[bookmark: _Hlk224484534][image: ]

Report Title: Integrated Human Capital Blueprint  
“Re-Engineering Performance & Job Design at Aether Innovations”

Student Name: Tahmina Aktar
Student ID: 2508483

Programme: Master of Business Administration
Module Name: Human Capital Management
Module Code: LCMB7023

Lecturer’s Name: Dr Anupam Mazumdar

Work Count: 1602+1002=2604


Submission Date: 20 March, 2026



Table of Contents
Part 1 - Re-Engineering performance and Job design at Aether innovations	4
1.	Introduction	4
2.	Current Performance Appraisal and Job Design Practices in Technology Firms	5
2.1	Comparison of Traditional Performance Appraisal Systems and Modern Agile Performance Management Approaches	6
3.	Proposed Modern Performance Appraisal System for Aether Innovations	7
3.1 OKR cycles	7
3.2 360-degree feedback	8
4.	Job Analysis and Job Design	9
4.1	Job Design Principles	10
5.	Integration: Linking Performance Appraisal and Job Design	10
Part 2: Reflective Learning Experience through the Gibbs Reflective Cycle	12
1.	Description	12
2.	Feelings	13
3.	Evaluation	13
4.	Analysis	13
5.	Conclusion	14
6.	Action Plan	14
7.	Remaining Relevant in an AI-Driven Workplace	14
References	16






Table 2: Key Roles, Responsibilities, and Skills	9

Figure 1: Traditional Performance Appraisal Systems Vs Modern Agile Performance Management Approaches	6
Figure 2: OKR Performance Management Cycle	7
Figure 3: Job Characteristics Model Supporting Enriched Job Design	10
Figure 4: Integration of Skill-Based Design and Modern Performance Appraisal	11
Figure 5: Gibbs Reflective Cycle	12


[bookmark: _Toc224596168]Part 1 - Re-Engineering performance and Job design at Aether innovations
1. [bookmark: _Toc224596169]Introduction
The technology organisations are under constant pressure to innovate, adapt to the changes in the market in the shortest time possible, as well the organisations need a high rate of employee engagement. In this type of dynamic environment, human capital is of great importance in determining whether an organisation will succeed or not. Strategic human resource management is thus vital in harmonizing the performance of the employees to those of the organization (Wright and McMahan, 2011). Aether Innovations case organisation is an organisation that is currently struggling with a number of organisational challenges, such as decreased growth, rising staff turnover and decreased customer satisfaction. Such problems usually signify the failure of performance management systems and job design systems in the organisation.
The classic performance appraisal systems only concentrate on the retrospective performance appraisal and not on the ongoing performance improvement. These strategies might be unsuitable to promote innovation or adapt to the fast changing organisational environment. The recent body of HR studies focuses more on the integrated systems of performance which integrate the alignment of strategic goals, the continuous feedback and meaningful job design (Armstrong and Taylor, 2023). In the technology driven organisations, employees need not only the clear performance expectations but also inspirational job structures to perform effectively.
This report will review the existing performance appraisal and job design programs in technology firms and suggest one of the new approaches to performance management to the Aether Innovations. The suggested framework combines both the Objectives and Key Results (OKR) performance model and the specially developed performance leadership roles on the basis of the Job Characteristics Model. By adopting this combined effort, the organisation will be able to enhance the capability of innovation, employee engagement and better overall organisational performance.



