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[bookmark: _Toc224286835]Executive Summary
Aether Innovations is a company in the technology sector, that employs 300 people. The company has recently faced some challenges. As more employees are leaving the company, the growth of the company has slowed down and customer satisfaction is decreasing. The problems suggest that the company is not maintaining its human resources properly.
This report focuses on Option 3 and proposes a balanced approach between building internal talent by training existing employees and buying external talent by hiring specialised experts. 
In Part 1, the report examines the European technology labour market and applies ideas from Becker’s Human Capital Theory and Barney’s Resource-Based View to explain why employees can be a key source of competitive advantage. It also presents a framework to support hiring and development decisions. 
In Part 2, I use the Gibbs (1988) Reflective Cycle to analyse what was learned during the project and reflects on how these insights can support future professional development, particularly in a labour market where AI and technological change are becoming increasingly important.







[bookmark: _Toc224286836]Part 1: Designing Aether's Strategic Talent Ecosystem
[bookmark: _Toc224286837]1.0 The Contemporary Technology Talent Landscape
To understand Aether Innovations’ current challenges, it is necessary to examine the wider changes in the European technology labour market.
[bookmark: _Toc224286838]1.1 Strategic Foundations of Talent Management
There is an idea called the Resource-Based View (RBV) which says companies win when they have special assets that others cannot copy. In a tech firm, that asset is the engineers. 
Because of this, Aether needs a learning culture. It’s not just about having smart people; it’s about how those people work together and share their knowledge. Similarly, Human Capital Theory, says that training people makes them more productive. However, some people argue that this only works if employees stay long-term. Aether innovations need to evaluate the effectiveness of its training programmes rather than relying on assumptions about their impact.
[bookmark: _Toc224286839]1.2 How I Understand Aether's Position
My research indicates that Aether is operating in a highly competitive labour market, often described as a “war for talent.” By 2027, Europe was short by 1.4 to 3.9 million tech workers (European Commission, 2023). Since there are few experts, the workers have the power to ask for more. Usually, about 13% to 18% of tech workers leave their jobs each year (CIPD, 2024), but Aether is losing people even faster. This usually happens because people feel burnt out or don't see any career growth in a company (Anlesinya and Amponsah-Tawiah, 2020).
[bookmark: _Toc224286840]1.3 Evaluating Inclusive and Exclusive Talent Approaches
Aether has to decide if they should focus all their money on a few high-potential stars, the exclusive way or give training to everyone, the inclusive way. Focusing on star will build leaders fast, but it can make others feel it is unfair and stop them from working together (Swailes, Downs and Orr, 2014). The inclusive approach is more equitable; however, it may lead to resources being distributed too thinly. Since innovation usually comes from teams working together, I think a hybrid approach is best, that combines both the inclusive and exclusive. Aether should give extra help to the most important roles, but still make sure everyone else can access training too.
[bookmark: _Toc224286841]1.4 How I Synthesised These Insights for Aether
I believe these theories are very helpful if you use them carefully. RBV helped me see that we must protect the special skills and customer relationships that competitors cannot copy. Human Capital Theory showed that these skills only happen if you keep investing in people. The most important thing I learned is that Aether must stop thinking they have to choose between "building" or "buying" talent. My analysis shows that real success comes from an integrated talent ecosystem where training, hiring, mentoring, and lifelong learning all work together to make the company stronger.

