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Report to: The Board of Directors, Aether Innovations
From: Human Capital Consultant 
Date: March 2026 
Subject: Integrated Human Capital Blueprint: Aligning People and Performance 

Executive Summary 
The organisation has a rapidly expanding workforce of 300 individuals within the tech sector who are providing new and exciting possibilities for growth. Despite these opportunities, the organisation is currently struggling with its people management practices; this will ultimately lead to poor productivity levels and unhappy customers and will affect the long-term viability of the organisation. The company's difficulties in managing staff are demonstrative of the fact that their strategic objectives are not aligned with their human capital management practices.
Research conducted in regards to strategic HRM has shown that the effectiveness of an organisation as a whole is increasingly shaped by how well the HR department manages their employees, (Guest 1997; Boxall & Purcell 2016). Subsequently, this report will present a comprehensive and integrated human capital strategy to create an improved talent management ecosystem at Aether Innovations.
The first part of the report will focus on how important talent management is strategically to the organisation in order to increase the competitiveness of the organisation within the technology sector as a whole. The final part of the report will outline how Agile management will enhance the organisation's ability to quickly react to a rapidly changing business environment in today's marketplace.
The Management Implication Section Encompasses A Summary Of Key Management Implications To Assist The Board Of Directors In Creating A Balanced Talent Strategy With Focus On Internal Talent Development And External Recruitment Strategies At Its Core. Finally, The Module Has Provided A Reflection Of The Author’s Thoughts Regarding The Impact Of Designing Talent Ecosystems/Strategies; Lessons Learned Given The Current State Of The Anxiety-Driven Job Market.







Part 1 : Designing the Talent Ecosystem 

1.1 Development of Strategic Talent Management Ecosystem 
Strategic talent management involves obtaining, developing and retaining individuals whose abilities will help achieve long-term organisational success. Human capital is an important contributor to competitive advantage in sectors where knowledge is paramount (e.g., technology) (Latukha et al., 2022).
For Aether Innovations, strategic management of talent is demonstrated by linking various components such as recruitment systems, training and development, performance management, and leadership development, all of which work together toward the overall goal of developing talent within the organisation.
To achieve success, organisations should implement an effective recruitment process that finds individuals who possess particular skills along with those who fit with the organisation's values because research suggests that person-organisation fit is one of the greatest influences on employee engagement and retention (Mensah & Bawole, 2018). However, one major factor in developing and improving employee competence, developing future leaders of the business via talent development, and being able to achieve their goals in accordance with what the company wants them to achieve will be having a competent manager and it is crucial that this manager has provided every employee the ability to meet or exceed his/her objectives and in turn, help their employees do so (Saddozai et al., 2017).
Companies that have effective employee retention programs will help to reduce the potential for high employee turnover and the negative impact that would have on the productivity of the organization. A successful retention program will also contribute positively to overall employee productivity (Birou & Hoek, 2021).
1.2 Development of Strategic Agile Management Ecosystem 
In a rapidly changing technological economy, businesses have to now develop strong management capabilities to compete in the marketplace. Due to technological innovation, fluctuations in the economy and rapid growth, businesses must be able to quickly capitalize on new opportunities and to either change or eliminate old opportunities. 
Agile talent management (ATM) is a means of enabling organisations to respond quickly to the needs of their business. In order to create agile organisations with flexible structures, flexible ways of working together, and the ability to develop employee skill sets (Malik et al., 2021).
Strategic agility differs from operational agility because organisations must be both reactive and proactive in their response to rapidly changing environmental conditions 

(Denning, 2017). By being strategically agile through ATM, Aether Innovations will be able to adapt its organisation's business models to meet its ever-changing customer needs through innovation and responsiveness.
There are many opportunities to improve the application of ATM, some of which include:
Cross-functional teams: The use of cross-functional teams increases the overall effectiveness of an organisation by allowing for improved communication, collaboration, and the ability to learn and grow together. 
Continuous learning and up-skilling programmes: A fulfilment of the organisations need for continuous improvement through training and development through both on-duty and off-duty training.
Digital collaboration tools: The use of digital collaboration tools such as online meeting software, project collaboration tools, and video conferencing tools provide organisations with additional avenues of improving their overall performance.
Flexible performance management systems: The use of flexible performance management systems will allow organisations to quickly assess the performance of their employees and provide them with timely feedback on performance.
1.3 Analytical Approach
Recently, People Analytics has offered companies an opportunity to comprehend the contribution of talent management to the success of an organisation by offering them information regarding the performance of the HR department or the organisation.
The above information can be further evaluated using analytical tools to determine the correlation of different variables.
The use of multi-variable analysis will allow companies to simultaneously evaluate the correlation of multiple variables in an organisation. This will help companies to determine which variables in an organisation contribute to the overall performance of the workforce in the organisation.
The implementation of People Analytics methodology in Aether Innovations will offer them the following advantages:
The reasons for the turnover of employees in the organisation will be understood.
The effectiveness of the recruitment and training processes will be understood.
The level of engagement and performance of employees will be understood.
Evidence-based information will be available to the organisation regarding its HR-related decision-making processes.


