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Executive Summary 

This report is a comprehensive HR plan of Aether Innovations, a mid-sized tech company of mid-size, with high employee turnover, stagnant growth, and decreased customer satisfaction issues. It is a critical assessment of existing weaknesses in performance management and job design, and the suggestion of a contemporary system that would integrate Objectives and Key Results (OKRs), 360-degree feedback, and continuous performance management. As well, job positions are reorganised in accordance with the Job Characteristics Model to increase motivation, autonomy, and innovation. These practices will be combined so that employee engagement will be enhanced, individual and organisational goals will be aligned, and sustainable organisational performance will be promoted. The report also produces learning outcomes, future relevance in a workplace that is being AI-driven.	
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[bookmark: _dgwrbq7rizxi][bookmark: _Toc224810103]Part 1: Report 
[bookmark: _p86s2cosfe16][bookmark: _Toc224810104]1. Introduction
Aether Innovations is a mid-sized technology company with around 300 employees, and it is presently experiencing serious organisational issues, such as excessive employee attrition, sluggish growth, and decreased customer satisfaction (Aether, 2025). These problems suggest the existence of efficiency loopholes in its human resource practices, especially in performance management and job design. Ineffective appraisal systems and role definitions in high-technological culture may act as a serious impediment to innovations and the motivation of employees. Through this report, the challenges are expected to be solved by re-engineering job roles to boost organisational performance and productivity, alongside the redesign of the performance management system in a way that will encourage motivation and overall organisational performance. The targeted strategy aims at aligning the personal performance with the organisation's objectives to ensure high performance culture is sustainable.
[bookmark: _ojif6licnxts][bookmark: _Toc224810105]2. Current Practices
[bookmark: _128t55r7yp0][bookmark: _Toc224810106]2.1 Performance Appraisal Issues
Modern technology companies have been finding themselves with constraints in respect to the old performance appraisal systems, especially the annual review systems, which are ineffective in reflecting on the contributions of the employees in real time. According to recent industry evidence, there has been an increasingly disproportionate employee performance rating to actual performance. As an example, cases of performance-based layoffs in leading companies showed that workers who are now declared underperformers were given good performance ratings (Herzlich, 2025). These practices deter trust, perceived fairness and engagement with employees.
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Figure 1: Performance Management Processes
(Source: Deloitte, 2025)
In addition, the lack of continuous feedback mechanisms is also a major problem. Recent HR intelligence shows that most organisations are failing to align their performance management with the changing working environments because old systems lack the ability to cater to the agile and innovation-based sectors. This above figure shows that there is a wide gap, and even though 65% of organisations identify the need to reform performance management, only 6% have made any meaningful improvement (Deloitte, 2025). This serves to depict the ineffectiveness of performance management implementation and outdated appraisal practices. These problems also seem to increase productivity reduction and dissatisfaction among the employees in the situation of Aether Innovations, supporting the pattern of turnover.
[bookmark: _ngy8bqcoj6pl][bookmark: _Toc224810107]2.2 Job Design Issues
Simultaneously, job design in most of the technology organisations is not sufficiently geared towards emerging employee demands. Staff want to be given autonomy, meaningful work, and a chance to utilise their skills, but strict and ill-organised jobs tend to disappoint. According to Smite et al. (2023), after the pandemic, the work changes have changed the priorities of employees greatly, and they want to be recognised, gain flexibility, and have purposeful work. Moreover, swift digitalisation and the implementation of AI have brought ambiguity in roles and the lack of proper skills to jobs, which has exacerbated dissatisfaction. Through evidence, it has been found that low-quality job structuring is the cause of burnout, disengagement and higher turnover in the software-related jobs (Ribeiro, 2022). In the case of Aether Innovations, such shortcomings are likely to limit the ability to innovate and the adaptability of the organisation, which eventually impacts customer satisfaction and long-term growth.
[bookmark: _gtoa6xfsfqrn][bookmark: _Toc224810108]3. Modern Performance System
In order to resolve the limitations found in Aether Innovations, a contemporary performance management platform combining Objectives and Key Results (OKRs), 360-degree reviews, and endless performance control is suggested to create a greater level of alignment, equity, and responsiveness.
