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[bookmark: _Toc62068827]A Strategic Build‑Versus‑Buy Talent Model for Strengthening Organisational Performance at Aether Innovations
[bookmark: _Toc2087022555]Introduction
Aether Innovations, a fast‑growing technology firm of around 300 employees, is experiencing organisational stagnation characterised by plateauing revenue, rising turnover, and declining customer satisfaction. As the document states, the purpose of the report is “to propose an integrated human resource strategy aimed at strengthening innovation capability, enhancing employee engagement, and restoring high organisational performance.” This paper presents a strategic talent model that balances internal capability development (“build”) with targeted external recruitment (“buy”), aligning workforce planning, leadership development, and performance management with long‑term organisational goals. The overarching aim is to cultivate a culture of agility, continuous learning, and innovation that supports sustainable high performance.
The report analyses the contemporary talent ecosystem in technology firms and evaluates how mentorship, leadership development, and lifelong learning can attract, develop, and retain high‑potential employees in an increasingly competitive labour market (Piip, 2018).











[bookmark: _Toc607544656]Aligning People and Organisational Performance at Aether Innovations
Human Resource Management (HRM) is central to organisational success, particularly in technology‑driven environments where adaptability, creativity, and knowledge sharing underpin competitive advantage. Employees are a core strategic asset whose skills and commitment directly influence service quality and long‑term sustainability (Barney, 1991; Wright & McMahan, 2011).
To address Aether’s current challenges, an integrated HR strategy is required. Research shows that effective talent management enhances workforce stability, reduces turnover, and supports the development of critical skills (Collings & Mellahi, 2009). High‑performance HR systems—spanning performance management, learning and development, engagement initiatives, and career‑progression frameworks—strengthen organisational agility and employee purpose (Becker & Huselid, 2006).
A coherent HR strategy will reduce operational disruption, rebuild internal capability, and improve customer delivery. As the document notes, applying HRM theory demonstrates “how people‑centred strategies can simultaneously promote employee excellence and enhance customer value.”

















[bookmark: _Toc429065371]Designing the Talent Ecosystem
[bookmark: _Toc1478493435]1. Market Conditions Affecting Aether Innovations
The global tech talent landscape has shifted significantly. Traditional innovation hubs such as Silicon Valley and London now compete with emerging ecosystems including Bangalore, Shenzhen, and Nairobi, driven by digital infrastructure growth (Blakely & Hu, 2019). Hybrid work models have become the norm, with offices functioning as collaboration hubs.
AI acceleration is reshaping skills demand. The expansion of AI has increased the need for machine learning engineers and data scientists while reducing reliance on some traditional development roles (Yadav & Shrawankar, 2024). By 2030, AI and automation will transform most industries, requiring more strategic talent management (World Economic Forum, 2025).
Implication: Aether must adopt agile, globally integrated, development‑focused workforce strategies to remain competitive.
[bookmark: _Toc925186638]1 Intensifying Industry Competition
The technology sector is defined by rapid startup entry, heavy R&D investment by incumbents, short product life cycles, and aggressive innovation. These pressures compress margins and reduce differentiation, contributing to Aether’s plateauing revenue. Competing on innovation speed, talent quality, and customer experience is essential.
[bookmark: _Toc307951134]2 Rapid Technological Change
Advances in AI, cloud computing, cybersecurity, and digital platforms require continuous upskilling and shorter product development cycles. Without strong internal innovation capability, Aether risks technological obsolescence.
[bookmark: _Toc303104175]3 Talent Market Pressures
The tech labour market remains highly competitive, with global firms offering attractive compensation, flexibility, and career progression. Rising turnover at Aether suggests talent is 
being lost to competitors, increasing recruitment costs and reducing knowledge continuity.