The use of People Analytics in the talent management strategy development process will help companies to make credible decisions.

1.4 Managerial Implications
There are a number of implications for the leadership team of Aether Innovations as a result of the findings outlined in this report.
The first implication is that Aether should establish a well-rounded talent strategy that combines internal talent development with external talent acquisition. A strong internal talent culture will lead to increased employee retention.
Another implication for Aether is to enhance its performance management systems through the use of 360-degree feedback processes. These feedback processes will enable Aether to develop its leadership skills.
A third implication for Aether is to invest in developing employees' skill levels, to help increase employee retention. By investing in employee skills development, Aether will be able to create a sustainable talent ecosystem that can improve the company's innovation and productivity.

· The Argument for Developing Your Own Talent
Developing your own talent is a process whereby you train and develop your own employees to become leaders in your organisation in the future. The advantages associated with developing your own talent include:
· Greater control over the skill sets of buildings
Developing your own talent gives you more control over building skill sets within your organisation. This is important in some sectors where skill sets are a priority.
· Increased employee retention
Developing your own talent ensures a high level of employee retention because you have developed your own employee and created a bond with them. This means you have created a loyal employee.
· Enhanced company culture
Developing your own talent ensures you have created a high-quality company culture because you have created a bond with your own employee.
· The Argument for Purchasing Talent
The process of purchasing external talent involves searching for individuals with the appropriate skills and expertise in a specific area. The advantages associated with purchasing external talent include:


· The Case for Buying Talent Externally
Buying talent externally entails hiring people who have the required skills and expertise that the company requires. Some of the advantages of buying talent externally include:
· Immediate access to needed skills
When companies buy talent externally, they can immediately access the skills required to enable them to stay competitive. This is particularly important for companies whose industry is constantly changing.

 New Perspectives and Ideas
The use of external hiring sources has the potential to bring new perspectives and ideas to a brand. This could result in new ideas and increase the brand’s creative output.
While both "Building" and "Buying" have many advantages for a business, a hybrid approach could potentially bring about the best of both. Some of the advantages of a hybrid approach are:

· Flexibility
The hybrid approach could potentially enable your business to be more flexible in meeting its business needs. For instance, a business could "build" and develop skilled individuals within the business where a long-term requirement is identified, and "buy" individuals from the external market where a short-term requirement is identified.
·  Improved talent pipeline
The hybrid strategy can also be used to improve the talent pipeline, where the company can train its own employees to take up new roles and responsibilities.
· Balanced risk
The hybrid strategy also helps companies to balance the risk associated with either building or buying talent, which can be used to minimize the impact of any unplanned events, like losing key employees or changing business environments.
What is Best for You?
Building talent within the company and buying talent from the market have their own advantages and disadvantages. Building talent within the company is cost-effective and helps to maintain company culture, while buying talent from the market gives access to fresh perspectives and diverse skill sets, but it is more expensive and affects company culture in a negative way. It is very important to consider company culture and values, company budgets and resources, availability of talent in the market, and business objectives while making any decision.

1.5 Conclusion 
Regardless of whether you build or buy talent, what is important is that you have a strategy that works well with your business objectives and goals. Ultimately, what will get you the best talent strategy is one that helps you get the best talent, achieve business growth, and success.


Part-2 Reflective analysis
2.1 Gibbs' Reflective Cycle - Reflection of Realisation
This is the module I engaged in to support myself personally and professionally develop my skills/abilities for the growth and development of my organisation. My reflection of Talent Ecosystem has helped me to understand what is meant by Talent Ecosystem and how to build a Talent Ecosystem that can attract, develop, and retain talent while supporting organisational innovation and driving continuous learning through the integration of learning, leading, performance; cooperation within a comprehensive; Talent Ecosystem model. I learnt that developing talent is no longer just about providing training and that, over the last few years, organisations have had a paradigm shift regarding how they develop their workforce (talent). The focus now is on providing an environment that is always evolving so that people are continually learning and developing their talents and abilities, through such things as creating a culture of learning, developing a growth mindset, creating collaborative networks and utilising technology-based learning resources.

