[image: ]
Master of Business Administration
Module Name: Human Capital Management
Module Code: LCMB7023

Title: Integrated Human Capital Blueprint: Aligning People and Performance at Aether Innovations

Lecturer
Gladius Kulothungan
Ejike Udeogu

Student Name: Hani Gaurangbhai patel 
Student ID: 2532566

Table of Contents
Part 1: Re-Engineering Performance and Job Design	2
1.1 Introduction	2
1.2 Current Practices in Performance Appraisal in Tech Companies	2
1.3 Current Practices in Job Design in Tech Companies	2
1.4 Modern Performance Appraisal System	3
1.5 Objectives and Key Results (OKRs)	3
1.6 360-Degree Feedback	4
1.7 Continuous Performance Management	4
1.8 Job Analysis Framework	5
1.9 Application of the Job Characteristics Model	6
1.10 Conclusion	7
Part 2: Reflection	8
2.1 Reflection Using Gibbs Reflective Cycle	8
2.2 Personal Learning and Development	11
2.3 Staying Relevant in the Age of AI	11
2.4 AI as an Enabler, Not a Replacement	11
2.5 Conclusion	12
References	13




[bookmark: _Toc224723248][bookmark: _Toc224723290]Part 1: Re-Engineering Performance and Job Design
[bookmark: _Toc224723249][bookmark: _Toc224723291]1.1 Introduction
Aether Innovations is a 300-employee technology company that has a flat growth of less than 3% per annum in sales, staff turnover of more than 25, and customer satisfaction level of less than 80. The indicators show that there exists a poor fit between human capital practices and strategic objectives. The most effective technology companies, which incorporate performance management with job design, declare 20-25% greater productivity and a reduction by up to 30% (Bristol-Alagbariya, 2025). The existing system of Aether is deficient in goal clarity, accountability, and alignment, which results in low levels of engagement and low levels of innovation output. 
[bookmark: _Toc224723250][bookmark: _Toc224723292]1.2 Current Practices in Performance Appraisal in Tech Companies
Most technology companies still use performance appraisal systems annually, using key performance indicators which include volume of output, utilisation rates, and revenue contribution per employee. These systems will frequently include forced ranking models, in which a set percentage of the employees are classified as high or low performers. Although these models are supposed to separate talent, they often cause rating distortions, decreased cooperation, and more internal competition. More than 60% of the employees express that they are not satisfied with annual reviews because they are backward-looking and not very developmental (Maganti, 2025). Feedback is not usually timely, and therefore not very actionable, whereas recency bias affects assessments. However, despite more than 70% of major technological companies switching to continuous performance management systems, several mid-sized organisations have switched to the hybrid system. These mix old-fashioned annual reviews with half digital tools, which leads to inconsistency in tracking performances.
[bookmark: _Toc224723251][bookmark: _Toc224723293]1.3 Current Practices in Job Design in Tech Companies
Technology firms have become less flexible in design due to the movement of job design towards more flexible and team-based designs. Old models focused on specialisation in duties as the employees were assigned limited duties in the departments. Although this method is effective in low-sensitivity settings, this strategy lowers flexibility and expands exposure to various capabilities. New tech companies are becoming more and more focused on agile models, such as cross-functional and product-based models (Zhalinska et al., 2025). 
[bookmark: _Toc224723252][bookmark: _Toc224723294]1.4 Modern Performance Appraisal System
Aether needs a shift towards a continuous performance management system with the focus on Objectives and Key Results. This system substitutes the yearly assessment with real-time performance monitoring and a regular feedback loop.
The key performance indicators that will be measured with the help of digital dashboards will include project delivery timelines, customer satisfaction scores, and output of creativity. Predictive analytics are able to discover performance discrepancies and attrition risks and take action on them in time (Pavithran and Vadivel, 2026). The areas of improvement reported in organisations that have implemented such systems include productivity (10-20%), and engagement (more than 15%).
Managers change their role to that of coaches, whereby they concentrate on the development of employees and building of capabilities. The employees are also involved in the process of setting goals and tracking progress, which makes them more responsible and aligned to the organisational goals. Transparency and minimisation of ambiguity will improve this strategy, directing Aether to current performance issues.
[bookmark: _Toc224723253][bookmark: _Toc224723295]1.5 Objectives and Key Results (OKRs)
Objectives and Key Results give a systematic approach to alignment of individual performance with organisational strategy. Qualitative goals are determined by objectives, and measurable results are determined by key results. In Aether, quarterly cycles should be used to make OKRs agile and responsive.
The employees will have 3 to 4 goals with 3 to 5 key results per goal. These major outcomes will incorporate measurable attributes like a percentage increase in retention of customers, a decrease in the occurrence of product defects, or delays in the depth of feature deployment.
OKRs include stretch goals, involving a 60-70% successful rate. OKRs promote ambition and innovation and do not punish risk-taking (Lehto, 2023). Contrary to the traditional KPI systems, which emphasise complete target achievement, OKRs encourage constant improvement and experimentation.
The framework secures vertical alignment through the connection between individual goals and organisational priorities, and horizontal alignment between teams. This minimises the silos and promotes teamwork. The adoption of OKRs by organisations has been reported to increase the execution efficiency to 20% and the interdepartmental alignment.
