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Part A - Re-Engineering Performance & Job Design
[bookmark: _Toc223964875]Introduction
Human capital is among the crucial strategic resources to sustain innovation, productivity and competitive edge in knowledge-based industries such as technology. Technological businesses are in need of high level trained workers like engineers, developers and researchers whose services are needed to compel the business to grow and develop products. Consequently, organisations ought to adopt Strategic Human Resource Management (SHRM) practices that do not only strike a balance between human resource policies and the wider organisational aspirations. SHRM aims at aligning HR systems including performance management, job design and talent development with the strategic business outputs in order to facilitate the organisational effectiveness (Armstrong, 2023). However, some of the emerging technology companies are victim to ineffective human resource processes that cannot support innovation and employee engagement. Weaknesses in performance management and job design can be identified at Aether Innovations, as the current firm is undergoing flat organisational development with the growing number of staff turnover and deteriorating customer satisfaction.
[bookmark: _Toc223964876]Current Performance Appraisal Practices in Technology Firms
[bookmark: _Toc223964877]Move Away from Traditional Performance Reviews
In the past, organisations used annual performance appraisal systems in which the performance of employees was appraised once a year in relation to set goals. Nevertheless, this method has come under increased criticism in rapid-paced industries like technology since it emphasises retrospective assessments as opposed to continuous improvement. Technology companies work within environments with high rates of innovation, rapid project development and cross-functional teamwork; hence yearly reviews prove to be ineffective in keeping up with dynamic employee input and in giving feedback on employee growth. Therefore, many organisations have substituted traditional appraisal methods with continuous performance management that underlines frequent feedback, goal tracking and regular coaching dialogues (Cappelli and Tavis, 2016).
The move towards continuous performance management is not just theoretical but is also common throughout major technology organisations. For example, Adobe scrapped annual performance reviews in 2012 and adopted a "Check-In" framework, meaning that managers and employees should have regular performance discussions about expectations, feedback and career development. This system greatly enhanced engagement levels and decreased voluntary employee turnover in the organisation (Cappelli and Tavis, 2016). In the same kind of vein, other companies such as Microsoft and Deloitte have reformulated their performance management systems to concentrate on more frequent feedback and collective goal-setting measures rather than yearly ratings.
[bookmark: _Toc223964878]Objectives and Key Results (OKR)
One more typical feature of modern performance management in technological companies is the widespread use of Objectives and Key Results (OKR) model. It was Andrew Grove who pioneered the OKR system at Intel, linking organisational strategy to individual performance with clear objectives and key results that are measurable (Grove, 1983). This framework became known internationally after Google used OKRs to coordinate strategic priorities through thousands of teams and employees and offered transparency and accountability on all levels of the organisation (Doerr, 2018).
The efficiency of OKRs can be described with references to Goal Setting Theory that proves that the presence of specific, measurable and demanding goals contributes greatly to the motivation and the performance of the staff members (Locke and Latham, 2002). Practically, OKRs are evaluations of organisational strategy in quantifiable performance indicators. As an illustration, an objective to enhance product innovation can be comprised of key results like introducing new features to the products, shortening the development intervals, or increasing the customer satisfaction rating. Through this system, employees are able to know how their contribution, whether as an individual or as a team, contributes towards organisational goals and also allows transparency in performance assessment (Doerr, 2018).
[bookmark: _Toc223964879]360-Degree Feedback
In addition to goal-based performance systems, 360-degree feedback systems are as well being used to evaluate employee performance by technology firms more holistically. Contrary to the traditional hierarchical evaluation systems where the managers are the only ones to evaluate the performance of employees, the 360-degree feedback involves the views of various stakeholders including supervisors, co-workers, subordinates and in some cases clients. This multi-source evaluation is more balanced in evaluation of leadership performance, team work and individual competencies (London and Smither, 2002).
With leadership roles especially, multi-source feedback enhances developmental awareness because it is able to identify the strengths and areas of weaknesses in behaviours. The added value of several views diminishes the managerial bias and enhances cooperation between the team members. Thus, 360-degree feedback has emerged as one of the most critical parts of the current knowledge based organisations performance management systems where effective performance of the organisations heavily depends on teamwork and leadership efficacy (London and Smither, 2002).
[bookmark: _Toc223964880]Job Analysis, Job Description and Job Specification
[bookmark: _Toc223964881]Job Analysis, Job Description and Job Specification
An effective job analysis will create clarity on responsibilities, competencies, as well as performance expectations, as it allows organisations to match leadership roles with strategic goals. Leadership in innovation-driven technology companies would have to incorporate strategic decision-making, technical skills and organisational coordination. Job descriptions and job specifications make performance accountable and also facilitate performance management systems by correlating leadership roles with quantifiable organisational achievements. The table below describes the essential job descriptions and job specifications of six critical leadership positions in the company of Aether Innovations.
	Position
	Important Responsibilities (Job Description)
	Skills and Competencies Needed (Job Specification)

