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[bookmark: _Toc224741079]Part 1: Option 1: Re-engineering Performance & Job Design
Performance appraisal and job design play a pivotal role in the success of tech companies. As the case study reflected, the fast-growing Aether Innovations is struggling with flat growth, high staff turnover and falling customer satisfaction. Henceforth, an integrated human resource (HR) strategy will be developed to rebuild innovation, engagement and performance at the company. The report focuses on option 1, re-engineering performance and job design to enhance the performance appraisal and address inefficiencies in Aether Innovations. 
[bookmark: _Toc224741080]Current Practices in Performance Appraisal and Job Design Approaches Among Tech Companies 
The technology companies in the contemporary landscape operate in a highly dynamic environment, which requires innovative job design and continuous performance appraisal to motivate employees and satisfy customers. One of the most common performance appraisal practices used in IT companies is continuous feedback and check-in systems. Instead of relying on annual performance appraisal, organisations are integrating continuous feedback systems to emphasise real-time, frequent and development-focused communications between managers and employees (Maganti, 2025). The prime example of this is Adobe, which replaced annual performance reviews and ratings with a less structured approach, called check-in, to support employees' experience and career growth (Adobe, 2026). It improves performance appraisal, employees' motivation and productivity. 
Additionally, tech companies are embracing 360-degree feedback, where employees receive feedback from their supervisors, peers, subordinates and others. As per Judijanto and Mintawati (2025), the 360-degree feedback system is a comprehensive performance appraisal tool that provides a holistic view of employee performance through self-awareness and continuous improvement by evaluating their strengths and areas for improvement. For instance, Google has incorporated a 360-degree feedback system where managers and peers identify employees' strengths, weaknesses and contributions to specific projects that help employees to receive a comprehensive sense of their performance in the organisation (Mischke, 2024). 
Companies have adopted the Objective and Key Results (OKR) performance appraisal system, aligning individual and team goals with the organisation’s objectives through specific and measurable targets. OKR is widely adopted in global technological companies to maximise individual and team productivity and foster collaboration and the organisation’s efficiency (Cholifah and Soeling, 2025). Amazon has implemented OKRs across its diverse operations to ensure that every team’s goal is aligned with company goals while retaining customer satisfaction and responding to challenges (Synergita, 2026). 
The current job design approaches in tech companies have shifted towards agility and flexibility instead of fixed job roles to meet project requirements. Agile approaches prioritise open communication, flexibility and iteration to enhance customers’ satisfaction and organisational growth (Wafa et al., 2022). Spotify is the pioneer of agile job design that organises teams into squads, tribes, chapters and guides, emphasising culture, team autonomy and networked collaboration (Cruth, 2026). Moreover, tech companies leverage cross-functional and project-based roles across departments to enable faster collaboration, innovation and decision-making. Apple has deployed cross-functional roles to improve product innovation and team collaboration (Podolny and Hansen, 2020). Thus, the contemporary job design focuses on flexibility, autonomy and continuous learning and development.
[bookmark: _Toc224741081]Proposed Modern and Growth-focused Performance Appraisal System 
Based on the current practices of performance appraisal in tech companies, a modern and growth-focused performance appraisal system is proposed to Aether Innovations to improve staff motivation, engagement and customer satisfaction. 
OKR System
Aether Innovations should incorporate the OKR performance appraisal system to boost staff motivation and engagement. Wafa and Al-Saadi (2025) opined that OKRs play a positive role in improving workplace collaboration, motivation and career advancement. As per the Goal Setting theory, specific and challenging goals and constructive feedback can enhance an individual's performance to achieve a particular goal (Steegh et al., 2025). Therefore, Aether Innovations should set clear and measurable goals aligned with organisational strategies. These objectives should be monitored regularly through periodic check-ins to improve transparency and employee motivation. 
360-degree Feedback
Apart from this, Aether Innovations should establish a 360-degree feedback system for the performance evaluation of employees. The 360-degree feedback system offers a comprehensive and objective performance review from managers, peers and subordinates that can improve employees' self-awareness and engagement. The 360-degree performance appraisal system reflects the growing recognition of a more comprehensive assessment to improve employees’ performance and organisational commitment (Osman, Opoku and Kyeraa, 2024). According to Herzberg’s two-factor motivational theory, salary, supervisor behaviour, and work policies are hygiene factors while recognition, continuous feedback and career growth opportunities are motivator factors (Peramatzis and Galanakis, 2022). Hence, performance-based reward and recognition and providing comprehensive feedback to support employees’ career growth can foster a culture of continuous learning and development and improve staff motivation in the organisation. 