[bookmark: _Toc224286842]2.0 Strategic Talent Ecosystem
[bookmark: _Toc224286843]2.1 Pivotal Roles
From Collings and Mellahi (2009), I learned that talent management means focusing on pivotal roles that really drive success. From Aether’s 300-person team, I picked six key positions.	
	Role
	Strategic Contribution

	1. Chief Executive Officer (CEO)
	Sets strategic direction and culture

	2. Chief Technology Officer (CTO)
	Defines technical architecture

	3. Chief Innovation Officer (CIO)
	Drives innovation pipeline

	4. Head of Research & Development
	Converts ideas to products

	5. Lead Product Architect
	Translates customer needs into technical specifications

	6. Senior Engineering Lead
	Ensures code quality and mentoring



These are the Innovation Architects. I want to use the Job Characteristics Model so the Head of R&D can see a project from start to finish, which helps fix our slow growth.
[bookmark: _Toc224286844]2.2 Build Versus Buy Decision
Aether needs to be a talent magnet because there is a huge worker shortage. In my Strategic Talent Management Framework (Figure 1), hiring must be based on how rare a skill is and its impact. I suggest an Expert-Track to attract people who want high pay and autonomy without having to become managers. When we buy talent, it’s expensive, usually 15-25% more (CIPD, 2024). To avoid cultural rejection where old staff feel ignored, I propose a Strategic Integration Protocol. This is like a human handshake where our current vanguards mentor new hires to blend new skills with our old wisdom.
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Figure 1: Aether Strategic Talent Management Framework (Developed by Student)
[bookmark: _Toc224286845]2.3 Integration Mechanisms I Have Proposed
In a good ecosystem, things like mentoring are strategic tools. For the buy side, mentoring helps new, expensive hires understand how Aether works socially. For the build side, it ensures that our secret inimitable knowledge isn't lost when people leave. I also recommend that Aether adopt a Skills Intelligence approach rather than relying solely on traditional training programmes. Providing micro-learning opportunities on topics such as AI ethics that align with Aether’s three-year strategic plan can enhance employees’ emotional salary by supporting skill development and career growth, thereby making Aether a more attractive organisation to work for.
[bookmark: _Toc224286846]2.4 A Balanced Hybrid Approach 
My plan mixes different strategies for different roles. 
	Role Type
	Primary Approach
	Rationale

	Core technical roles (existing products)
	Build
	Deep product and customer knowledge accumulated over time is critical

	Enterprise leadership 
	Mainly build, selective external input
	Cultural continuity and internal credibility central

	Emerging technology areas 
	Buy
	Speed to market and scarce skill access decisive

	Innovation leadership 
	Buy initially, then build internally
	External perspectives reset direction; internal successors sustain momentum


In my judgement, this configuration recognises build and buy as complementary levers. Over time, Aether should reduce reliance on external hiring for roles where firm-specific knowledge dominates, while remaining open to external talent where new capabilities or strategic course corrections are required.
[bookmark: _Toc224286847]2.5 Navigating Inherent Risks
There are always risks. The Build Risk is that people might leave after we train them. My view is that we shouldn't stop training them, but instead create a great culture so they want to stay. 
The Buy Risk is that new hires are expensive and might not fit in, so we need better onboarding. 
Finally, the Fairness Risk is that focusing on "high potentials" can make others feel left out (Swailes et al., 2014). 
[bookmark: _Toc224286848]3.0 Connecting Talent to Organisational Performance
[bookmark: _Toc224286849]3.1 Impact on Innovation and Growth
From Anlesinya and Amponsah-Tawiah (2020), I found that a strong talent ecosystem is a major driver for innovation. When workers have clear ways to grow and feel that their skills are actually valued, they are much more likely to try new things, share their best ideas, and speak up. Their research shows that good talent management explains why some companies perform so much better than others, mostly because it makes the company more creative.
[bookmark: _Toc224286850]3.2 Impact on Engagement and Retention
My analysis shows that high engagement is what turns a decent team into a great one. At Aether, engagement isn't just about people being happy, it is about giving them a sense of power over their own work. Spreitzer (1995) talks about "psychological empowerment" using four parts: meaning, competence, self-determination, and impact. 
When our engineers have the freedom to solve problems their own way, they start to take real pride in the company success. I believe this is the biggest key to keeping people. If employees see a future with promotions or new skills, they not look for new jobs. Recent surveys I looked at show that a lack of training is the main reason why tech workers left
[bookmark: _Toc224286851]3.3 Impact on Customer Satisfaction
The service-profit chain (Heskett et al., 1994) shows exactly “how the way we handle employees ends up affecting our customers.” Basically, if you invest in your staff, they stay longer and do better work. This high-quality service makes customers happy, which eventually leads to more profit.
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Figure 2: The Service-Profit Chain for Aether Innovations (Adapted from Heskett et al., 1994)
By making life better for our staff through the Expert-Track and the mentoring plans I suggested, Aether can fix its internal problems and lower the number of people quitting. This is the only way to improve the service we give our clients and win back their trust.