· Feelings 
Many strategic decisions for organisations exist in relation to talent acquisition, such as whether to build talent through mentoring, training, and development activities (build) or whether to purchase already experienced (or qualified) talent from the external labor market (buy). Past studies have identified build and buy as different labor acquisition models for organisations, yet little evidence exists to support the relationship between build and buy in terms of how organisations use internal organisational capabilities and external influences to select between build and buy as a talent acquisition strategy. This study, through the use of resource orchestration theory and human capital theory, suggests that build and buy decisions reveal a logic for how organisations allocate their resources, as well as the volatility of their external environments. This longitudinal study examines the utilisation of 174 US law firms over a period of eight years to determine how financial slack, managerial slack, and demand volatility can influence organisational relative investments in novices versus experienced hires. The results show that organisations with high levels of financial and managerial slack will be more 

likely to use a build strategy than organisations with high demand volatility, which will use a buy strategy. 
· Evaluation 
As the trend in which AI is changing the labor market and employment continues to rise, one must learn to change and become more relevant and competitive in one’s field of choice. One way to do this is to learn to acquire skills in high-demand fields like data analytics, machine learning, and programming. Another way to change and become more relevant in one’s field is to take advantage of the benefits brought about by AI, like using it to become more efficient and increase human productivity. This means learning how to use AI to become more efficient and working alongside it to become more efficient in one’s field. It is also important to keep up to date on the latest in AI and its effect on one’s industry. 

· Analysis
The interrelation between innovation and the behaviors that support innovation, collaboration, skill development, and continuous improvement is subject to the individual’s ecosystem in which he or she is functioning or operating. A talent ecosystem consists of different factors, which include: 
• Ongoing learning opportunities.
• Knowledge-sharing networks 
• Leadership innovation support 
• Digital learning resources 

· Performance systems to encourage experimentation.
It is from my own experiences and involvement in this module that I have come to understand the importance of having a positive mindset through being open to new learning experiences and my own experiences. A learning ecosystem is helpful in providing learning, creating, and exploring opportunities.
The module has also helped in understanding the importance of self-directed learning, where individuals are responsible for identifying their own skills gap.
· Conclusion 
Job creation and destruction are both results of advancements in AI. There are many new ways to innovate and increase productivity through AI but at the same time AI has created concerns about job loss and income inequality. To combat the negative effects of AI, all entities including governments, employers and educational institutions need to work together to build a framework of regulations that will mitigate the damage of AI 

while creating opportunities for collaborative work with AI in the future. The ultimate outcome of AI and jobs will depend upon how well society adapts to the effects of AI and how well they are prepared for those changes.
· Action Plan
Furthermore, I will be taking steps to enhance my learning and development by implementing the following actions that I have learned from my reflection on this topic: 
1. Policymakers should focus more on addressing the issue of job loss as a result of automation through policies that promote a work environment where employees feel comfortable with the use of artificial intelligence. 
2. Businesses should also develop programs that will allow employees to be knowledgeable about artificial intelligence to prepare them for significant changes in how businesses operate as a result of technology. 
3. It is also important to have a collaboration between the business sector and academia to ensure that educational programs in colleges and universities are in line with current trends in the industry. 
4. It is also important to have policies in place if we want to create an individualized learning space that will promote innovation and flexibility in the field of artificial intelligence. Thus, I will be continuing to participate in the development of policies as a result of the AI-driven world.

2.2 Develop Your Own Strategy to Stay Relevant in Today's Workforce (Digital Age of AI).
In the present day, because of the rapid evolution of technology, artificial intelligence (AI) has revolutionized the way in which tasks are executed in all sectors of the economy. For instance, skilled jobs are being replaced by machines or computer systems that can perform repetitive tasks and process large amounts of information in just seconds, which would take human beings much longer to do manually. It is therefore essential for each person to be proactive in staying relevant in the ever-changing landscape by regularly updating their skills and knowledge.
I will continue to develop my own personal strategy in an effort to remain relevant in the workforce by focusing on developing skills that cannot be replicated by computer programs (e.g., creativity).
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