[bookmark: _Toc497293867]Conclusion: The Need for a Build‑First, Selective‑Buy Strategy
Aether operates in a skills‑short labour market where a predominantly external hiring (“buy”) strategy is increasingly costly and unsustainable. As the document states, “continued dependence on external hiring risks further instability and declining performance.” A balanced “build‑first, selective‑buy” model is recommended.
Internal development should focus on core and future‑critical capabilities, innovation, digital expertise, and leadership pipelines, while external recruitment should target highly specialised or emerging skills requiring immediate expertise. This approach reduces vacancy duration, stabilises teams, enhances engagement, and protects customer delivery. It also supports long‑term capability development and organisational resilience (Draup.com, 2025).













A Strategic Build‑Versus‑Buy Talent Model to Attract and Retain High‑Potential Employees
High‑potential employees (HiPos) are essential to long‑term organisational success. A balanced build‑versus‑buy strategy enables organisations to respond to immediate skill gaps while developing future capability (Cappelli, 2008). Building internal talent strengthens cultural alignment, internal mobility, and retention, while buying external talent injects with specialised expertise and fresh perspectives.
1. Building Internal Talent
Organisations build when roles align with existing capabilities and mentoring capacity is strong and buy when the “human‑capital distance” is large or speed is critical.
Pillar One: Mentorship as a Strategic Capability Multiplier
Mentorship accelerates development, deepens organisational knowledge, and strengthens social capital. The document notes that “mentored employees experience higher levels of job satisfaction, career progression, and organisational commitment” (Allen et al., 2004). For Aether, mentorship directly addresses early‑career attrition and high‑potential flight risk.
Strategic impacts include:
· Reduced voluntary turnover
· Faster leadership readiness
· Stronger cross‑functional knowledge transfer
· Reinforced cultural continuity
Mentorship signals long‑term organisational investment, a key driver of engagement and discretionary effort.
Pillar Two: Leadership Pathways and Internal Mobility
Structured leadership pathways, rotational assignments, stretch projects, and targeted training, are essential for retaining high‑potential employees (Day, 2011). Internal labour market theory emphasises that strong internal mobility reduces hiring costs and improves retention (Doeringer & Piore, 1971). Leadership paths support t\lent attraction and retention.
For Aether, leadership pathways should include:
· Clear progression from individual contributor to people leader
· Enterprise leadership tracks
· Cross‑functional rotations
· Succession planning for strategic roles
These practices increase leadership bench strength, reduce dependency on external hires, and enhance engagement through career clarity.
Pillar Three: Lifelong Learning as Innovation Infrastructure
Continuous learning is essential in a rapidly evolving technological landscape. High‑potential employees value ongoing skill development and professional growth (Noe et al., 2014). Learning cultures correlate strongly with innovation output and retention (Garvin, 1993). As the document states, lifelong learning ensures “skills remain future‑ready” and innovation capacity is continuously refreshed.
Aether should embed:
· Structured development programmes
· Digital learning platforms
· Innovation labs
· External knowledge partnerships
This pillar ensures employees remain adaptable, future‑ready, and engaged.
2. Buying External Talent
The buy strategy is essential when immediate access to specialised or rare skills is required, particularly in fast‑moving fields such as AI, data science, and cybersecurity. External recruitment brings fresh perspectives and bridges urgent capability gaps (Leisink & Knies, 2020). However, over‑reliance on external hiring can weaken loyalty and internal career pathways, reinforcing the need for a balanced approach.











Conclusion
By integrating mentorship, leadership pathways, lifelong learning, and selective external hiring within a coherent talent ecosystem, Aether Innovations can rebuild organisational capability, enhance engagement, and strengthen innovation capacity. By moving from ad-hoc, buy heavy approach to an integrated build-centric talent strategy, supported by mentorship, leadership pathways and lifelong learning, Aether can reduce turnover, reignite innovation and restore customer satisfaction.  As the document concludes, organisations that integrate build and buy approaches “are better positioned to attract, develop, and retain high‑potential employees, respond to technological disruption, and achieve long‑term organisational performance