[bookmark: _n316xbb3e2jf][bookmark: _Toc224810109]3.1 Objectives And Key Results (Okrs)
OKRs offer a goal-setting structure that can ensure impersonal performance and organisational goals are aligned based on well-defined and attainable results (Zierock et al. 2024). Each goal is justified by 3-5 measurable key outcomes, which allow for monitoring the progress and responsibility on a regular basis. Empirical studies have proven that organisations that use OKRs record much greater levels of engagement and performance outcomes. Allowing goal harmony between employees and leaders will reduce work absenteeism in businesses by 41% and increase customer satisfaction by 24%, among other good outcomes (Magali Cicujano, 2025). This is concurrent with the Goal-Setting Theory by Locke and Latham, which focuses on the fact that particular and difficult goals improve motivation and performance. In the case of Aether Innovations, the use of OKRs would make employees have a clear focus on expectations, hence creating less ambiguity and enhancing productivity.
[bookmark: _dwop9snob9du][bookmark: _Toc224810110]3.2 360-Degree Feedback
The introduction of the 360-degree feedback results in a multi-source assessment tool, where the feedback provided by peers, managers, and subordinates is used. This minimises the bias of the evaluators and increases the reliability of the performance evaluation. Theoretically, the performance management model specifies priority on equity, quality of feedback, and staff growth to enhance the results in terms of performance (Aguinis and Burgi-Tian, 2021). With the inclusion of other points of view, Aether Innovations can help facilitate transparency and foster trust and encourage the constant development of its employees, which will address the dissatisfaction mentioned above.
[bookmark: _wakecp20lij9][bookmark: _Toc224810111]3.3 Continuous Performance Management
Existing traditional annual reviews are substituted with ongoing and real-time input as well as agile performance dialogues. According to Bristol-Alagbariya et al. (2022), implementing continuous feedback mechanisms in performance management systems helps positive behaviour change and better outcomes. Similarly, the performance challenges can be handled before arising, which allows flexibility in the dynamism of the technology setting. In the case of Aether Innovations, responsiveness, innovation, or agility of the organisation as a whole would be improved through continuous performance management.
[bookmark: _sa44is29d2kl][bookmark: _Toc224810112]4. Job Design & Job Analysis
[bookmark: _8y0igy9gfz18][bookmark: _Toc224810113]4.1 Job Characteristics Model
Job roles can be redesigned based on the Job Characteristics Model (JCM) by Hackman and Oldham to improve the motivation and performance of employees at Aether Innovations. The model determines five fundamentals: skill variety, task identity, task significance, autonomy, and feedback, which altogether contribute to intrinsic motivation and job satisfaction (Ullah et al. 2022).
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Figure 2: Job Characteristics Model
(Source: Self-developed)
The variety in the skills used by the employees will ease the workload, make it less monotonous, and enhance the level of involvement. Task identity and task significance allow employees to view the meaningfulness of their work, which has been observed to increase their organisational commitment. Knowledge-intensive industries demand significant independence in employees, which makes them innovate and be accountable as autonomous staff. Lastly, constant feedback will enable employees to know their performance and improve as soon as possible. The empirical studies have confirmed that enriched job design is a significant factor in making a difference in the performance of an individual and an organisation (Knight and Parker, 2021). Application of JCM in the case of Aether Innovations would deal directly with disengagement and poor innovation by designing meaningful yet empowering roles.
[bookmark: _k2rsnzneja9z][bookmark: _Toc224810114]4.2 Job Analysis
Job analysis is a structured process of defining the role, duties, responsibilities and needs; it forms the basis of proper HR practices, including recruitment, job training and performance appraisal. Khatoon et al. (2025) stated that in organisations that are technology-focused and roles change very quickly, proper job analysis is necessary to facilitate a match between the needs of organisations and the ability of employees. Role ambiguity and inefficiencies are caused by poorly defined roles, especially in the digital context. In the case of Aether Innovations, a thorough job analysis would help the organisation establish clear expectations, eliminate duplication, and also to make sure that employee skills are neither too little nor too much. This is especially significant in the face of the current high turnover and dwindling performance experienced in the firm.
[bookmark: _54c3p8k1va8o][bookmark: _Toc224810115]4.3 Job Descriptions And Specifications
	Role
	Key Responsibilities
	Skills
	Autonomy