	Chief Executive Officer (CEO)
	Gives all-purpose strategic leadership and forms the organisational vision. In charge of long-term growth strategy, organisational performance and alignment of innovation efforts with business objectives. Supervises executive leadership and ensures responsibility for the competitiveness and sustainability of the entire organisation within the market.
	Strategic leadership aptitude, high level of decision-making ability, excellent knowledge of the dynamics of the technology industry and the power to spearhead innovation-based organisational development.

	Chief Financial Officer (CFO)
	Oversees the financial strategy, budgeting and investment planning to achieve financial stability and optimised resource distribution. In charge of financial risk management, forecasting performance and assisting strategic expansion decisions.
	Financial analytical skills, experience in corporate finance and risk management, ability for strategic planning and strong data-driven decision-making skills.

	Chief Technology Officer (CTO)
	Chairs technology development and manages the organisation’s technology infrastructure and digital transformation projects. In charge of ensuring that emerging technologies support product innovation and operational effectiveness.
	Strong technical skills and competencies in software and digital technologies, strong technology leadership abilities and the capability to align technological strategy with business innovation goals.

	Chief Innovation Officer (CIO)
	Facilitates innovation in organisations by promoting new product strategies, encouraging experimentation and uncovering emerging technological opportunities. Coordinates cross-functional innovation initiatives and supports research and product development teams.
	High level of creative thinking, innovation management skills, strategic opportunity identification and the capability to spearhead multidisciplinary innovation efforts.

	HR Director
	Formulates and executes strategic human resource policies that facilitate organisational performance, talent management and employee engagement. Manages workforce planning, leadership development and organisational culture programmes.
	Capacity to lead HR strategies, strong talent management and organisational development skills, effective analytical skills in HR metrics and the ability to improve employee engagement.

	Head of Research and Development (R&D)
	Coordinates research work and develops new technological solutions and product innovations. Leads R&D teams to ensure that research outcomes create commercially viable products.
	Strong technical expertise in research and engineering, strong project management skills and the ability to lead innovation-oriented teams in complex technological environments.