Recommendations
· Adopt an integrated talent ecosystem
Adopt an integrated talent ecosystem that aligns recruitment, development, performance management, and succession planning with organisational strategy, future skill requirements, and long-term innovation objectives.
· Individual development plans
Individual development plans for core and strategically critical roles through graduate pipelines, apprenticeships, mentorship programmes, and systematic identification of high-potential employees to support retention and capability growth.In the succession planning process, IDPs are important because they provide a tool to track goal progress which can lead to increased support and accountability (Groves, 2007).
· Leadership and career programs
Establish clear leadership and career progression pathways using rotational assignments, stretch projects, and targeted leadership development initiatives to signal organisational commitment and reduce voluntary turnover among high-potential talent.
· Embed continuous learning
Embed lifelong learning and continuous upskilling by investing in digital learning platforms focused on emerging technologies, ensuring workforce agility, adaptability, and sustained competitiveness in a rapidly changing technological environment.
· Apply targeted external recruitment
Apply a targeted external recruitment strategy for scarce or urgent skills, leveraging AI-enabled sourcing and global hiring channels while maintaining internal equity, supporting internal mobility, and balancing short-term capability needs with long-term workforce sustainability and strategic organisational performance outcomes across contexts.

[bookmark: _Toc47965237]Research Process Reflection
Learning journey
Following the delivery of the Human Capital Management Assessment Specifications, I undertook a structured and purposeful review of academic literature, drawing extensively on peer-reviewed journals and case studies sourced through Google Scholar. This research phase was complemented by consistent attendance at weekly lecture meetings, which played a vital role in shaping the direction and quality of my report. The interactive nature of these sessions encouraged critical discussion, clarification of key concepts, and deeper engagement with contemporary Human Capital Management practices.
To critically assess and articulate my academic development throughout this process, I adopted Gibbs' Reflective Cycle as the guiding framework for reflection. This model offers a structured and systematic approach, moving through stages of description, feelings, evaluation, analysis, conclusion, and action planning. By applying this framework, I was able to examine not only what I learned, but also how I responded to challenges, how my understanding evolved, and how I refined my research strategies over time.
Using this reflective lens enabled me to identify areas of strength, such as improved critical analysis and academic writing skills, while also recognising areas for further development, including time management and deeper theoretical integration. Overall, the lecture meetings significantly contributed to clarifying my research focus, strengthening the academic rigour of my work, and ensuring that the final report adhered to ethical and scholarly standards.











Gibbs Reflective Cycle

[image: ]


Reflective Report on Tech‑Talent Ecosystem Research
Description
As part of my master’s studies, I conducted a comprehensive investigation into the contemporary tech‑talent ecosystem, with particular emphasis on how artificial intelligence (AI) adoption, global skill decentralisation, and shifting employee expectations are influencing workforce dynamics. Academic and industry data alike demonstrate an accelerating demand for new competencies; skills in data analytics, AI literacy, and digital fluency are now highly sought after across sectors (SHRM, 2025). The rapid emergence of AI‑related roles has been documented empirically, with literature showing a significant shift towards skill‑based hiring as opposed to traditional qualification‑based recruitment (Bone, Ehlinger & Stephany, 2023).
My research revealed that organisations face pronounced challenges in sourcing qualified talent, prompting the adoption of strategic responses such as internal upskilling, mentorship schemes, apprenticeships, and targeted development pathways (SHRM, 2025; SHRM MENA, 2025). Organisations are reframing talent development as a continuous learning journey rather than a series of discrete transactions, recognising that workforce skills evolve rapidly in AI‑associated domains. Furthermore, studies in workforce planning suggest that future roles will increasingly require both technical competencies and “human skills” such as creativity, critical thinking, and ethical reasoning (International Journal of Research in Human Resource Management, 2025).
This area of study illuminated broader organisational talent strategies where internal development, supporting mobility, reskilling, and leadership pipelines, are balanced with externally sourced talent. This transition from transactional recruitment to strategic human capital planning reflects the need for enterprises to embed agility within their workforce structures in response to technological change and market demands.