2. [bookmark: _Toc224596170]Current Performance Appraisal and Job Design Practices in Technology Firms
In the past, most organisations used performance appraisal systems where staff members were assessed based on formal appraisal that was done once in a year. Despite the fact that these systems were aimed at the individual performance measurement, researchers have stated that the traditional appraisal systems tend to emphasize more on the administrative appraisal, instead of concentrating on the development of employees (DeNisi and Murphy, 2017). Annual review can prove to be ineffective in industries that are rapidly changing like technology since organisational priorities and project goals often get shifted in very short periods.
In order to overcome these constraints several technology organisations have transitioned to more nimble performance management models that focus more on constant goals alignment and real-time feedback. Objectives and Key Results have become one of the popular frameworks. This system allows organisations to capture strategic goals into organisational outcome, team outcome and the individual outcome. The clear definition of objectives and key results that should be measured on a scale help employee understand better how their work will lead to the achievement of greater organisational goals (Doerr and Page, 2018).
There is curative research of structured goal-setting processes as well. Goal Setting Theory states that clear and challenging goals are regarded as making the employees highly motivated and optimistic in respect to accomplishing their tasks (Locke and Latham, 2002). In a situation where the employees know what they should achieve and are regularly updated on progress, there are chances that they will suffer less engagement and they will be dedicated to accomplishing organisational goals.
ADF is another trend in the newer field of performance management in that of adopting multi-source or 360-degree feedback systems. According to these systems, performance reviews are obtained through diverse groups of stakeholders; some of them may include supervisors, colleagues, and subordinates. This kind of information helps give the organisation a wider view of the behaviour of the employees and the effectiveness of the leader especially in an organisation that requires teamwork and collaboration of teams (London and Smither, 1995).
Besides the practices of performance management, the job design practices in the technology companies have also changed substantially. The conventional job designs tended to focus on specific narrow specialisation that may limit the input of creative abilities by the employees and the chances of increasing skills. Enriched job design practices whereby they promote autonomy, collaboration and skills utilisation are becoming more widespread in modern organisations. These become the key principles of the Job Characteristics Model created by J. Richard Hackman and Greg R. Oldham. This model explains that satisfaction and motivation are most effective among employees when job is meaningful in the way that, it has autonomy and feedback (Hackman and Oldham, 1976).
2.1 [bookmark: _Toc224596171][image: ]Comparison of Traditional Performance Appraisal Systems and Modern Agile Performance Management Approaches
[bookmark: _Toc224588877] Figure 1: Traditional Performance Appraisal Systems Vs Modern Agile Performance Management Approaches
(Adapted from Hackman and Oldham, 1976; Locke and Latham, 2002; DeNisi and Murphy, 2017; Doerr and Page, 2018)
3. [bookmark: _Toc224596172]Proposed Modern Performance Appraisal System for Aether Innovations
To overcome the organisational problems that Aether Innovations is facing at the moment, this report suggests the adoption of an integrated performance management framework which combines OKRs, with the continuous feedback tools. This system is aimed at matching the performance of the employees with the organisational strategy as well as promoting innovation and lifelong learning.
[bookmark: _Toc224596173]3.1 OKR cycles
The initial component of the offered system is the introduction of quarterly OKR cycles. The top management would set very few organisational strategic goals in regard to innovation, customer satisfaction and operational efficiency (Doerr and Page, 2018). These organisational goals would be further converted to department and individual objectives. Every goal would have quantifiable key outcomes that the employees can use to monitor the progress and evaluate the performance during the quarter (Locke and Latham, 2002).
This strategy has a number of merits over the conventional appraisal system. To start off, it increases the transparency of the organisation since the employees can know the role of their work in general business objectives in a clear way. Second, reduced performance cycles enable organisations to react on changes in market environment or moving technology (DeNisi and Murphy, 2017).








[bookmark: _Toc224588878]Figure 2: OKR Performance Management Cycle
[bookmark: _Toc224596174]3.2 360-degree feedback
[bookmark: _GoBack]The second component of the suggested system is the introduction of the continuous 360-degree feedback. In comparison to the traditional top-down appraisal systems, the method obtains multiple stakeholder feedbacks in an organisation. The supervisors, colleagues and project partners give the employees feedback that places them in a better position to have an all-round evaluation of performance. Multi-source feedback has been illustrated to facilitate leadership and enhance organisational learning (Bracken, Rose and Church, 2016).
Besides this, weekly coaching negotiations are to be introduced into the performance management process. Periodic employee performance discussions that should be carried out by managers should revolve around employee development, goal progress and skill enhancement. Such talks foster free communication and promote a learning organisational culture (Armstrong and Taylor, 2023).
The proposed performance system can assist Aether Innovations to enhance employee engagement and organisational performance by incorporating strategic goal alignment and regularly developing performance feedback.