[bookmark: _Toc224723254][bookmark: _Toc224723296]1.6 360-Degree Feedback
The inclusion of the 360-degree feedback enhances performance evaluation as it assumes the inclusion of various views. The feedback is gathered among the peers, subordinates, supervisors and self-evaluations, which presents a holistic picture of the employee's performance. Online technologies allow providing constant feedback via pulse surveys and real-time feedback. The behavioural competencies evaluated in this system include collaboration, leadership, and adaptability, which are the key elements in attaining the OKRs. Multi-source feedback is less biased and perceived to be fair. Companies that apply the 360-degree feedback report a 15-20% increase in engagement and a higher effectiveness of leadership. In the case of Aether, the strategy will facilitate cultural change through accountability and transparency.
[bookmark: _Toc224723255][bookmark: _Toc224723297]1.7 Continuous Performance Management
Constant performance management is what makes sure that the OKRs are dynamically tracked and attained. Frequent check-ins (weekly) and one-on-one monthly meetings allow seeing the progress, challenges, and development requirements in real-time.
The performance measures of accomplishing the tasks, cycle times, and customer feedback marks are monitored on a continuous basis (Kerzner, 2023). Recognition systems consolidate positive behaviours, enhancing motivation and interest.
This will minimise the delays in feedback and enable instant remedial action. Companies implementing the continuous performance system record a 10-15% reduction in their voluntary turnover, as well as tremendous productivity gains. It also enhances the relationship between the manager and the employees since coaching and support is prioritised over evaluation.
[bookmark: _Toc224723256][bookmark: _Toc224723298]1.8 Job Analysis Framework
JD and JS for Chief Executive Officer
The competency mapping, task analysis, and alignment of the job analysis are used in the organisation of the job analysis at Aether Innovations to make sure that every leadership occupation makes a direct contribution to the strategic outcomes. The position of Chief Executive Officer is characterised by the overall organisational responsibility for the OKRs, such as revenue growth targets of over 15% and customer satisfaction of over 85%. 
JD and JS for Chief Financial Officer
The Chief Financial Officer role is oriented towards financial OKRs like ensuring that the EBITDA margins are above 20 and cost-to-revenue ratios decrease by 10 that needs financial modelling, risk management, and analytics expertise.
JD and JS for Chief Technology Officer
The Chief Technology Officer is in charge of system scalability and delivering innovation, with the main deliverables being 99.9% system uptime and the deployment cycle should be twenty-five times shorter because of a high level of technical leadership and cloud infrastructure skills. 
JD and JS for Chief Innovation Officer
The Chief Innovation Officer will bring about product innovation, as indicated by the number of 3-5 new features launched and the higher rate of R&D output per quarter, which will require design thinking and market analysis skills.
JD and JS for HR Director
The HR Director will have the responsibility to minimise turnover to less than 15% and maximise engagement scores to more than 80%, and this will need strategic HRM and organisational development knowledge. 
JD and JS for Head of Research and Development
The Head of Research and Development will aim to minimise time-to-market by 20-30% and improve the efficiency of the product pipeline. Decentralised decision-making, cross-functional, and constant feedback are included in all positions to ensure a sense of autonomy, skills variety, and feedback (through OKR dashboards and 360-degree systems).
[bookmark: _Toc224723257][bookmark: _Toc224723299]1.9 Application of the Job Characteristics Model
Skills-Based Job Design
The job design at Aether Innovations uses skills-based job design as an alternative to the strictly defined role. The employees are aligned to the key skill clusters, which include data analytics, AI integration, cloud systems, and agile delivery. The allocation of work is done according to the proficiency of the skills related to the OKR and not the positions, which raises the efficiency of utilisation by 15-20%. This allows quick reskilling, mobility within and between functions, which has a direct positive impact on the speed of innovation and decreases reliance on external recruitment.
Integration of Performance Appraisal and Job Design Systems
Integration is done through the inclusion of OKRs in job positions, and each job is associated with quantifiable results. Job descriptions specify outputs anticipated, and continuous performance systems monitor progress on a real-time basis, whereas 360-degree feedback gathers information used to inform both appraisal and competency adjustments to job design (SRUSHANTH S et al., 2025).
Building a Performance-Driven Culture
The culture of performance is built based on transparent OKR monitoring, weekly check-ins, and real-time feedback mechanisms. There is a clear understanding of goals and contributions by the employees, which enhances accountability and alignment. It is expected to achieve over 80% engagement and less than 15% turnover because people will see and understand, and the company will never cease developing.
[bookmark: _Toc224723258][bookmark: _Toc224723300]1.10 Conclusion
In conclusion, the human capital blueprint to be introduced directly deals with the fundamental performance failures of Aether Innovations as it organises people, roles, and results in a systematic system. Adoption of OKRs is an alternative to vague goal-setting, which is replaced by quantifiable performance targets, time-bound and performance-based, and execution accuracy and strategic alignment will have been improved. Combining job design and performance appraisal leads to a closed-loop encompassing a role, in which the performance information is continuously used to update the role expectation, which makes roles redundant, as well as undefined. 


