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INTRODUCTION 
The human capital management are the approaches which help among managing the workforce of the organisation, which also include the assessing the employees and developments rather than thinking about costs. It include the process of recruiting, training as well as onboarding which help in enhancing employee productivity and engagement align with company values (Serenko, 2024). 
Aether Innovation Group Ltd, is a UK based company which is having their main focus on the providing sustainable and innovated tech which help in enhancing efficient and even help in reducing the environmental impact in the textile sector (Aether Innovation Group Ltd, 2026). The organisation is facing some major issues as flat growth along with high staff turnover rate even failing in providing customer satisfactions. 
The report will provide talent ecosystem which are followed by other tech companies which will include innovations. It will propose a strategic build vs. buy talent to attract and retain high-potential and employee creativity at Aether. 
[bookmark: _Toc222311280]PART 1- Designing the Talent Ecosystem 
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The tech talent in the modern time is enabling the AI as well as being skill focused which include the following: 
Talent strategies based on skills- The companies are now dismantling all the rigid jobs as well as their descriptions and having their main focus on the skills such as python, Prompt engineering as well as AI ethics. The performance management of HCM will help in reviewing to have their main focus on development rather than just achieving KPIs (Yildiz, 2023).
AI driven HR- The AI is moving more form a single automation which majorly include the screening of resumes as well as to have autonomous support which will help in planning careers and even help in predicting employee turnover. The HCM will recruit as well as provide L&D with the help of internal AI tools for the identifying the employee which are future ready. 
Mobility marketplace- Nowadays the tech companies are looking forward for the inward to their first for reskilling their employees as well as having reduction in their hiring costs which will eventually also help in enhancing retention rates (Eisner, 2025). The HR uses the predictive analysis having previous analysis of the skills gaps which are present in the workforce in the 18 month. 
Fluid model for workforce- The tech companies is having blend of full time employees, along with contractors as well as AI.  The HCM system will handle all the varied payments which will restructure for all the freelancers and other gig worker seamlessly. 
The leading tech companies’ talent is becoming a cloud based as well as services which are being assembles according to need of project (Liu, 2022). The future ready talent ecosystem is no longer a static HR foundation but it is a dynamic network which is designed for the making the agile as well as resilient volality of market. 
Real-World Examples
Thermo Fisher Scientific (Internal Mobility and skills)- The tech companies is currently exceeding their business goals as well as they are even filling their 40% of roles internally. The implementation of ecosystem which help in having 46% of the hiring rates and platform for matching employee skills (Thermo Fisher Scientific, 2026).  
MasterCard (Talent CRM and AI)- The company is having partnership with the Phenom, the company had transitioned from the reactive hiring process. They have even increased their talent communication which had increased their influenced their heirs (MasterCard, 2026).  
Kuehne + Nagel (Marketplace of talent)- The logistical giant had utilised the internal AI marketplaces which help recruiter for acting as the internal head hurdles which increased internal conversion rates by 22% and reduced the role by 20% (Kuehne + Nagel, 2026). 
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The Build vs. Buy Talent Model will be significant for the having high potential employees as well as it also help in ensuring to have all the long term success of organisation. The model will help in the having internal growth as well as hiring will be with fresh perspective and required skills. For having the business competitive edge they have to include the model which will be 70:30 hybrid approach. In which the 70% will include to have company’s internal developments which require to have their main focus on upskilling and reskilling for existing talent, as the approach will help in increasing employee engagements and loyalty towards the company (Kurniawati, 2025). For the 30% they are required to enhance their external hiring process which can be having hiring of top talents and filling presented skill gaps which help in stagnancy of employees. 
	Building strategy
(Identification and potential development)
	Buy Strategy (Acquisition)
	Bind strategy (Retention of top tier talent)

	Identification of potential- Introducing the internal 9-box grid which will help in identifying the high potential from all the high performer (Chen, and et.al, 2025)
	Skill based training and hiring- The tech company can have their main focus on the adaptability of soft skills and help in learning the technical skills not their working character. 
	Personalised plans- preparation of high potential as well as growth driven approaches which will provide company with the new learning paths as well as certificates (Koshanova, 2025). 

	Experiment learning- The approach will help in having their main focus on 70% of the job experience and remaining on the mentoring of employees as well as 10% on training programmes
	Executive search- they will help in having experimental search as well as help in sourcing of specialised sourcing for the niche market leadership roles which are absent in the internal marketplace (Ollitervo, 2024). 
	Leadership- the HiPos will help in having senior management as well as it also indicate high impact among the employees where they had been valued. 

	Marketplace for talent- It will help in creating the internal jobs which will help in projecting the new roles without leaving the company (Binney, 2025)
	Branding of employees- it include having promotion of employees and their growth opportunities which will help purpose driven work at the social media which will attract top talent (Vuong, 2023). 
	Purpose driven work- it will help in alignment of tech companies’ work with the boarder mission as well as it will also help in offering flexibility for supporting work life balance. 

	Rapid career pathing- Making the high potential employees in every job role which will help in keeping them engaged and felt valued. 
	