	CEO
	Strategic direction, organisational leadership
	Vision, decision-making, leadership
	High

	CFO
	Financial planning, risk management
	Financial analysis, strategic thinking
	High

	CTO
	Technology strategy, system innovation
	Technical expertise, problem-solving
	High

	CIO
	Innovation leadership, digital transformation
	Creativity, change management
	High

	HR Director
	Talent strategy, employee engagement
	HR expertise, communication
	Medium

	Head of R&D
	Product development, research leadership
	Innovation, analytical skills
	High


Table 1: Job Descriptions And Specifications
(Source: Self-developed)
[bookmark: _ji3757oq4lp6][bookmark: _Toc224810116]4.4 Skills-Based Job Design
Besides role redesign, skills-based job design can be adopted that helps employees to acquire and utilise several competencies in various functions. It improves workforce flexibility, the desire to engage in ongoing learning, and flexibility in dynamic settings (Zhang et al. 2025). In the case of Aether innovations, this would ease the skills disengagement, encourage innovation, and overall long-term organisational robustness.
[bookmark: _8ikzurrr7pfu][bookmark: _Toc224810117]5. Integration: Aligning Performance And Job Design
Implementation of the modern performance management system in conjunction with enhanced job design is essential in the formation of a sustainable performance-based culture at Aether Innovations. By harnessing the deployment of OKRs, the employees are working under transparent, quantifiable achievements that are replaced by the organisational strategy, whereas 360-degree feedback promotes balance and developmental acumen (Shetye, 2025). At the same time, the use of the Job Characteristics Model boosts the power of intrinsic motivation through augmenting autonomy, skill diversity, and assertiveness of work (Cotič et al. 2025).
When used together, these systems form a positive feed-forward loop where the performance is guided by distinctly set goals and the functions are established in such a way that the employees can easily attain the set goals. According to Hamraaia (2024), HR practices match greatly with the outcomes of employee engagement, innovation and organisational performance. In the case of Aether Innovations, this combination would respond directly to the existing challenges through the increase in motivation, turnover level, and customer satisfaction. Finally, performance management and richer job design have a harmonised system that facilitates continuous improvement and organisational efficiency in the long term.
[bookmark: _wlznrddrh9bk][bookmark: _Toc224810118]6. Conclusion
Aether Innovations has critical challenges, namely high employee turnover, lack of growth, and depreciating customer satisfaction, and this is mainly due to inefficient performance management and job design. In this report, the combination of an integrated HR strategy with the use of OKRs, 360-degree feedback, and enriched job roles according to the Job Characteristics Model was proposed. Together, these interventions lead to greater alignment, motivation, and innovation, which ultimately increase the performance of organisations, increase employee engagement and enable businesses to endure in the long-term.

