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Re-Engineering Performance and Executive Job Design: An Integrated Human Capital Strategy for Sustainable Growth at Aether Innovations

[bookmark: _Toc222463282]PART 1: RE-ENGINEERING PERFORMANCE & JOB DESIGN
[bookmark: _Toc222463283]1. INTRODUCTION: STRATEGIC CONTEXT AND HR CHALLENGE

Aether Innovations is a tech company that is growing swiftly and now has 300 employees. But its growth is slowing down, and more employees are leaving while fewer customers are happy. In the computer business, these signals don't normally happen by themselves. They usually signify that the "people-to-product" interaction is getting weaker. This means that vague expectations, unreliable feedback, and poorly specified duties gradually make the delivery and the customer experience worse. Modern strategic HRM suggests that having better technology isn't the only method to get ahead of the competition. It's just as critical to have performance systems that function together and work designs that encourage speed, learning, and responsibility (Boxall and Purcell, 2016).

My goal as the new Human Capital Consultant is to design a complete HR plan that transforms how we handle performance and key leadership roles to bring back execution rigor without limiting creativity. The study begins by examining the current methods employed by IT organizations to assess performance and establish roles. Then it recommends a way to evaluate performance that focuses on growth and a new way to organize six important occupations based on job analysis. Finally, it shows how these two systems work together to generate a culture of high performance.

[bookmark: _Toc222463284]2. CRITICAL REVIEW: PERFORMANCE APPRAISAL AND JOB DESIGN IN CONTEMPORARY TECH FIRMS
2.1 Contemporary performance appraisal practices in tech firms

Tech companies are shifting away from yearly performance assessments with a lot of ratings and toward techniques that emphasize on coaching, regular check-ins, and flexible goal alignment. The logic is sound: product cycles are short, priorities change often, and input that takes months to get to you is useless or even discouraging. Evidence suggests that complex, compliance-driven performance management systems often transform into "low-value rituals" that hinder managers and fail to improve performance outcomes (Pulakos et al., 2019). But changing to constant feedback isn't always the greatest choice. Without explicit guidelines or oversight, it can become subjective, inconsistent, and biased. This is especially true for businesses that are growing quickly and where new managers might not be very skilled at managing people (Pulakos et al., 2019).

Another thing to worry about is getting too caught up in numbers. Some software firms rely too much on dashboards, closed tickets, and velocity measurements to keep track of how well they are doing. This makes it impossible to figure out what "contribution" entails. Research on algorithmic and data-driven control warns that too much surveillance might reduce autonomy and increase stress, which can hurt creativity and willingness to work hard (Kellogg et al., 2020). The current tech appraisal needs to establish a balance between being fair and flexible, as well as between measuring and making sense.

2.2 Job design approaches and their innovation implications

When tech firms get bigger, they frequently modify how they hire people. When businesses grow quickly and don't have a clear means to hire individuals, jobs might get overly busy, difficult, and spread out across projects. Classic job design theory says that being in charge of your work, knowing that it matters, and getting feedback are all good for your mental health. Hackman and Oldham (1976) suggest that jobs that aren't well thought out can make people tired and leave. But digital companies have a problem. They desire a lot of freedom to come up with new ideas, but not being clear can make it impossible for teams to work together and cause "ownership gaps" that make both teams and consumers unhappy. Digital performance systems can also affect jobs without wanting to by giving more power to measurement and less to professional judgment (Kellogg et al., 2020). So, you can't just assume that the position and actual freedom would be obvious. You need to set them up.


2.3 Diagnosed gaps at Aether Innovations

Aether doesn't have clear performance standards, feedback is inconsistent, and there are too many jobs, thus people seem to have trouble working hard and still getting unsatisfactory outcomes. People in control might not know exactly what they can do to make decisions, and talks about performance might be more about getting results quickly than about learning. These gaps make the service less reliable, make the staff less dedicated, and, in the end, make users less happy with the service.