[bookmark: _Toc224723259][bookmark: _Toc224723301]Part 2: Reflection
[bookmark: _Toc224723260][bookmark: _Toc224723302]2.1 Reflection Using Gibbs Reflective Cycle
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Figure 1: Gibbs Reflective Cycle
(Source: TSW, 2026)
The Gibbs Reflective Cycle is a systematic model that can be applied to the analysis of experiences and enhancement of future practice. It is divided into six steps, namely description, feelings, evaluation, analysis, conclusion, and action plan. The model promotes systematic reflection, which makes people critically evaluate the situation, as well as using learning to improve decision-making and career growth.
Description
The report involved the combination of human capital strategies with organisational performance, especially in dynamic and innovative settings. The learning process entailed the analysis of the impact of performance management systems, job design, and talent strategies on productivity, engagement, and customer outcomes. By transferring these ideas to Aether Innovations, it was clear that disjointed HR practices are the main elements that lead to inefficiency in operations, high rates of turnover, and deteriorating quality of services. The practice involved the translation of such theoretical frameworks as OKRs, continuous performance management, and the Job Characteristics Model into a viable, measurable intervention in line with business metrics.
Feelings
To start with, some uncertainty was in the use of theoretical HRM models in a real-life organisational situation where performance problems can be measured. The mutability of aligning various systems, such as performance appraisal and job design, indicated voids in applied knowledge. Nonetheless, as the integration became more evident, more people became confident about the use of structured frameworks to make an impact: OKRs. It also instilled the value of precision and fact-based thinking on HR strategy, a change of mindset toward abstract ideas to quantifiable business results.
Evaluation
The ideas of constant feedback and design according to skills were very topical to the requirements in the industry. But the application aspect proved difficult in terms of translating theory into quantifiable strategies, particularly in terms of linking HR interventions with financial and operational measurements.
Analysis
The most considerable lesson I learned is that HR systems cannot work alone if the primary goal is organisational performance. Performance appraisal, job design, and talent management should be a system with integrated mechanisms of operation that are quantifiable in terms of results (Ojika et al., 2024). The example of using OKRs provided insights into how the alignment between levels of hierarchy could decrease ambiguity, as well as enhance the efficiency of execution. Lack of specific measures makes performance systems subjective and unmatched, and results in disengagement and high turnover. The Job Characteristics Model helped me understand that motivation is not only behaviourally but also structurally determined. The roles that have no autonomy, feedback, and task identity are, by nature, restrictive to performance, irrespective of the capacity of an individual (Cotič et al., 2025). This is the reason why Aether has high turnover not only due to the issue of talent but also due to its job designs. At the same time, continuous performance management points out that it is essential to be timely with feedback. Missed assessments are weakened, whereas real-time feedback allows correcting behaviour immediately and in the long run. The other important observation that has been noted is the importance of data in contemporary HRM. Predictive analytics, performance dashboards, and skill mapping make HR more of a driver rather than a support division. 
Conclusion
In conclusion, this experience taught me the importance of being interconnected, data-driven, and aligning HR systems with organisational strategy. Performance management needs to be continuous, goal-oriented, and organised as well as have a system of feedback. Job design should be very active in motivating and innovating, not limiting it. This combined strategy is necessary for a sustainable organisational performance.
Action Plan
	Action Area
	Task
	Timeline
	Expected Outcome

