MBA Finance; 12 plus years of financial leadership experience
	End to end financial reporting intercollegiality

	CTO
	Information technology infrastructure; 
	MSc/PhD/Computer Science/Engineering
	Skill Variety High; Tech stack Autonomy

	CIO*
	Become an innovation powerhouse; champion intrapreneurship program
	MSc Innovation/Business; 10+ yrs; design thinking
	Significance of the task is high 

	HR Director
	HR strategy development and implementation
	Level 7/ New Stage (MA) HRM; 10 or more years; evidence-based HR
	Skill Variability (strategic + operational)

	Head of R&D
	Develop Lead product; have R & D pipelines; 
	PhD in relevant discipline; 10+ yrs applied researc
	High dealing with Skill Variety and Autonomy


(Source: self-created)
The job of the CIO will focus on the importance of the tasks by making direct contributions to the innovation recovery at Aether Innovations (Humaans, 2025). This is achievable by balancing out the disengagement in each role that leads to Aether Innovations having a turnover rate, which is estimated to range between 50% and 200% of the yearly salary of the leaving employee (Culture Amp, 2024).
[bookmark: _Toc224898870]4. Connecting Performance Appraisal and Job Design: A Performance-Driven Culture
The combination of the OKR-360 appraisal system and the roles which are being redesigned by the JCM is not only additive but also synergistic. Job design is used to define what people do and how significant they feel about their work, performance appraisal is used to define how their input is clearly identified, evolved and strategically guided. 
Table 2: Integration Framework – JCM Job Design Dimensions Mapped to OKR-360 Performance Cycle
	JCM Dimension
	Integration Point in OKR-360 System
	Expected Outcome at Aether Innovations

	Skill Variety
	OKRs that involve interfunctional outputs (e.g., working together with the CTO and the Head of the R&D)
	Less monotony in the roles; increased involvement by 40 per cent (Pop.work, 2023)

	Task Identity
	Full-cycle ownership (start→ measurable outcome) is determined by the OKR key results.
	Better transparency; the turnovering can be reduced by 31 percent (Smith, 2025).

	Task Significance
	360-feedback is a clear statement of stakeholder impact of roles.
	Increased sense of purpose; increased score of customer satisfaction.

	Autonomy
	Self-setting process of quarterly OKR; key results are self-defined by the employees.
	Uplift;29% step up on performance (Psicosmart, 2024)

	Feedback
	Weekly check-ins, bi-annual 360, based on AI powered performance dashboards.
	85% engagement improvement (Smith, 2025); real-time learning