[bookmark: _54sq7629xhhh][bookmark: _Toc224810119]Part 2: Reflection
[bookmark: _l5ib15xa9yd9][bookmark: _Toc224810120]1. Gibbs reflective cycle
Description
This module of human capital management has offered me in-depth insights into the major HR concepts, such as HR strategy, performance management and job design. The learning process has been designed based on a synthesis of theoretical framework and case applications that allowed exploring real organisational issues in the real world. Such topics as performance appraisal schemes, employee motivation and strategic HR alignment were analysed in detail. Practical scenario and the case of Aether innovative provided an opportunity to outline the theoretical models into practical context of business, and hence the paper strengthened the comprehension of how HR practices affect the results of organisations.
Feelings
In the first half of the module, I found the topic highly difficult and complicated, mainly because of the combination of various HR theories and their application to actual organisational challenges. Performance management systems and job design are some of the concepts that were initially abstract and seemed very hard to implement. However, as the course went on, I got more confident because I gained a better idea of how these concepts come together in the field. I started to value the significance of HR and the role that proper people management can play in organisational success, and this greatly increased my interest in the topic.
Evaluation
The practical application was among the strengths of this module. The real-world case studies corroborated the gap between theory and practice, enabling me to learn how HR strategies would be applied to the organisational context. Additionally, such learning models as the Job Characteristics Model and the latest performance management models were helpful in analysing business issues. Nonetheless, there were also difficulties presented in the module. The assessment of the theoretical concepts was vital to be applied not descriptively but critically, which needed a higher level of thought and analysis. 
Analysis
This module has improved my insight considerably about the strategic role of HR in driving organisational performance. It is also obvious that HR practices are not just administrative activities but are important factors that determine the motivation of employees, their performance and innovation. An example of this is the Job Characteristics Model, which shows how autonomy, skill variety, and feedback are some of the elements that allow employees to be intrinsically motivated and enhance their job performance (Zhao et al. 2024).
Shawn et al. (2023) revealed that effective performance management systems, including continual feedback and goal alignment, would help employees to a greater degree. The studies also suggest that organisations where HR practices are well integrated record advanced degrees of innovation and overall performance (Gahan et al. 2021). On the contrary, incompetent HR systems may result in disengagement, low productivity, and high turnover because employees might feel undervalued or not offered their roles. This shows the relevance of ensuring that the HR strategies are aligned to the organisational objectives. The enhancement of job design and performance management brings about a synergistic effect where motivational employees are in a better position to meet organisational objectives. 
Conclusion
Comprehensively, this module has altered my perception of HR from a conventional administrative to a strategic tool of organisational success. Another lesson that I have gained is that employees are an important organisational resource and their performance is closely correlated to good HR practices. The need to incorporate performance management systems and job design has become specifically critical, as gearing will improve motivation, engagement, and productivity. 
Action Plan
In the future, I will continue learning and acquiring new skills in the field of human resource management to improve my professional competencies. I plan to have an ongoing learning process through taking courses on advanced HR and management. I will also read academic journals often to keep up with the current trends and research. I am also hoping to develop my analytical and strategic thought skills by using theoretical concepts in practical scenarios, i.e. case studies and internships. 
[bookmark: _8dr5t8k0r8g1][bookmark: _Toc224810121]2. AI and Future Professional Relevance
Included among the fields where the nature of work is being radically altered by the rising introduction of artificial intelligence (AI) is the area of human resource management. The routine processes of the recruitment process, such as filtering of resumes, screening of candidates, and analysing their data, are becoming more and more automated by using AI technologies, which contributes to better efficiency and decreased workload. Also, chatbots supported by AI are being deployed to address questions of employees and go through HR procedures. As inspired from the ideas of Olan et al. (2022), AI reduces organisational productivity because it allows making decisions quicker and more based on facts. Nonetheless, this change also has issues with job displacement and changing skills in organisations.
The key to staying relevant in a work environment dominated by AI requires the abilities that cannot be automated by machines to be learned. These are critical thinking, creativity, emotional intelligence and complex decision making. These are essential human-centred capabilities of interpreting data, people management and innovation. Moreover, the ability to learn continuously and be adaptable would also be vital in adopting the changes in technology and the shift of job descriptions (Sony and Mekoth, 2022). Thus, the creation of these competencies will be essential towards becoming career-relevant in the long term.
Though AI has a great number of benefits, the system should be considered not as a replacement for human ability but as a form of it. I would like to use AI to assist in research, data analysis, and the enhancement of efficiency in regular processes. Nevertheless, I will make sure that such vital parts of work as strategic decision-making, solving problems, and creativity will be left to humans. It could be that over-dependence on AI would impair critical thinking and creativity. 
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