Continuous Feedback and Performance Management
Aether Innovations should implement a continuous performance management system, moving from the annual performance review to enable real-time evaluations and continuous learning. According to Giamos, Doucet and Léger (2024), continuous performance feedback is paramount for motivating employees and engaging them fully in their work. It allows employees to improve performance and attain performance-related objectives. The Guest Model of HRM argues that HR practices should reflect employee, behavioural and performance outcomes, including employee commitment, flexibility, motivation and productivity (Vulpen, 2026). Therefore, the continuous feedback and performance management system can strengthen employee engagement and motivation to reduce turnover rates and improve customer satisfaction. 
[bookmark: _Toc224741082]Job Analysis and Specifications for Six Key Positions 
Job Analysis Approach
The job analysis approach identifies key tasks, responsibilities, and competencies required for a role. In Aether Innovations, the job analysis approach will be focused on observation, interview and job performance method. It focuses on specific job roles of employees, including communicating with team members, carrying out tasks and responding to challenges. As per the Job Characteristics model (JCM), skill variety, task identity, autonomy, task significance and feedback can improve employees’ psychological states, motivation and job satisfaction (Omar et al., 2022). The skill-based job analysis based on five core job characteristics will help Aether Innovations to increase autonomy, flexibility and enhance the recruitment and selection process.
Job Descriptions and Specifications 
· CEO: The CEO is accountable for overseeing operations across all divisions of an organisation. The role involves managing the organisation's resources, making major operational decisions, promoting a culture of innovation and continuous learning and establishing strategic goals (Indeed, 2026). The job specification of the CEO is to gain an advanced degree in business or management and have strategic, leadership and innovation skills to make complex decisions and drive innovation. 
· CFO: The CFO is responsible for the fiscal health of an organisation. The roles include overseeing the organisation's financial activities, making budgets, meeting revenue goals and evaluating key investment opportunities for the business (Ali, 2025). The CFO must have a professional accounting qualification, strong analytical, finance, innovation and emotional intelligence skills to gain control over financial decision-making and implement financial technologies to gain efficiency. 
· CTO: The CTO leads the technological vision of an organisation, focusing on technology infrastructure, strategy and R&D aligned with the organisation’s goals (Digital Waffle, 2026). At Aether Innovations, the CTO is responsible for leading software development and adopting advanced project management technologies. Based on the JCM and skill-based design models, the CTO should have an advanced degree and experience in technical roles, proven leadership in managing cross-functional teams and providing continuous feedback to improve team performance. 
· CIO: The CIO in Aether Innovations is responsible for managing IT strategy, leading digital transformation and driving innovation in the organisation. The CIO generates and implements new ideas and improves the organisation’s performance (Siddiqui, 2024). The CIO should have a degree in computer science, IT or other fields and expertise in digital transformation. The job design focuses on autonomy, a diverse skillset including management, technical and strategic skills to enhance innovation in the organisation. 
· HR Directors: The HR Director develops and manages HR strategies, aligned with organisational goals, managing recruitment, selection and employee development (Siocon, 2026). At Aether Innovations, the HR Director develops continuous performance management and fosters an innovative and collaborative culture. The degree in HRM and strong knowledge in the strategic HRM field are the main job specifications of the HR Directors. The job characteristics and skills-based design focus on employee autonomy, leadership and communication skills, and improve employee performance. 
· Head of R&D: The R&D Head is responsible for leading the organisational innovation, product development, managing cross-functional teams and managing R&D budgets. The job specifications include an advanced degree in science, engineering or other fields, leadership, strategic thinking and technical expertise to foster experimentation and creativity in the organisation. 
[bookmark: _Toc224741083]Role of Two Systems to Create a Performance-driven Culture 
Performance appraisal and job design systems are interrelated to create a performance-driven culture in Aether Innovations. Based on the Job Demands and Resources (JD-R) theory, Demerouti and Bakker (2023) argued that appropriate job designs and a proactive work environment reshape employees' performance and motivation. The job designs focusing on autonomy, continuous feedback, skill development and task significance can drive employees’ intrinsic motivation and organisational commitment. Performance-based recognition, rewards and 360-degree feedback ensure employees' engagement and job satisfaction, leading to the creation of a performance-driven and innovative organisational culture in Aether Innovations. Therefore, effective performance appraisal and skills-based job design enhance employee motivation and performance in the organisation. 
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[bookmark: _Toc224741085]Learning Journey of the Module
The learning journey of the Human Capital Management module offers me a baseline to design appropriate learning and development (L&D) approaches for myself to cultivate a culture of innovation and a growth mindset within me. Using the six stages of Gibbs reflective cycle, my learning journey is described in the following:
· Description: The human capital management (LCMB7023) module introduced several concepts, theories and frameworks related to human resource management. For example, I engaged with hard and soft HRM models (Michigan, Harvard, Guest models and others), performance management, job analysis approaches and many more that transformed my knowledge from a linear understanding to continuous improvement. I was introduced to the organisational culture theories, performance appraisal strategies, and leadership approaches that are necessary to build a high-performing team in the organisation. 
