[image: university-of-wales-trinity-saint-david-logo-vector | ESRC ...]
PROGRAMME: Master of Business Administration
MODULE: Human Capital Management
MODULE CODE: LCMB7023

Assessment component 1:
Individual report – HR strategy

Student Name: Panchal Avani Dilipbhai
Student ID: 2527582


Table of Contents
Part 1: Re-Engineering Performance and Job Design at Aether Innovations	3
1. Introduction	3
2. Current Practices in Performance Appraisal and Job Design in Tech Firms	3
3. Proposed Growth-Focused Performance Appraisal System	4
4. Job Design and Job Analysis for Key Roles	5
5. Integration: Creating a Performance-Driven Culture	8
6. Conclusion	9
Part 2: Reflective Analysis and Future Career Development	10
1. Reflective Learning Using Gibbs’ Reflective Cycle	10
2. Staying Relevant in the Age of AI	12
References	13




[bookmark: _mblc9xh5jxlf][bookmark: _Toc224682932]Part 1: Re-Engineering Performance and Job Design at Aether Innovations
[bookmark: _vjkpalo3oyny][bookmark: _Toc224682933]1. Introduction
Hassan et al. (2020) mention that Aether Innovations is a fast-growing 300-employee technology company experiencing severe organisational issues, such as stagnation in growth, employee turnover, and decreasing levels of customer satisfaction. These are symptomatic of underlying structural inefficiencies, especially in performance management and job design systems. In knowledge-intensive sectors like technology, human capital serves as the main source of innovation and competitive advantage (Becker and Huselid, 2006). Thus, a lack of alignment between employee roles, performance systems, and strategic objectives may greatly hamper organisational performance. This section suggests an integrated human capital strategy centred on re-engineering the performance appraisal systems and job design practices. It utilises the latest theories of HRM and empirical evidence to show that aligning these systems will lead to increased employee engagement, innovation, and, eventually, to organisational performance.
[bookmark: _h86am2c3rivt][bookmark: _Toc224682934]2. Current Practices in Performance Appraisal and Job Design in Tech Firms
Historical performance appraisal systems of most organisations have been significantly based on annual reviews, ranking systems, and manager-based appraisal systems. However, such methods are becoming more and more criticised as retroactive, biased, and unable to succeed in dynamic settings (Cappelli and Tavis, 2016). These systems frequently do not deliver real-time performance or enable quick acquisition of new skills in the technology sector, where agility and recurring innovation are the desired effect. The recent industry statistics support this change. Deloitte (2023) indicates that more than 70% of successful organisations have shifted to continuous performance management systems. It is changing yearly appraisals to feedback and goal-setting at a blistering pace. In the same way, a recent study by McLain and Nelson (2022) has revealed a 3.6-fold probability of engagement in employees who regularly receive feedback, which supports the relevance of continuous performance discussions.
Unrelated to job design, role rigidity, functional silos, and lack of autonomy continue to be present in many tech firms, especially in scaling organisations. Even though flexibility tends to be encouraged in early-stage startups, the rapid growth of a startup can more often than not result in bureaucratisation, whereby the employees are no longer empowered. According to the Job Characteristics Model (JCM) presented by Hackman and Oldham (1976), lack of autonomy, low skill breadth, and poor feedback all lead to decreased motivation and work-related satisfaction. Most importantly, the contemporary practices do not tend to combine job design and performance management. The performance systems can set high goals, yet the wrongly constructed roles prevent employees from reaching them. In Aether Innovations, this disconnect is notably high, as high turnover is a sign of dissatisfaction and lack of alignment between the expectations of employees and the job reality.
[bookmark: _szlvd8vlj5ps][bookmark: _Toc224682935]3. Proposed Growth-Focused Performance Appraisal System
Aether Innovations needs to create a modern, integrated performance management system, which is founded on the Objectives and Key Results (OKRs), 360-degree feedback, and continuous performance conversation, to eliminate these limitations.
Objectives and Key Results (OKRs)
White boarded by companies like Google, OKRs are a transparent and responsive goal-setting framework. Objectives are what should be accomplished, and key results are metrics of quantitative progress. Studies have shown that organisations implementing OKRs achieve better alignment and accountability, and 83% report an increase in goal clarity (Paknad, 2017). In the case of Aether Innovations, OKRs can also be cascaded downwards, e.g., strategic goals (e.g., better customer satisfaction by 20%). This will keep the efforts of employees at par with organisational priorities, overcoming the challenge of flat growth. Nonetheless, critical analysis indicates that the application of OKRs can cause pressure when not properly applied. According to Khammissa et al. (2022), goals with too high aspiration beyond support may be a cause of burnout. Consequently, Aether will have to make sure that there is psychological safety and realistic calibration of goals.
360-Degree Feedback
360-degree feedback entails gathering performance feedback from various stakeholders who are involved in the process, and these stakeholders are peers, subordinates, and customers. The method eliminates bias in the manager and offers a comprehensive assessment of the staff performance (Brown et al., 2017). It is empirically indicated that organisations that rely on 360-degree feedback achieve noticeable improvements in the area of leadership, leading to 10-15% (Bracken, Rose and Church, 2016). In the case of Aether innovations, it is especially applicable to the key leadership positions like CTO and the HR Director, where interpersonal effectiveness directly affects the performance of the team. However, there are certain constraints to this approach. Feedback might not be of high quality, and anonymity can contribute to subjectivity. Hence, it is crucial to have well-organized structures and training in order to transmit dependability.