[bookmark: _Toc224286852]4.0 Part 1 Conclusion
In the first part of this report, it has been argued that Aether’s current challenges are not simply minor mistakes but rather indicate a lack of a coherent approach to human capital management. Instead of just reacting when things go wrong, Aether needs to build a joined-up talent ecosystem to manage their people strategically.
The "build versus buy" framework I suggested gives the company a clear way to make decisions about hiring and training. At the same time, using things like mentoring, clear career steps, and constant learning creates a cycle that makes the staff more capable and more engaged. This is the best way to improve the company's overall performance.



[bookmark: _Toc224286853]Part 2: Reflective Analysis and Future-Proofing
[bookmark: _Toc224286854]5.0 Reflective Analysis Using Gibbs' Reflective Cycle
In this section, I look back at my personal learning journey during this module. I am using Gibbs' (1988) six-stage model to organize my thoughts and show how I developed as a strategist.
[bookmark: _Toc224286855]5.1 What I Did
For this assignment, I acted as an HR strategist for Aether Innovations. I had to research modern talent management, look critically at old theories, and give advice based on real evidence. I chose Option 3, "Designing the Talent Ecosystem," because I wanted to tackle the tough choices between training staff internally or hiring from outside.
[bookmark: _Toc224286856]5.2 What I Felt
Initially, I felt curious and motivated to start the assignment as the consultancy-style format provided an opportunity to apply academic knowledge to a realistic organisational context. Unlike the traditional essays, this assignment encouraged me to think more critically and creatively about how HR strategies can be used to solve real business challenges. This made the experience engaging and helped me understand how theoretical concepts can be applied in practice.
As I explored more academic journals and industry reports, I felt increasingly confident in my ability to analyse different perspectives. I noticed that experts often present different viewpoints on talent management and organisational strategy, which helped me realise that strong arguments are built through critical thinking and evidence rather than relying on a single correct answer. This process was rewarding because it allowed me to develop a deeper understanding of the subject and strengthened my confidence in applying theory to practical situations.
[bookmark: _Toc224286857]5.3 What I Found Valuable and Challenging
The most valuable part was seeing how big theories actually explain real-world problems. For example, Becker’s (1964) ideas about "firm-specific" versus "general" skills became the foundation for my plan. It was exciting to see an abstract concept turn into a practical solution.
The hardest part was finding up-to-date info on the tech sector, even though my background is in business. I found out that tech moves fast. I had to learn to balance academic papers with recent industry reports from places like LinkedIn and the CIPD (2024). I used to worry this wasn't academic enough, but I now see it as a vital professional skill. One mistake I made was waiting too long to look at "the other side" of the argument, like how exclusive talent plans can make people feel left out (Swailes et al., 2014). In the future, I’ll look for those disagreements much earlier.
[bookmark: _Toc224286858]5.4 What I Learned Through Analysis
This module has changed how I think about businesses. I used to see HR tasks like "hiring" or "training" as separate from the "real" business things like finance. Now, I see that talent management is the strategy. High turnover isn't just a statistic, it’s a crisis that ruins the company’s knowledge and hurts customer trust.
I learned that the Resource-Based View (Barney, 1991) shows why Aether is fragile, and Human Capital Theory (Becker, 1964) gives us the reason to invest in people. I now understand that a company isn't just a bunch of people it's a connected system that needs to be designed carefully.
[bookmark: _Toc224286859]5.5 Conclusion
This experience taught me three main things. First, theories are only useful if you adapt them to the specific situation. Second, being a high-level student means looking for what experts don't say and finding the blind spots. Third, giving good advice requires both hard evidence and the humility to admit when there are risks.