4. [bookmark: _Toc224596175]Job Analysis and Job Design
Job analysis defines job roles, responsibilities, and competencies required in order to enhance a performance-driven culture. The six main positions at Aether Innovations are summarised and described in terms of the proposed job descriptions and specifications, as shown below.
	Position
	Responsibilities
	Skills & Competencies
	Job Design Features

	CEO
	Strategic vision, business growth, stakeholder engagement
	Leadership, strategic decision-making, innovation management
	High autonomy, cross-functional influence

	CFO
	Financial strategy, risk management, budgeting
	Analytical thinking, financial modelling, leadership
	Skill variety, task significance

	CTO
	Technology strategy, product architecture
	Technical expertise, problem-solving, innovation
	Autonomy, collaboration across teams

	CIO
	Lead innovation initiatives, R&D integration
	Creativity, project management, strategic thinking
	Empowered decision-making, learning opportunities

	HR Director
	HR strategy, talent development, culture
	HR expertise, interpersonal skills, analytics
	High task significance, autonomy

	Head of R&D
	Research planning, cross-functional collaboration
	Technical knowledge, innovation, leadership
	Skill variety, collaboration, autonomy


[bookmark: _Toc224588727]Table 1: Key Roles, Responsibilities, and Skills


4.1 [bookmark: _Toc224596176]Job Design Principles
· Autonomy: Workers are permitted to control the ways and choice, which promotes ownership of result.
· Skill Variety: Employees utilize various skills and they contribute to projects and functions.
· Task Significance: Roles are designed in such a way that they influence organisational objectives.
· Learning Opportunities: The workers have the liberty to learn new things as they enhance flexibility.
[image: ]Skill-based design will make sure that the employees are assigned based on competencies instead of fixed job tasks and it makes organisations more flexible and knowledge-sharing (Parker, Morgeson and Johns, 2017).
[bookmark: _Toc224588879]Figure 3: Job Characteristics Model Supporting Enriched Job Design
(Adapted from Hackman and Oldham, 1976; Parker, Morgeson and Johns, 2017)

5. [bookmark: _Toc224596177]Integration: Linking Performance Appraisal and Job Design
The proposed skills-based job design and the OKR-360 feedback system are mutually related. They help employees with the necessary power, skills, and accountability to meet OKRs, as their roles are well defined. Constant performance discussions make sure that feedback should be in accordance with job anticipations and plan.
This integration promotes:
· Increased Engagement: Increased autonomy, competency mastery, and a sense of purpose increases engagement among employees (Hackman and Oldham, 1976).
· Innovation: The cross-functional team-work and the learning provision foster innovative problem solving.
· Agility: This is facilitated by real-time feedback that helps in quick adaptation of changes in the market and it helps in ensuring performance is on track with the changing organisational objectives.
[image: ]Through modern performance system integrated with a sophisticated job design, Aether Innovations can develop a culture of high performance that gives employee incentive to innovate and make significant contribution to the success of the organisation.
[bookmark: _Toc224588880]Figure 4: Integration of Skill-Based Design and Modern Performance Appraisal