	Performance Management
	Develop and implement OKR framework with quarterly tracking and measurable KPIs
	3 months
	Improved goal clarity and 15% to 20% increase in execution efficiency.

	Skill Development
	Build competency in HR analytics tools such as Power BI and predictive modelling
	6 months
	Enhanced ability to make data-driven HR decisions and performance forecasting.


Table 1: Action Plan
(Source: Self-Developed)
[bookmark: _Toc224723261][bookmark: _Toc224723303]2.2 Personal Learning and Development 
Personal development has to be in line with industry competencies to develop a growth-focused and innovation-based mindset. This is the creation of competence in HR analytics, online performance control mechanisms, and strategic workforce planning. An integrated process is a continuous learning that can be achieved through certification programmes on data analytics and HR technology platforms, and can be applied to case-based projects (Ali et al., 2024). The other crucial aspect is the enhancement of behavioural skills, including critical thinking, adaptation and decision-making in uncertainty. These capabilities are vital in interpreting information into practical information. Having experience working in the real world in organisational issues, especially within the fast-paced sector such as technology, will enhance the capacity to design and apply scalable HR solutions (Shashidharakarnavar, 2026).
[bookmark: _Toc224723262][bookmark: _Toc224723304]2.3 Staying Relevant in the Age of AI
The growing nature of the incorporation of artificial intelligence in organisational operations is transforming the traditional job roles, specifically in the fields where the processing (Mithas et al., 2022). In order to be relevant, there is a necessity to learn skills that do not challenge AI. This incorporates an advanced level of analytical thinking, strategic decision-making, and the capability to apply AI-generated insight in a business environment. Technical literacies, such as AI tools, fundamentals of machine learning, and interpretation of data, are becoming minimum requirements (Schmarzo, 2023). Nevertheless, the human abilities that are unique to humans, including creativity, ethical judgment, and interpersonal communication, are important distinguishing factors. Technical knowledge is one thing, but the ability to see the long-term is a different matter that can help professionals stay useful in AI-driven settings.
[bookmark: _Toc224723263][bookmark: _Toc224723305]2.4 AI as an Enabler, Not a Replacement
AI must be put as an efficiency and decision-making tool, but not as a system that will take over the functions of humans in their entirety (Prasanth et al., 2023). AI may be used in HR to automate routine work, including data gathering, performance management, and preliminary screening of candidates, and decrease the amount of administrative work (Stone, Lukaszewski and Johnson, 2024). This enables professionals to concentrate on strategic functions like talent development, organisational design, and culture building.
[bookmark: _Toc224723264][bookmark: _Toc224723306]2.5 Conclusion
In conclusion, the only way to ensure sustained relevance in modern organisations is through the capability of combining technical skills, strategic thinking, and lifelong learning. The long-term professional value can be preserved in a changing technological environment through the usage of AI as a support tool and enhancement of uniquely human characteristics.
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