	



The implementations of model will help the tech companies, as it will help in reducing their 50%-100% of annual salary costs which went under hiring process or getting same replacements, making more investment in career growth as employee loyalty will help in organisational growth and reduced employee turnover rates (Berhanu, 2023). 
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Mentorship- Enhancing engagement rates and accelerating the development 
The mentorship in the organisation will help in the transfer of knowledge as well as being socialised, the mentorship programme provide to create pair of all the high potential employees along with their expert leaders which will help in accelerating their business understanding of all the organisational culture along with complicated strategies of tech and innovation. The mentorship help in rates of retention as well as it also support organisation to reduce high turnover rates. The Mentees are the employees which often led towards tailored guidance, which make the employee to feel valued (Wikström, 2023). The mentorship programme help in boosting the employee motivation for the navigation of the personal and professional growth on the career. In the tech sector it will help in the reverse the process of mentoring it will allow the new or junior employees for sharing their expert advices they have related to emerging tech and innovation which can led to new learning. 
Clear leadership- Fostering the career growth
The structured as well as clear leadership will help in having identification as well as preparation of all the future leaders and it will also help in ensuring to have employee stability and growth. The employees tend to leave the organisation they felt stuck, the leadership approach can provide them with the new career progression for personal as well as professional growth which will help in providing reason to stay in the organisation having regular feedback from the leaders can help in tailoring their working journey which can help the employee along with their developing skills which are significant for higher potential job roles (Sorn, 2023). 
Lifelong Learning- employee motivation and sustaining the relevance 
The tech companies and their values will help in having rapid changes which are accessible for having change in the organisation, it can help the employees for being updates and even for making more values to tech organisation and on the personal level it will help in personal working satisfaction. Making more investment in the training programmes and employee development as it can help in aligning the employee development with the corporates goals (Mustafa, 2024). The robust development will help in making new opportunities which will help in making company more attractive and help with top tier recruitment in the organisations. 
Therefore, the mentorship as well as different learning initiatives will help in not just for making perks but they also help in providing strategic tools which will align the with employee development with the corporate business goals. It will tend to offer the more robust development which will make company attractive for potential top talent at the process of recruitment. The human capital management will help in identifying the candidate based on their performance data and allow for having tailored interventions (Kiran, and et.al, 2022). 
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Description (What happened?)
The module had included with the different key concept which are of innovation in the tech organisation, it include empathy mapping as well as thinking along with identification of problem. It had fostered to all the growing mind sets. The learning module had included all the different interactive session which will be completely based among the projects or the other personal integrative assignments which make me move out of my working zones and failing at the fast and even having adopting of new divergent thinking techniques. 
Feeling (What was the feeling and thinking?)
At the initial level of the module, I felt to be apprehensive related to the concept of innovations and it had even clinked all the fixing mind-sets, which required me for proving the perfect as well as immediate solutions. When I was engaged with my team I feel the brainstorming things, which had shifted my excitement level and increased my curiosity. Therefore, when the project reached that stage when it is not showing any success, I got the feeling of defensiveness and even I got the feeling of failure. 
Evaluation (How was the experience of the journey?)
The module had empathised among the not yet, which had viewed some gaps in the skills as well as knowledge which was temporary had boosted my level of confidence as well as it also help in reduction of fear of failure. The collaborative nature and diverse team it help in unlocking all the creative cultural perspective I am having. However, there are some limitation or negatives I had analysed which is my initial tendency for over analysing as well as looking forwards for single convergent thinking had hindered my creativity divergent phase in the module. 
Analysis (What analysis was made in that situation?)
The learning module had taught me with the new concept of innovation as well as they are making the culture of innovation as the innate as it was not developed despite I put my all efforts in it. The fear I am having to get failed had acted as barrier for me during preparation of module. Even after this I learned from my criticism and different challenges which help in shifting my mind-set to the growth mind-sets. I took the feedback as the significant tool which had helped me in improving my work and learning new things. The fear of being had failed led to avoidance of many significant things, but overcoming that provided me with creating a structured module plan which had sifted my main focus on outcome rather than building any type of competence. I realise that feedback had viewed as the tool which led to improvement during my journey. 
Conclusion (What else can be done?) 
I got a prototype early mentality that initial or early stage which had led to perfection in the journey. I even realised that I developed the required T-shape personality, which I was lacking at the initial stage. The personality had provide me with new balances as well as deep functional expertise which will help in providing wider as well as collaborative mind-set during the preparation of the module. 
Action (What will be the plan for next time?)
For having cultivation I will tend to implement to set goals of my task and even embracing the challenges, especially those which are making me uncomfortable in every quarter. I will try to use all the positive aspects and self-task which will help in getting self-motivations. I will actively seek for leadership as well as mentor feedback after completion of every single project which will help in turning all the failure in new learning opportunities for my personal as well as professional growth. I will dedicate my fixed 30 minute in a well for analysis and exploring new field which will help me in dominating the spark which can led to self-curiosity.
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The artificial intelligence is having power which help in advancing all the task which include all simple to complex task and provide all the creative responsibilities which require to have relevant in the modern market. For staying relevant despite of having AI, I will have my main focus on developing human specific skills, which are quite imposable to get replaced by any AI technology. As seen the AI is one of the exceptional answer machines, I will try to making focus on the core problem and defining its solutions. I will try to understand all the required limitations as well as verification with 100% accuracy of provided information. 
The main goal is to have utilisation of AI for handling all the time consuming task which will eventually help in the creating high value as well as strategic work in workplaces. AI will handle the process of data entry and filtering of email which will save all manual time and reduce errors. The use of AI will help me with the summarisation of all the long as well as complex data into simpler patterns (Potdar, 2024). Including my human output, I will review as well as audit all the provided data to reduce hallucination and biasness of content. I will all human context which cannot be traced my AI tools.  
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The report had provided the approaches for organisation who had faced issues is high staff turnover rates as well as failing customer satisfactions. The report had identified the current practices implemented by tech companies which related to talent acquisition and attracting top talent in their organisations. It proposed build and buy talent model which had helped in the attracting as well as retaining all the high potential for all job roles in organisation which helped in making then feel valued. It had detailed about how mentorship, leadership as well as lifelong learning practices can help. The report further provided with reflection in creating this model along with strategies for staying relevant in this AI tools landscape. 
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