Continuous Feedback and Coaching
Feedback Systems Continuous feedback systems are used instead of annual evaluations and allow adjustments in performance on a real-time basis. This is congruent with the Self-Determination Theory (Deci and Ryan, 2000), which also lays stress on the role of competence, autonomy, and relatedness in employee motivation. Adobe, a company that has abandoned annual appraisals, conducted a study that showed that, following the use of continuous feedback, the voluntary turnover rates dropped by 30% (Cappelli and Tavis, 2018). In the case of Aether, high turnover can be directly dealt with through the improvement of employee engagement and development.
[bookmark: _sk7yo7j8qdy8][bookmark: _Toc224682936]4. Job Design and Job Analysis for Key Roles
In order to augment the performance system, Aether Innovations needs to redesign major positions with the Job Characteristics Model (JCM) and skills-based job design concepts.
Application of the Job Characteristics Model
The JCM identifies 5 dimensions of core dimensions that lead to motivation:
· Skill variety
· Task identity
· Task significance
· Autonomy
· Feedback
Studies indicate that high roles in these dimensions lead to increased job satisfaction and performance (Parker, 2014). Thus, Aether needs to redefine jobs to capitalise on these features.
Job Descriptions and Specifications
Roles redesigned look like the following:
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(Source: Self-Developed)
CEO (Chief Executive Officer)
· Role: Strategic leadership, innovation vision, stakeholder management
· Skills: Strategic thinking, transformational leadership, decision-making
· JCM Application: High autonomy, strong task significance
CFO (Chief Financial Officer)
· Role: Financial strategy, risk management, investment planning
· Skills: Financial analytics, risk assessment, strategic insight (Huang et al., 2022)
· JCM Application: Task identity through ownership of financial outcomes (Huang et al., 2022)
CTO (Chief Technology Officer)
· Role: Technology strategy, digital transformation, system architecture
· Skills: Technical expertise, innovation management
· JCM Application: Skill variety and autonomy in tech decisions
CIO (Chief Innovation Officer)
· Role: Drive innovation initiatives, manage R&D pipeline
· Skills: Creativity, cross-functional collaboration (Sonnentag, 2017)
· JCM Application: High skill variety and task significance (Sonnentag, 2017)
HR Director
· Role: Talent strategy, culture development, employee engagement
· Skills: Strategic HRM, leadership, analytics
· JCM Application: Feedback and autonomy in people strategy
Head of R&D
· Role: Product innovation, research leadership
· Skills: Technical expertise, project management
· JCM Application: Task identity and skill variety
Skills-Based Job Design
Besides role redesign, Aether ought to employ a skill-based model, emphasising abilities instead of strict job titles. McKinsey (2023) reports that 63% of organisations using skills-based models are more likely to be competitive.
This approach enables:
· Workforce flexibility
· Faster innovation
· Improved talent utilisation
[bookmark: _gpk739l3azf9][bookmark: _Toc224682937]5. Integration: Creating a Performance-Driven Culture
Sustainable organisational performance is greatly linked to the integration of performance management and job design (Suresh Kumar Bhaker, 2023). Whereas performance systems give out what should be accomplished, job design leaves out how the employees will accomplish the things given. The redesigned jobs at Aether Innovations offer autonomy, skill variety, and feedback, and employees have the ability to work towards OKRs. As an illustration, a CTO who enjoys high autonomy and can receive constant feedback is better positioned to align technology activities with company goals.
Additionally, 360-degree feedback and enriched job roles combined create a culture of accountability and collaboration (Dalvi et al., 2023). It is not just that the employees are measured based on outcomes, but also on behaviours which promote organisational values. Theoretically, this integration can be associated with the Resource-Based View (Barney, 1991) as it notes that human capital under effective management can provide a source of a continuing competitive advantage. Moreover, it contributes to the high-performance work systems (HPWS) that connect HR practices to the organisational performance (Boxall and Macky, 2014).
Most importantly, this combined strategy finds the solutions to the main issues Aether was facing:
· High turnover → enhanced working by getting involved.
· Flat growth → improved alignment with the help of OKRs.
· Customer dissatisfaction → improved performance and innovation.
[bookmark: _fjtolfqsfo6u][bookmark: _Toc224682938]6. Conclusion
Finally, performance appraisal and job-design re-engineering should be done to enable Aether Innovations to come out of its existing predicaments. The integration of modern performance systems grounded on the use of the OKRs, 360-degree feedback, and continuous coaching, as well as the use of more enriched job design, as supported by the Job Characteristics Model, can help the organisation to establish a high-performance culture. These systems integration guarantees alignment of individual capabilities to organisational goals, which brings in innovation, engagement, and sustainable growth. This human capital approach eventually aligns Aether Innovations to attain employee excellence and high-quality customer results.