The definition of these roles ensures leadership accountability at Aether Innovations, as it supports organisational performance. This type of systematic job analysis helps ensure that leadership roles are directly linked to innovation output, organisational performance and long-term organisational growth.
[bookmark: _Toc223964882]Applying the Job Characteristics Model to Leadership Roles
The redesign of leadership role in Aether Innovations can be logically supported with the help of Job Characteristics Model that explains the way in which particular dimensions of job design may boost levels of intrinsic motivation and performance results (Hackman and Oldham, 1976). The functions of leadership in knowledge-based organisations must involve the presence of high rates of skill variation i.e. executives like CTO, CIO and Head of R&D need to integrate strategic planning, technological experience and cross-functional integration. This diversity of roles guarantees that leaders can use several competencies as opposed to involving them in strictly defined administrative work.
Second, these roles are characterized by high task identity, as the leaders take initiatives that they develop until implementation. As an example, Head of R&D is in charge of the whole innovation process, and there is clear accountability as he is responsible of research planning and development coordination and product commercialisation. Another dimension that can be observed is the dimension of task significance because the executive decisions have a direct impact on the performance of the organisation, competitiveness in the market and the ability to innovate over the long term.
[bookmark: _Toc223964883]Integrating Performance Management and Job Design
The performance management system and job design should be organised as a coordinated organisational process and not a solitary HR activity. The implementation of the OKR in Aether Innovations (the use of the continuous feedback and 360-degree appraisals) provides a clear vision of goals, responsibility and measurable performance outcomes. OKRs help to turn strategic objectives into specific targets to ensure that the leaders and teams can monitor their progress in real-time and multi-source feedback acts as the accountability measure in leadership (Doerr, 2018).
However, performance systems cannot attain long term organisational effectiveness where leadership roles are not given autonomy and responsibility. It is at this point that job design comes in. The jobs created according to the Job Characteristics Model make sure that executives are empowered in the decision-making process and that they own strategic projects as well as receive constant feedback on their performance results (Hackman and Oldham, 1976). When employees are allowed to feel that they have autonomy and responsibility to complete meaningful tasks, they get motivation and are more engaged and this, in turn, increases organisational productivity.
Write a reflection
[bookmark: _Toc223964884]Part B – Reflection (Gibbs Model)
[bookmark: _Toc223964885]Description
When I first encountered the human resource management practice in India with my academic and professional experience, I saw human resource management as an administrative role that was concerned about recruitment, payroll management and compliance practices. The HR strategy was not viewed as strategic but operational. Nevertheless, this view was altered after studying modern HR models in this module. The module proved that human resource management is a key factor that affects performance of an organisation since it balances the abilities of employees with the business strategy.
Among the greatest lessons in this module, there was the realisation of how Strategic Human Resource Management (SHRM) incorporates HR policies and organisational goals to generate competitive advantage (Armstrong, 2023). This idea was especially made evident in the context of studying performance management systems like Objectives and Key Results (OKRs) and constant feedback systems employed by technology companies.
[bookmark: _Toc223964886]Feelings
First, it was necessary to implement significant conceptual transformations so as to move the emphasis towards viewing HR as an administrative activity to the level of a strategic capability. Most organisations I have seen in India previously, the field of performance appraisal system was largely assessed as an annual performance review which is based on managerial judgement as opposed to being a continuous performance development system. These systems rarely provided employees with practical feedback and skills improvement opportunities. Consequently, the HR practices were not directly associated with the organisational strategy or innovation results.
[bookmark: _Toc223964887]Evaluation
The one of the biggest strengths of the module was the high degree of linking theory with the real organisational practice. The knowledge of how organisations have moved to continuous performance based management systems as opposed to the past annual performance appraisals provided good understanding on contemporary HR strategy. Replacement of the traditional annual reviews with the constant feedback systems in organisations like Adobe serves as the testimony of the possible role of performance management practices in determining the levels of engagement and retention of employees (Cappelli and Tavis, 2016).
[bookmark: _Toc223964888]Analysis
The module also showed the fact that organisational performance relies on the integration of various HR systems as opposed to individual practices. Strategic HRM also underlines that the HR policies, such as performance management, job design and leadership development, must be reinforcing systems, which should serve the organisational objectives (Armstrong, 2023). As an illustration, performance management systems like OKRs are those that give out clear measurable goals that make employees know what they are expected to get. This model is a direct reflection and implication of the Goal Setting Theory which supports that fairly specific and demanding goals are a key way of motivating employees and increasing their performance (Locke and Latham, 2002).
[bookmark: _Toc223964889]Conclusion
The module has radically altered my understanding of HR management as an administrative role to strategic organisational capability. The current practice in HR shows that performance management system, accountability of leaders, and job design have an overall effect on the performance of a organisation as well as its innovation capacity. Strategic HRM thus necessitates organisations to come up with integrated HR systems where employee motivation, performance measurement and organisational strategy are coordinated.
[bookmark: _Toc223964890]Action Plan
I will continue to build my competence in strategic HR management in my future career with more knowledge on performance management systems, HR analytics and organisational design. Being able to comprehend how HR practices apply to organisational performance will allow me to develop human capital structures that facilitate innovation, leadership performance and long-term organisational performance (Armstrong, 2023). Practical application will help HR professionals to leave the administrative world behind, and directly impact the organisational competitiveness and long-term success.
[bookmark: _Toc223964891]Part 2B – AI and Future Work
Human resource management has already started to change with the artificial intelligence that has already helped organisations analyze workforce data and automate administrative systems. Modern AI-based HR systems are predominantly used when screening candidates during recruitment, performing workforce analytics and performance data analysis to enable organisations to handle high amounts of employee data more effectively than traditional methods. As an illustration, AI recruitment software examine the candidate data (such as profiles, qualification and behavioural clues) to filter candidates, which saves considerable time in talent acquisition. In the same manner, the HR analytics systems combine data about employee performance, productivity and engagement rate to make evidence-based HR decisions (Armstrong, 2023). This type of analytical skills allows an HR practitioner to draw conclusions about the performance of the workforce and build specific talent development solutions.
However, even with its analytical nature, AI cannot be used in place of human resource management strategic and relational functions. Leadership judgement, organisational culture development and employee engagement are interpersonal processes that are too complicated to be automated with algorithms. The HR leaders should be able to read the organisation relationships, manage the conflicts at the workplace and establish trust-based relationships with employees. Such endeavours involve the emotional knowledge and moral sense, which will always be inherently human within organisational management (Armstrong, 2023).
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