[bookmark: _Toc224596178]Part 2: Reflective Learning Experience through the Gibbs Reflective Cycle
The main aspect of postgraduate learning is reflection since it allows critical analysis of experience and the application of theory to practice. Gibbs Reflective Cycle is a reflective framework that is often employed. This model divides reflection into 6 phases: description, feelings, evaluation, analysis, conclusion and action planning (Gibbs, 1988).
[bookmark: _Toc224588881]Figure 5: Gibbs Reflective Cycle
1. [bookmark: _Toc224596179]Description
The main concepts of human resource management that I worked with throughout this module are: performance management systems, organisational culture and job design. The curriculum established the connections between HR strategies and organisational outcomes by revealing the way employee performance can be coordinated with strategic goals by using formal frameworks and managerial practice. The relevance of performance architectures to the support of development and innovation in case discussions and the literature streamlined the importance of performance architecture. One of the frameworks brought was Objectives and Key Results (OKRs) created by John Doerr, which converts strategic priorities into precise results and brings the individual and organisational goals closer together (Doerr and Page, 2018).
2. [bookmark: _Toc224596180]Feelings
First, there was a sense of theoretical detachment that some of the theoretical frameworks did not have with practice, particularly that of strategic HR alignment and performance architecture. Regarding my stance over time, after being exposed to examples being practiced, my position became less radical; I became more confident that I can see how these theories can play out in diagnosing problems like low involvement, stifled innovation and poor appraisal system. This mental adjustment added more dedication towards strategic HR as a driver to organisational enhancement.
3. [bookmark: _Toc224596181]Evaluation
The fact that the module combined theory and practices was a significant strength. The Job Characteristics Model of J. Richard Hackman and Greg R. Oldham revealed the impact of job design on motivation through autonomy, role significance and skill variety (Hackman and Oldham, 1976). My knowledge in this model explained the importance of role architecture in concern with satisfies and results. Continuous performance management: perpetual feedback and developmental dialogue, instead of yearly appraisal, were also foreseen in the module: sustainable enhancement and correspondence.
The limitations I, however, critically observe are: OKRs may promote short-termism when diminished over time; continuous feedback requires managerial skills and time resources (not all organisations have these); and the models tend to underestimate political forces that limit HR implementation. These limitations imply that theory-to-practice translation involves more than policy adoption, and in fact it involves organisational design and capacity building.
4. [bookmark: _Toc224596182]Analysis
There was the need to integrate performance systems, practice and job design of leadership. Having clear goals and habitual feedback is reliable in enhancing motivation as well as results (Locke and Latham, 2002). This is best enhanced by enriched job design which allows autonomy and meaningful work. But this cannot be done successfully unless it is based on managerial dexterity, information infrastructure and culture that allows experimentation. The awareness of this objectively changed my perception of HR as being not merely a non-strategic administrative chase, as HR has to nurture human capital, create norms and support innovative behaviour, especially in knowledge-based environments.
5. [bookmark: _Toc224596183]Conclusion
The module broadened my perception of strategic HR and highlighted the potential and the difficulties associated with the contemporary HR practices in the real world. The working of mechanisms is elaborated in the theoretical models, however to create benefits, organisational commitment is needed, development of capability and cautious balancing of incentives and processes.
6. [bookmark: _Toc224596184]Action Plan
In order to consolidate learning, I will: (1) participate in modern research in HR to follow disputable practices and evidence; (2) acquire skills in developing HR analytics to assess interventions through empirical methods; and (3) continue to develop particular skills in the field of coaching and change management that will help me guide managers to undergo continuous feedback and job redesign. I will also trials on a smaller scale (e.g. a team OKR trial with structured managerial coaching) in order to test assumptions before scaling so as to combine evidence, reflective practice and pragmatic experimentation to apply HR theories responsibly in organisational settings.
7. [bookmark: _Toc224596185]Remaining Relevant in an AI-Driven Workplace
The fast-growing trend of artificial intelligence (AI) technologies is changing the way work is done in most industries. Finding more applications in the routine operations data processing, screening, and organisational analytics, AI tools are being automated. Since these technologies are constantly changing, it is upon the professionals to transform their skills and competencies, to keep them relevant in a more digital work environment. Researchers believe that AI will enhance the work of humans instead of entirely eliminating it, especially in positions that involve creativity, critical thinking and human interaction (McAfee and Brynjolfsson, 2017).
In my future professional practice, I would apply AI technologies as an assistant tool that would provide efficiencies and streamline the decision-making process. As an example, AI-driven analytics can help HR specialists analyse the workforce-related information, discovering the trends in employee involvement and anticipating the possible risk of retention. The insights can be used to plan the workforce better and make strategic organisational decisions. Moreover, AI technologies have the potential to automate the routine HR activities, and professionals will be able to contribute more time to strategic tasks, including leadership development, engagement of the workforce and organisational culture management.
Regardless of these technological developments, human resource management still needs human judgement and emotional intelligence to handle several aspects of the human resource management. Processes like the mentoring of employees, workplace conflicts and organisational culture development are all dependent on interpersonal communication, empathy and trust. Such abilities continue to be core to the effective component of leadership and they cannot be easily reproduced within automated systems.
To make sure that AI will contribute and will not substitute my professional role, I will pay much attention to the development of competencies, which will support advancements in technology. These are strategic leadership, ethical judgement and critical thinking. The human knowledge incorporated with AI derived insights will allow professionals to make more reasonable, accountable and knowledgeable organisational decisions.
[bookmark: _Toc224596186]
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Comparison of Traditional Performance Appraisal Systems and Modern Agile
Performance Management Approaches

Aspect Traditional Performance Appraisal Modern Agile Performance Management
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Conducted annually through formal performance
reviews.
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changing organisational priorities.
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and limited engagement.
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