Feelings
At the outset of this academic year, I experienced a palpable sense of uncertainty as I transitioned from undergraduate (level 6) to postgraduate (level 7) study. The depth and pace of master‐level expectations were markedly greater than my prior experience, and I was acutely aware of the need to establish professional rapport with lecturers and peers under these demanding conditions. Initially, this shift triggered feelings of anxiety and self‑doubt, as I grappled with the intellectual rigour and autonomy that the programme demands.
Despite these anxieties, I was motivated to engage actively in seminars and discussions, intentionally drawing on my verbal communication skills and willingness to learn. Through participation, I found that consistent engagement helped to reduce my apprehension and fostered a growing sense of academic confidence. In hindsight, this experience highlighted the importance of emotional regulation and the ability to adapt constructively to environments that challenge existing assumptions and self‑perceptions.

Evaluation
Reflecting on my research experience, I recognise that exploring the tech‑talent ecosystem has been both intellectually demanding and profoundly developmental. The research process strengthened my ability to interpret complex academic literature, synthesise competing perspectives, and apply theoretical frameworks to contemporary organisational challenges. Engagement with scholarly sources, spanning labour markets, workforce planning, and talent management, provided a multidimensional understanding of how technology is reshaping not only skills demand but also HR practices.
I developed a deeper appreciation for strategic workforce planning, especially the importance of integrating continuous learning frameworks and internal development mechanisms such as mentoring and structured career pathways (SHRM, 2025; SHRM MENA, 2025). These strategies offer organisations a means of developing resilient workforces aligned with rapidly evolving industry expectations, an insight that will be valuable for future professional practice.

Analysis
Upon reflection, I recognise that much of my initial anxiety could have been mitigated through more rigorous preparation. Dedicating time each week to review lecture materials, engage with recommended readings, and prepare case study summaries would have enhanced my comprehension and confidence during seminar discussions. Doing so earlier in the semester would have allowed me to contribute more consistently and meaningfully to academic discourse.
Analytically, my understanding of talent management evolved significantly over the term. Initially, I viewed workforce planning primarily through an external recruitment lens, where organisations “buy” skills they lack. However, engagement with the literature revealed that internal development strategies, such as upskilling, mentoring, and career ladders, can be more sustainable and cost‑efficient over time. Contemporary research shows that organisations are increasingly leveraging both internal and external talent strategies to remain competitive amidst rapid technological change (SHRM, 2025; Bone, Ehlinger & Stephany, 2023). This dual‑pronged approach reflects an understanding that workforce readiness is enhanced not solely by hiring, but by fostering continuous learning and adaptability across all organisational levels.

Conclusion
On reflection, I acknowledge that improving my engagement with preparatory readings and weekly learning materials would have enhanced my academic performance and reduced early‑term anxieties. This insight emphasises the significance of proactive study habits and sustained engagement with research literature in postgraduate education.
My perspective on talent management has also undergone a substantive shift. Initially inclined towards recruiting externally, I now recognise the strategic value of internal development frameworks, including structured learning pathways, mentoring programmes, and leadership pipelines. These elements are imperative for building workforce resilience and aligning human capital strategy with organisational goals in an AI‑driven future.
In future professional roles, this insight can inform evidence‑based workforce planning: first assessing existing capabilities, identifying critical skills gaps, and prioritising internal development before pursuing external hiring. Such an approach not only strengthens organisational adaptability but also reinforces a culture of learning and growth where employees are empowered to evolve rather than displaced by technological change.

Action Plan
Overall, the progression of my research and report has been positive and structured. My action plan focused on adhering to the assessment specification while actively engaging with weekly lectures and academic support sessions. This combination ensured continuity of academic guidance and personal development throughout the research process.
Going forward, I plan to enhance my preparation strategy by allocating dedicated time each week to review assigned readings and integrate relevant insights into seminar contributions. I will also adopt a more proactive approach to research, identifying and analysing emerging trends in workforce management and AI adoption at earlier stages in the process.
Finally, I recognise that structured reflection, such as that facilitated by Gibbs’ model, is a critical tool for continuous learning. By systematically evaluating experiences, identifying areas for improvement, and translating insights into action, I can strengthen both academic performance and professional competencies.
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