[bookmark: _Toc224286860]5.6 My Action Plan for Continued Learning
	Development Area
	Specific Actions I Will Take
	Timeline

	Seek tensions, not confirmations
	Actively identify contradictory evidence early in research process
	Immediate

	Map context before solutions
	Prioritise organisational analysis as explicit first step
	Next project

	Integrate diverse data systematically
	Combine academic and industry sources from outset
	Ongoing

	Practise reflective discipline
	Use Gibbs' cycle throughout significant work
	Regular intervals

	Stay current with developments
	Subscribe to Harvard Business Review, MIT Sloan Management Review
	Within 3 months



[bookmark: _Toc224286861]6.0 How I Plan to Stay Relevant in an AI-Driven World
[bookmark: _Toc224286862]6.1 The Challenge I Face
I cannot ignore the rise of artificial intelligence in our professional lives. Some experts, like Frey and Osborne (2017), estimated that 47% of jobs in the US are at high risk of being automated.” At first, reading this made me feel very anxious. However, I now believe the real question isn't just about AI doing tasks, but whether it can handle a whole job. A job isn't just a list of chores; it’s a mix of relationships, hard choices, and understanding the specific context of a situation.
[bookmark: _Toc224286863]6.2 What I Understand AI Can and Cannot Do
From reading Autor (2015), I learned that AI is amazing at finding patterns and processing huge amounts of data very quickly. It is great at routine work. However, AI is not very good at "situated judgement", which is the ability to act correctly when things are confusing, new, or involves office politics and ethics. AI can’t build trust through mentoring or make tough moral calls. This realization has helped me build my own plan to stay relevant.
[bookmark: _Toc224286864]6.3 My Personal Strategy for Staying Relevant
To stay valuable, I need to focus on three layers:
1. AI Literacy. I don’t need to be a computer scientist, but I must understand how to use AI tools effectively.
2. Human Skills. Skills like empathy, persuasion, and building trust are actually getting more valuable because AI can't copy them. I will practice these by taking on mentoring roles and working on team projects.
3.  Strategic Integration. My real value is combining both worlds, using AI to find data patterns and then using my human brain to decide what those patterns actually mean for the business.

	Capability I Need
	Why It Matters
	How I Will Develop It

	AI literacy
	Understanding tools, strengths, limitations
	Structured courses; hands-on experimentation

	Critical interpretation
	Making sense of AI-identified patterns
	Engagement with research; peer discussion

	Relationship building
	Trust, collaboration, psychological safety
	Mentoring; cross-functional projects

	Ethical judgement
	Navigating competing values
	Case analysis; ethics training

	Strategic communication
	Influencing decisions
	Presentation practice; stakeholder engagement







[bookmark: _Toc224286865]6.4 What This Means for Aether's Talent Ecosystem
The plan I created for Aether should prepare staff for the future, not just today. This means we must help people get better at being human, focusing on adaptability and critical thinking. When people feel safe (the "emotional salary" I mentioned earlier), they are more likely to try new tech and catch mistakes that a machine might miss.
[bookmark: _Toc224286866]6.5 My Final Reflection
My goal isn't to be irreplaceable, because that is probably impossible. My goal is to stay valuable by working with tech. Davenport and Kirby (2016) call this "augmentation." Instead of just replacing humans to save money, the best companies will be the ones that combine human insight with machine power to get better results than either could do alone. This is the mindset I plan to keep as I grow in my career.
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Figure 2: The Service-Profit Chain for Aether Innovations
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