[bookmark: _Toc222463285]3. PROPOSED MODERN PERFORMANCE APPRAISAL SYSTEM: “GROWTH OKR + MULTI-SOURCE DEVELOPMENT”
3.1 System design principles and rationale
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Source: Author’s own illustration (2026)
Visualises the cascading alignment from corporate vision to individual goals, reinforcing structured performance governance and accountability architecture.

Aether requires a way to judge things that is fair, quick, and excellent for progress all at the same time. I believe that the ideal approach to go is to have quarterly OKR-based performance alignment and structured feedback and coaching from a lot of different people. The most important point is that how clear the goals are shouldn't affect how much you pay someone. This will make people less defensive and more willing to learn. Current evidence suggests that performance management is effective when it is simple, consistent, and capable of changing behavior, rather than relying too much on paperwork (Pulakos et al., 2019).

This strategy also solves a problem that is peculiar to technology: relying too much on output measurements can lead to gaming, limited contributions, and a concentration on short-term results. To keep innovation going, OKRs should include both outcome measures (like customer satisfaction, dependability, and growth) and learning metrics (like building capabilities and the quality of experiments). Finally, there needs to be clear governance so that flexibility doesn't turn into chaos.





3.2 Quarterly OKRs with customer-linked key results

Aether will use OKR cycles every three months for everyone in the firm, every department, every squad, and every person. There shouldn't be too many goals, and they should be easy to understand and inspire you. You should be able to establish a deadline for and measure important results. It should be clear how performance affects customer value, like "reduce customer-reported defects," "improve onboarding completion," or "cut response time." This is in line with service-profit logic, which says that employee performance systems should link internal behavior to customer outcomes instead of just internal activity (Heskett et al., 2008).

Aether will include two governance processes to stop the "OKR theater" problem, where goals are only written down. These are monthly corporate reviews to set new goals and quarterly evaluations to see what worked and what didn't. This keeps things open while still making sure people are accountable.






3.3 Multi-source developmental feedback with coaching
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Source: Author’s own illustration (2026), informed by Bracken et al. (2016)
Depicts integration of OKRs, coaching, 360° feedback and quarterly review cycles to reinforce learning-oriented performance culture.

Aether should not give scores to people. Instead, it should look at behaviors, teamwork, and the effects of leadership based on feedback from many sources. Research suggests that multisource feedback can improve self-awareness and promote personal development when integrated with coaching and a specific goal. But it doesn't work when it's only used to decide on pay or punishment (Bracken et al., 2016). Aether will utilize it twice a year, and the manager will talk to the worker about setting behavioral goals for the next cycle.

To keep everyone's mental health safe and make sure it's fair, feedback will be anonymous, changed at the team level, and come with rules for the rater to follow to cut down on prejudice. This makes consumers feel more confident about the evaluation process.
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Source: Author’s own illustration (2026)
Illustrates the layered relationship between psychological safety, executive job enrichment, OKR alignment, customer value delivery and sustainable growth. Demonstrates systems thinking and strategic HR alignment.



4.1 Job analysis approach and design logic 
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Source: Author’s own illustration (2026)
Operationalizes the Job Characteristics Model by mapping executive enrichment dimensions to innovation outcomes.


Job analysis is an excellent technique for Aether's leaders to figure out what results they need, what decisions they can make, and what skills they need. Job analysis will look at documents, talk to stakeholders, and plan out important events to find out what actions and duties will help restore growth and consumer trust. The makeover will be built on two ideas: providing people more meaningful freedom while making it easier for them to work together, and giving leaders the opportunity to be adaptable based on their skills so they can handle changes swiftly. Work design theory says that workers can be motivated by freedom and feedback, but only if their tasks are clear and linked to clear goals (Hackman and Oldham, 1976).

So, each of the jobs below has a job description (what the job performs) and a job specification (what abilities are needed) so that people may be responsible for their work and apply their skills.

4.2 Job descriptions and job specifications
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Source: Author’s own illustration (2026)

Demonstrates differentiated strategic contribution of CEO, CFO, CTO, CIO, HR Director and Head of R&D, supporting role clarity and accountability design.