[bookmark: _ecv03hi5ydrv][bookmark: _Toc224682939]Part 2: Reflective Analysis and Future Career Development
[bookmark: _k2drjma78w5u][bookmark: _Toc224682940]1. Reflective Learning Using Gibbs’ Reflective Cycle
Description
During this Human Capital Management course, I was exposed to the knowledge of high-level concepts like strategic HRM, performance management systems, job design, and the linkage of people practices with organisational performance. The module helped me realise the need to align HR strategies with business goals, especially in a dynamic world like the technology industry. Principal frameworks, such as the Job Characteristics Model and current performance systems, like OKRs, gave a systematic insight into how organisations may improve employee engagement and productivity (THOMAS ANDRES TROIAN et al., 2022).
Feelings
To begin with, I have found the task of sharing various HR practices daunting, especially in the need to comprehend how theoretical frameworks are applied to the actual organisational environments. As I advanced, however, my faith in the ability to use these frameworks to apply them to real-world situations improved. I was made more conscious of the strategic issue of HR and shifted it out of the administrative and back to the main engine of business performance. This transformation of thought was intellectual and career-grasping.
Evaluation
I found the module very helpful in terms of acquiring analytical and practical skills. The focus on the latest studies and practical use helped me to be critical about the old forms of HR practices and realise the constraints that the conventional ones have in present organisations. An example is that the recognition of the inadequacy of the annual performance appraisals and the advantages of ongoing feedback systems indicated the agility of HR practices (Al-Tit et al., 2022). Nevertheless, a weakness of my education was that I often paid more attention to descriptive knowledge than to critical analysis, which I had to work to overcome.
Analysis
Critically, the module has helped to reinforce the notion that effective HRM is not a practice, but the integration of systems which, when combined, have the ability to improve the performance of organisations. The correspondence between the job design and the performance management appeared to be a critical point of learning. As an illustration, the most sophisticated performance systems will fail when workers do not have freedom or satisfying assignments (Vuong and Nguyen, 2022). It is in accordance with motivation theory, like Self- Determination theory, which examines autonomy and competence as important performance drivers.
Also, the module emphasised the power of evidence-based HRM, in which the decisions made are guided by data and research and not by intuition. It is especially applicable to the current business world, where organisations need to be able to justify HR investments with quantifiable outputs like productivity, engagement, and retention.
Conclusion
Comprehensively, this learning experience has greatly increased my knowledge of strategic HRM and the contribution it has to organisational success. I have learned to critically analyze HR practices and to represent theoretical models to complicated business issues. Inversely, I have understood the importance of HR in innovation and competitive advantage as a strategic partner.
Action Plan
To expand on this basis, I will embrace a lifelong learning strategy since I will participate in existing research of HR, business reports, and professional development prospects. I will work on skills such as HR analytics, strategic decision-making, and leadership. Furthermore, I would also like to test the concepts in the real-life context, i.e., case study or internship, to exemplify further my skills in developing and executing effective HR practices. This active strategy will assist me in developing a growth mindset and ultimately lead to a culture of innovation in my future profession.
[bookmark: _l722qbrrohv][bookmark: _Toc224682941]2. Staying Relevant in the Age of AI 
Accounted for by the growing possibilities of artificial intelligence (AI), the direction of work also changes, especially regarding data analysis, recruitment screening, and administrative HR. Although AI is a promising source of efficiency improvement, it also raises the issue of job displacement. In order to stay relevant in this changing environment, one has to acquire skills that can be complementary but not a threat to AI. I intend to use AI as one of the instruments in my future to be more productive and decision-making. To illustrate, AI can be considered to analyse employee data, discover performance trends, and assist in evidence-based HR decisions (Murugesan et al., 2023). This is in tandem with the increased relevance of HR analytics in recent organisations. The AI can facilitate professionals to prioritize high-value activities like strategic planning, leadership, and organisational development because it automates regular work.
Nevertheless, limitations of AI are to be noted as well. Though AI is able to work with a great amount of data, it has no emotional, moral, or contextual awareness. All this human ability is essential in the HR field, where relationship management, conflict resolution, and organisational culture development are critical. Thus, I plan to train good interpersonal and strategic skills that AI cannot easily imitate. In addition, I will embrace the lifelong learning model of equipping myself with new skills as technology advances. This involves developing skills in the use of digital tools in combination with reinforcing the major competencies, which are called critical thinking, creativity, and adaptability. I can become somebody who will be of value in the future workforce by being a professional capable of incorporating AI into the human-based decision-making process.
Finally, AI is also to be regarded as an enabler and not a threat. When augmenting my abilities with AI, concentrating on exclusively human skills, I could find the golden mean ground that improved my personal performance and organisational performance.
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