· Feelings: Initially, I felt overwhelmed with the flow of so many new concepts and theories of HRM, which made me feel stressed. However, after spending time with new concepts, I grasped the ideas and applied them to real-world contexts. While doing so, I noticed that modern organisations are transforming from annual performance reviews to developing a culture of continuous learning and feedback to drive employee motivation and engagement. This made me confident to adopt L&D approaches and cultivate a culture of innovation and a growth mindset within me. 
· Evaluation: From the module, I understood that effective learning and development approaches contribute to nurturing a growth mindset within an employee. Investment in lifelong learning increases flexibility and accessibility to improve employees' performance (Mustafa and Lleshi, 2024). Different L&D approaches, including on-the-job training, peer learning, mentoring and coaching, directly contribute to employees' growth and development. Further, different models learned during the module, including the Guest Model, Harvard Model and Job Characteristics Model, helped me in understanding the importance of autonomy, flexibility, skill variety and task significance to nurture a culture of innovation and growth mindset within me. Continuous performance appraisal and 360-degree feedback systems can improve my growth mindset for skill development in the competitive employability market. 
· Analysis: Throughout the module, I realised the importance of innovation and a growth mindset for my personal and professional development. Growth mindset supports individual learning and growth competency to improve self-efficacy and performance (Lin, Yin and Liu, 2022). Hence, I understood that I should reinforce a process of lifelong learning through continuous upskilling, mentorship, networking and leadership development to foster a culture of innovation and adaptation within me. However, I noticed some gaps in developing a growth mindset and innovation within me. While I understand theoretical concepts, I face challenges in critically evaluating and applying them to real-life challenges. It showcases the gap in my analytical thinking skills. Moreover, I often showcase a fixed mindset with a reluctance to innovate or change. The fear of failure often hinders me from taking innovative steps to resolve a problem. It is a key barrier to developing a growth mindset and innovative culture within me. 
· Conclusion: The module helped me in transforming my knowledge on the growth mindset and culture of innovation. By understanding the concepts of L&D approaches, I realised that I should seek mentorship, networking and upskilling opportunities to cultivate a growth mindset and culture of innovation within me. These will help me in developing necessary skills, including leadership and adaptability and building a successful career in the human resource management field. 
· Action Plan: In order to address the gaps and cultivate a growth mindset and culture of innovation within me, I aim to develop the following action plan.
	Objectives
	Action Plan
	Resources
	Timeframe

	To improve analytical skills for critical evaluation
	Regularly solving crossword puzzles, playing Sudoku and practising data analysis to improve critical thinking
	Gaming platforms, books, and Mentorship opportunity
	3 weeks

	To shift from a fixed mindset towards a growth mindset for improving adaptability and resilience
	Embracing new challenges without the risk of failure, seeking mentorship and upskilling opportunities
	Peer review, mentorship, skill development platforms
	4 weeks


Table 1: Action Plan
(Source: Self-created)
[bookmark: _Toc224741086]Plan for Using AI Tools to Stay Relevant
It is evident that artificial intelligence (AI) has revolutionised the nature of work and redefined job roles in many sectors. On the one side, AI creates numerous opportunities for employers, while on the other side, it leads to job displacement due to automation. The Future of Jobs Report by the World Economic Forum (2025) revealed that shifting trends in global technologies will generate 170 million new jobs by 2030, while displacing 92 million jobs. It highlights the importance of continuous upskilling, including technological skills, flexibility, creative thinking and resilience to address the skill gap and reduce the risk of being replaced by AI automation. 
I plan to leverage AI to assist me in augmenting my work rather than being replaced. By harnessing a growth mindset and lifelong learning, I will improve my technical and soft skills, including creativity, critical thinking, adaptability and emotional intelligence. Moreover, I will use AI in data analysis, identifying market trends and automating routine tasks. It will allow me to concentrate on high-stakes tasks that require analytical thinking and problem-solving. I will leverage GenAI tools like ChatGPT, Gemini or Claude that will assist me in data-driven decision-making and improving my performance efficiency. 
Additionally, I will enhance my AI awareness and digital literacy to utilise AI tools ethically and responsibly in the organisational context. Algorithm bias is a major concern in using AI tools in the decision-making process (Pramod, 2025). Therefore, digital literacy on ethical AI principles and responsible AI usage can improve human-machine interaction and collaboration in the organisation. Hence, I will develop AI literacy, build collaboration and ensure responsible AI use that can assist me in becoming an ethical professional in my professional field. 
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