The CEO (Chief Executive Officer) is in charge of the company's culture, its strategic direction, and how people behave when they need to get things done. They are also in charge of making sure the business is growing, that customers trust it, and that everyone is on the same page. Needs to be able to make decisions based on facts when things are unclear, as well as strategic leadership, ecosystem thinking, and managing stakeholders. Needs to be able to make governance better without making new ideas more bureaucratic.

The Chief Financial Officer (CFO) is in charge of the company's money, keeping an eye on hazards, and seeing how well the business is performing. You need to put money into people and things that will help you flourish over time. Needs to be very strong at making financial models, planning for different scenarios, working with other people strategically, and running the business. For example, they need to be able to design rules that will keep games from breaking.

The Chief Technology Officer (CTO) is in charge of the platform's reliability, the quality of the engineering, and the technical strategy. Can pick the architecture, security, and technologies that make it easier for engineers to accomplish their jobs. It takes a lot of technical credibility, the ability to think about systems, the ability to set up capabilities, and the ability to convince people from other departments that engineering should work with customer experience instead of just making things better inside the business.

The Chief Innovation Officer (CIO) is in control of the guidelines for testing, the innovation portfolio, and how to make money from new ideas. is in charge of making sure that the innovation pipeline is healthy, that people learn rapidly, and that projects inside the company move forward. You need to know how to leverage ambidexterity, design thinking, portfolio prioritization, and stakeholder storytelling to turn ideas into value. This role has to make sure that stage assessments are done on time and that there is still time for experiments.

The HR Director makes ensuring that systems work together for people. These systems include performance, job design, reward philosophy, engagement, and leadership development. Needs to know about analytics, change management, strategic HRM, and how to make fair decisions. Instead of being a "system administrator," you should be a "systems architect." This individual makes sure that the way things are done aligns with the company's culture and plan (Boxall and Purcell, 2016).

The chief of R&D is in charge of finding new products, undertaking applied research, and running tests that customers lead. Is in charge of making sure that fresh ideas meet quality standards that research turns into a product, and that prototypes are made quickly. Needs to be based on science, have a good understanding of the product, be able to collaborate with individuals from other departments, and be able to make learning environments safe so that teams may uncover problems early and learn faster.
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Source: Author’s own illustration (2026), grounded in strategic HRM alignment theory (Boxall and Purcell, 2016)
Illustrates systemic linkage between psychological safety, job design, OKR alignment, customer value and sustainable growth.

Using OKRs that are related to customers and feedback on how they can get better helps individuals learn and understand. People who have changed jobs have the right to make choices and the freedom to carry them out. They work together to make sure that everyone knows what is expected of them, gets honest feedback, and does work that makes them want to do it. This makes it easier to get new ideas to customers and gain better results.

[image: ]
Source: Author’s own illustration (2026), developed conceptually from Demerouti et al. (2001).
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6.1 Description

At the start of this semester, I felt that Human Capital Management was a support function that dealt with hiring, making rules, and following them. I felt that new products and investments were the key reasons why digital companies grew, and that HR results weren't as crucial. I learned in class how to align HRM with business goals, create performance systems, and design jobs that inspire and empower people. I also thought about how high turnover, weariness, and inconsistent performance could all directly make customers less happy. These ideas made me think differently about what it means to be a leader. I don't think of it as charm; I think of it as a means to construct a system that lets individuals always add value.

6.2 Feelings

I didn't know what HR's "business impact" was at first because the financial indicators looked better. I also assumed that giving individuals hard goals would make them do well right away. I felt challenged as the presentations went on because the study revealed that putting pressure on people without giving them resources makes them exhausted and leave. I began to feel more confident when I could see how what people did affected the company's success and how happy customers were. I also felt responsible since strategic HRM requires moral judgment: creating mechanisms that operate without taking advantage of employees.
6.3 Evaluation

The most significant thing I learnt is that performance management isn't just something that HR does; it's a system that affects how individuals act every day. I learned that many businesses are trying out new methods because regular reviews don't always succeed (Pulakos et al., 2019). I also learnt that algorithmic surveillance and metric-driven control might have bad repercussions that aren't always easy to see, such as stress, decreased trust, and resistance (Kellogg et al., 2020). I could tell how much I could do with management just by looking at the numbers. The training also helped me read academic papers without bias, think about multiple points of view, and figure out how frameworks don't function in real enterprises.