(Source: self-created)
More importantly, it is important not to undervalue the cultural aspect of this integration. According to a 2024 report by Gallop, unhealthy workplace culture and engagement are found to contribute 37% of employee turnover, much higher than pay and benefits (11), which is among the reasons for turnover (Gallup, 2024). The findings presented in a study by Mooncamp (2022) justify the fact that most thriving organisations that adopt OKRs have 28% more intense communication, consisting of the frequency of check-in and the amount of feedback.
This cultural change is based on continuous feedback processes rather than episodic appraisals. Firms that use continuous feedback see their employee engagement rate increase by 40 percent and overall company performance increase by 26 percent than companies that use periodic reviews (Pop.work, 2023). 
Moreover, the skills-based design, when positions are created based on groups of competencies instead of occupation heights, makes sure that the Aether Innovations will find it easy to react agility to technological changes. According to the 2023 Work in America Survey conducted by the APA, 91% of all employees identify work in companies that provide advancement and learning as being somewhat or very important (APA, 2023). 
The evidence-based and aspirational OKR goal of the HR Director to decrease staff turnover by 15 percent in two cycles is realistic. According to Mercer (2024) statistics, there is a turnover of 8.2% in the tech sector of the United States, and 25% of companies reported having turnover rates of nearly 12%. Extensive retention practises - based on the performance culture and role enrichment - are linked to 87 percentage points retention rates and reduced recruitment costs by 67 percent (Alias et al., 2024). 
To sum up, the solution provided by Option 1 gives Aether Innovations a consistent theoretically-based approach. The OKR-360 performance management system brings with it transparency, agility and rigour in development. The six major roles reformulated by JCM using their new job description profiles enhance motivation with systematic enrichment.
Collectively, such systems bring a performance based culture whereby strategic objectives are cascaded successfully, personal effort is fully valued and the organisation attains the human capital capacity to regain innovation and minimise turnover as well as reestablish customer satisfaction.
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[bookmark: _Toc224898872]5. Learning Journey Reflection: Applying Gibbs' Reflective Cycle
The reflection below utilises the Reflective Cycle of Gibbs (1988) the model is based on six stages: description, feelings, evaluation, analysis, conclusions, and action planning to critically analyse the learning experience in the Human Capital Management module and its consequences on personal and professional growth.
Description. The module presented a plethora of theories and frameworks of HRM, including the performance management system, job design models, talent ecosystems, and people analytics. The recourse to Hackman and Oldham (1976) JCM, Doerr (2018) OKR model, and recent studies in the HRM area allowed developing critical and evidence-based views on people strategy. This report on re-engineering performance and job design of a hypothetical technology company allowed the usefulness of these theoretical tools to be put into practise.
Feelings. The learning experience was cerebral and also defied preconceptions regarding performance management. On the one hand, when it came to performance improvement, it was assumed that the best intervention would be structural ones, namely, improved systems and clearer KPIs. Interventions with Gallup (2024) and Smith (2025) data revealed that the culture, engagement, and psychological safety were the highest considerations compared to the use of solely mechanical performance tools. T
Evaluation: The module came in handy to develop systematic HRM knowledge. Nevertheless, such extensive and cumbersome accumulation of theories first imparted analytical discontinuity as the challenge in integrating Herzberg (1966) motivation-hygiene theory with the dynamics of OKR though very difficult in application - or in efforts to reconcile the principles of autonomy as manufactured by Hackman and Oldham (1976) with the realities of organisational stratification. 
Analysis: The module has brought about the idea that Learning and Development (L&D) should be an ongoing and dynamic concept that is placed against a certain setting. The APA (2023) statistics that 91% of employees value growth opportunity personally: the desire to become a student of this MBA is an act of self-development growth per se - which agrees with the definition that Hackman and Oldham (1976) attribute to high growth need strength. 
With Dweck (2006) definition of culture of innovation and growth mindset, the practitioner must perceive the challenge, continue persevering after failure and accept constructive feedback as educational information but not as appraisal. In personal L&D, it means dedicating one to self-guided learning in the domains of the recent relevance of HRM: people analytics, AI-enhanced HR solutions, and cross-cultural HRM within globalised technological contexts.
Action Planning: n order to nurture the culture of innovation and growth thinking in a tangible way, three personal development goals are identified: (1) Achieve CIPD Level 7 accreditation within the upcoming 18 months to enhance professional qualification in the area of HRM; (2) Read peer-reviewed journals on HRM (e.g., Human Resource Management Journal, Journal of Applied Psychology) every 3 months to keep their knowledge up to date; and (3) Train into HR analytics solutions (Workday or SAP SuccessFactors) in an attempt These undertakings are copies of the competency-based, lifelong learning structure entrenched in the role description that will be put forward to the HR Director of Aether Innovations - a deliberate adaptation between the prescriptive and the reflexive.
[bookmark: _Toc224898873]6. Relevance in the Age of AI: Human Distinctiveness and Augmentation
AI is changing the environment of the workplace in the professional field more rapidly than ever before. According to Lund et al., (2021), 30% of the world working hours might be roboticized by 2030, knowledge-intensive industries, in particular, the HR, will be impacted. To HRM professionals, AI poses a threat of displacement and an opportunity of augmentation. It does not matter whether AI will revolutionise HR, but how professionals can make sure they are not a burden.
Pattern recognition domain AI metrics AIs are very good at such pattern-recognition tasks: screening resumes, predicting risk of attrition, generating performance dashboards, and automating payroll analytics. These are tasks, which AI executes quicker and using larger pitfalls and consistency than any single professional. In this regard, it is tactical naivety trying to compete with AI in the routine data-processing activities. Value on the part of the practitioner needs to be redefined to areas that AI would be unable to decisively serve.
The intelligence that is unique to humans is in relational intelligence, ethical judgement, and contextual empathy, as well as, creative strategy. Creating the culture of OKR at Aether Innovations that would actually transform human behaviour cannot be achieved through the algorithmic intervention only; this would involve the presence of leaders, confidence building, convincing messages, and demeanour to the organisational politics. Likewise, the 360-degree feedback dialogues that apply development-wise must be humanised: the ability to read the emotional signals that are ambiguous, the capacity to cope with the interpersonal relationships, and inspire people in the time of their own weaknesses.
The above-described professional development plan includes CIPD accreditation, evidence-based research literacy, and HR analytics proficiency; therefore, this plan will qualify the practitioner as a force-multiplying component instead of a replacement of AI. This process of coming to master AI-enhanced HR devices ensures that the practitioner is able to critically apply AI results, place algorithmic suggestions in human and organisational contexts, and make strategic decisions beyond those AI can generate. It is also proved by the fact that organisations that apply AI technology in performance management are twice as likely to be better in this field (PeopleFluent, 2024) yet, human practitioners are those who will work the AI knowledge into the organisational culture change. In conclusion, to stay relevant in the future of AI enhancement, it is necessary to develop what is unfakeable by AI: wisdom, judgement and genuine human leadership.
[bookmark: _Toc224898874]Conclusion  
Finally, integrating performance appraisal systems with enhanced job design develops an organisation of performance-oriented culture. In the case of Aether Innovations, this strategy will have a viable avenue through which the company can cut down on its turnover and enhance its innovation capability and realisation of sustainable competitive advantage in the technological market.
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