6.4 Analysis

I now see my old way of thinking as an example of "functional silo thinking," which means that HR is seen as separate from strategy. This is based on Gibbs' level of analysis. Strategic HRM disagrees with this idea since it says that how you manage your employees' skills, dedication, and coordination affects the company's growth and customer outcomes. My schooling also made me ponder about how fair and long-lasting performance systems are. If performance management is only a technique to measure things, workers might worry more about how things seem than how effectively they work, or about getting things done fast than about learning. Tech businesses have to try new things, but they always goof up, which is a significant challenge for them. Research on algorithmic control indicates that algorithms may inadvertently redistribute authority and restrict flexibility, perhaps resulting in disengagement despite favorable production metrics (Kellogg et al., 2020).

So, I appreciate performance designs that strike a good balance between being responsible and learning. This truly means that you should talk about salary and growth as two different things. You should also set goals based on what is best for the client and make jobs that provide individuals flexibility and the power to make choices. This information is very helpful for my own career. To be successful, I need to get better at both analyzing things and judging people. Numbers alone don't convey the complete story of a business.
6.5 Conclusion

If I had to lead again, I would work harder to improve the system around people and less hard to drive them harder. I wouldn't just think of unhappy customers and turnover as "people problems." I would also see them as signals that the structure isn't working. I would concentrate on making sure everyone knows where they stand, allowing individuals real independence, and setting up high-quality feedback loops. I would also be aware of the unintended consequences of metrics and digital monitoring to make sure that performance systems inspire trust instead of fear. The subject taught me that HRM is a crucial aspect of coming up with new ideas and growing throughout time.

6.6 Personal Action Plan

My plan of action includes making three areas stronger. To begin, I will regularly read peer-reviewed HRM and organizational research and learn how to make sense of what I read. This will help me get better at managing based on facts. Second, I will learn how to build performance systems that include OKRs, coaching skills, and feedback that takes bias into consideration. Third, I will make better moral decisions by considering how rules impact fairness, inclusion, and worker wellness. I will also improve my digital HR abilities so that I can use people analytics tools and not just trust what they say. This mix will help me become a strategic professional in large, complex businesses.

[bookmark: _Toc222463290]7. AI, HUMAN CAPITAL AND STAYING PROFESSIONALLY RELEVANT
7.1 AI and the transformation of managerial and HR roles

Companies are adopting AI more and more to look at job candidates, research the workforce, and keep an eye on how well individuals are doing their jobs. It can help you finish tasks faster and come up with ideas faster than doing them by hand. But algorithmic systems can also be dangerous. For example, they can be hard to understand, biased, invade privacy, and take away workers' freedom if they are employed as punishment tools instead of beneficial ones (Kellogg et al., 2020). This indicates that AI will modify the jobs people do instead of getting rid of them completely. Now, managers need to know how to properly evaluate AI outcomes, set moral limitations, and defend workers' rights. People still need to learn how to do their professions, even though AI can help with tasks.

7.2 Human–AI complementarity strategy

I want to believe that AI is smarter than it really is. AI can help me uncover trends, summarize information, and run simulations. However, I have to evaluate what is fair, relevant, and makes sense in each scenario. Studies demonstrate that the finest relationships between people and AI arise when people worry about ethics, ambiguity, and understanding things, and AI helps with speed and scalability (Jarrahi, 2018). This means using AI in HR to help create decisions that are fair, based on principles, and kind. However, people should still be in charge to make sure the decisions are fair. I will also learn how to ask the right questions, because the quality of AI output depends a lot on how the problem is set up.

7.3 Personal relevance strategy

I will keep learning about AI, how to make sense of data, and how to work together online so that I can stay up to date. I will also pay for skills that only people have, such being creative, having empathy, moral thinking, and being able to talk to people. It's challenging to automate these talents since they require trust, real-world experience, and moral judgment. If I think of myself as a "translator" between humans and technology, I can use AI to make my work better without losing my professional value.











[bookmark: _Toc222463291]REFERENCE LIST 
Bracken, D.W., Rose, D.S. and Church, A.H. (2016) ‘The evolution and devolution of 360° feedback’, Industrial and Organizational Psychology, 9(4), pp. 761–794. https://doi.org/10.1017/iop.2016.93
Boxall, P. and Purcell, J. (2016) Strategy and Human Resource Management. 4th edn. London: Palgrave Macmillan.
Hackman, J.R. and Oldham, G.R. (1976) ‘Motivation through the design of work: Test of a theory’, Organizational Behavior and Human Performance, 16(2), pp. 250–279.
Heskett, J.L., Sasser, W.E. and Schlesinger, L.A. (2008) The Service Profit Chain: How Leading Companies Link Profit and Growth to Loyalty, Satisfaction, and Value. New York: Free Press.
Jarrahi, M.H. (2018) ‘Artificial intelligence and the future of work: Human–AI symbiosis in organizational decision making’, Business Horizons, 61(4), pp. 577–586. https://doi.org/10.1016/j.bushor.2018.03.007
Kellogg, K.C., Valentine, M.A. and Christin, A. (2020) ‘Algorithms at work: The new contested terrain of control’, Academy of Management Annals, 14(1), pp. 366–410. https://doi.org/10.5465/annals.2018.0174
Pulakos, E.D., Mueller-Hanson, R. and Arad, S. (2019) ‘The evolution of performance management: Searching for value’, Annual Review of Organizational Psychology and Organizational Behavior, 6, pp. 249–271. https://doi.org/10.1146/annurev-orgpsych-012218-015009
Cappelli, P. and Tavis, A. (2016) ‘The performance management revolution’, Harvard Business Review. Accessed on 15/02/2026. Available at: https://hbr.org/2016/10/the-performance-management-revolution
Demerouti, E., Bakker, A.B., Nachreiner, F. and Schaufeli, W.B. (2001) ‘The job demands–resources model of burnout’, Journal of Applied Psychology, 86(3), pp. 499–512. https://doi.org/10.1037/0021-9010.86.3.499
International Labour Organization (2021) The algorithmic management of work: An overview. Accessed on 15/02/2026. Available at: https://www.ilo.org/media/372856/download
ACM (2022) ‘How agile teams make Objectives and Key Results (OKRs) work in large-scale settings’, Proceedings of the ACM/IEEE International Symposium on Empirical Software Engineering and Measurement. https://doi.org/10.1145/3529320.3529332







19
	
image3.png
Continuous Performance Conversation Framework





image4.png
Aether Innovations: Strategic Performance Ecosystem Model

EXECUTIVE ROLE DESIGN OKR PERFORMANCE SYSTEM
ncy Autonomy ¢ Skill Variety * OwnAligjiiment ¢ Quarterly Review ¢ Accountability|

SUSTAINABLE GROWTH
Revenue ¢ Innovation ¢ Market Share





image5.png
Enhanced Job Characteristics Model for Executive Innovation Design
Aether Innovations

ask Identity

Task Significance

kill Variety





image6.png
Executive Role Strategic Impact Index
After Redesign

s
8

x
9]
°
£
w
o
c
@
2
=
£
L2
=)
Q 40
L

©
j
=
7]

HR Director Head of R&D




image7.png
Integrated Performance & Job Design Architecture
Aether Innovations





image8.png
Strategic Job Demands-Resources (JD-R) Model for Executive Innovation Performance
Aether Innovations





image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




image2.png
Quarterly OKR Strategic Governance Architecture
Aether Innovations

Corporate Strategic Vision
3-5 Year Growth Priorities

Annual Strategic Objectives
Revenue * Innovation * Customer Metrics

Functional OKRs
Engineering inance * HR * R&D

Team OKRs
Sprint Targets * Delivery Milestones

Individual Performance Goals
Development + Output Metrics

Quarterly Governance Review
Board Oversight * 360° Feedback * Learning Reset





