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[bookmark: _Toc15783]Part 1: Designing Aether Innovations Talent Ecosystem 
[bookmark: _Toc15784]Introduction 
Aether Innovations, a 300-person technology company, is experiencing three related crises: stagnant revenue growth, high turnover among its staff and lower customer satisfaction. But these are not isolated issues they are the expected result of a broken talent ecosystem. This report proposes an integrated talent strategy, as the newly appointed Human Capital Consultant that will directly address all three challenges. It incisively studies the state of technology talent, proposes a Build-heavy talent model and formulates actionable guidance for mentoring, leadership opportunities and continuous education. Throughout, we articulate exactly how each recommendation relates to Aether's growth, retention et cetera, and customer satisfaction outcomes. 

[bookmark: _Toc15785]1.1 The Crisis of Aether: Diagnosing the Current Talent Ecosystem in Tech 
There is a structural talent scarcity in the technology sector. By 2030, over 85 million jobs could go unfilled globally from skills mismatches (according to World Economic Forum (WEF, 2023)) with software engineering and innovation management being among the professions hit hardest. According to the CIPD (2023), technology companies experience the highest levels of voluntary attrition in any industry, largely driven by a lack of development availability and weak leadership pipelines. The three Aether problems are analytically linked in this framework. Kahn (1990) found that disengaged employees are less productive, innovative and committed to customer service. And when disengaged employees exit, they take both client knowledge and institutional memory with them: customer satisfaction falls and revenue stagnates. Aether’s symptoms are not merely coincidental, either; they stack up in a logical causal chain from talent neglect to commercial decay. 
 
Many tech companies further compound the challenge by adopting transactional talent management by default: hire fast, replace as attrition happens. Cappelli (2008) shows how this 'buy-heavy' model establishes organisational fragility. A more strategic perspective is provided by Resource-Based View (Barney, 1991): RBV posits that sustainable competitive advantage arises from human capital being valuable, rare, inimitable and non-substitutable. Only if Aether invests in retaining and developing them, no competitor will be able to replicate Aether’s institutional knowledge, client relationships, and cultural context. As Armstrong and Taylor (2020) point out, integrated, strategic talent management is the way to do so. That is the basis of the ecosystem below. 
 
1.2 Strategic Build vs. Buy Talent Model 
[bookmark: _Toc15787]1.2.1 The 4B Framework Applied to Aether 
The 4B Model (Boudreau and Ramstad, 2007) positions talent sourcing as a decision of Build; Buy; Borrow and Bot. The current post consumers of nature are over-indexed against buy external hangings and under-invest in developing internally which is a direct perpetuation of the turnover cycle. Employees onboarded without a developmental pathway or cultural investment leave when a better offer comes along, reigniting the knowledge and relationship cycle at great expense. 
Table 1: The 4B Talent Strategy Framework Applied to Aether Innovations (adapted from Boudreau and Ramstad, 2007) 
	Strategy 
	Definition 
	Implication for Aether 

	Build 
	Develop talent internally through L&D, mentorship, and leadership pipelines 
	Reduces turnover; builds firmspecific capability; restores innovation and customer excellence 

	Buy 
	Recruit experienced talent from the external market 
	Addresses urgent gaps but cannot substitute for internal 
development 

	Borrow 
	Engage contractors or alliance partners 
	Useful for project-specific needs; does not solve systemic retention issues 

	Bot 
	Automate routine tasks through AI/technology 
	Frees human capital for creative, customer-facing work 


 
[bookmark: _Toc15788]1.2.2 A Build-Dominant Hybrid Strategy 
This report suggests that the hybrid strategy will be driven by construction. Human Capital Theory (Becker, 1964) is clear vocational qualifications cannot be artificially copied by competitors Barney's (1991) VRIN resources are those which are greatly superior and retain an advantage. Every Aether incumbent who is added to the payroll is a further reduction in our client's acquisition and retention costs. Ulrich (1997) advocates HR and people decisions must be explicitly aligned with business outcomes, which means Aether in the first place must favour development over replacement. 
The only place these people can come from is by using 'fresh blood.' You just cannot get a lot of fresh blood with new ideas into the organization quickly enough A strong Employee Value Proposition (EVP) is made up of Aether as an enterprise undergoing change where ambitious, high-achieving professionals can do something significant. It attracts as well as pinpoints the ideal person, thereby avoiding heterogeneous candidates all trying to get in for heterogeneous reasons and reducing turnover from disappointment at an early stage (Minchington, 2010; Rousseau, 1989) This eliminates the root of Aether's job-hopping problem. 
 
[bookmark: _Toc15789]1.3 Mentorship, Leadership Pathways, and Lifelong Learning 
[bookmark: _Toc15790]1.3.1 Mentorship: Preserving Knowledge, Rebuilding Customer Excellence 
Every exit from Aether is more than a headcount. Long-serving staff take client understanding, technical skills and the informal relationship webs that underpin good customer service the causal pathway linking turnover to declining satisfaction scores. Structured mentorship is Aether’s most available lever to interrupt this cycle. 
To combat this, traditional mentorship formalises the transfer of knowledge before it is lost, with particular focus on customer-facing teams where attrition has the most immediate impact on revenues (Barney, 1991). Reverse mentorship pairing junior employees who coach senior leaders on emerging technologies and changing customer expectations also combats Aether's flat growth with new market intelligence blended into top strategists' decision-making (Chaudhuri and Ghosh, 2012). As Clutterbuck (2004) warns, programmes without senior sponsorship and structural support are tokenistic; Aether’s mentorship initiative needs to be embedded in protected time, performance conversations and visible leadership commitment. 
 
1.3.2 Leadership Pathways: Building the Pipeline That Drives Growth 
Aether’s flat growth is in part a leadership pipeline problem. Given that no visible paths to advancement are present, the most ambitious and commercially savvy employees those who, incidentally, could help drive revenue recovery pursue career moves elsewhere. Succession planning (Armstrong and Taylor, 2020) is not therefore a discretionary activity but rather that of strategic necessity. 
A High Potential (HiPo) program identifies employees who have the potential, aspiration and engagement to progress into senior positions. According to Michaels, Handfield-Jones, and Axelrod (2001), companies that invest consistently in the best talent outperform competitors on all business metrics. This development is structured by the 70-20-10 model (Lombardo and Eichinger, 1996): 70% through stretch assignments (e.g. leading cross-functional innovation projects, owning customer satisfaction initiatives), 20% through mentorship & peer coaching, and only 10% via formal qualifications. It is this experiential bias that creates the growth mindset and customer orientation most essential to Aether’s needs. 
Table 2: The 70-20-10 Model Applied to Aether Innovations (Lombardo and Eichinger, 1996) 
	Component 
	Description 
	Direct Impact on Aether 

	70% Experiential 
	Stretch assignments, acting leadership roles 
	Builds growth capability; develops customer-oriented leaders; 
retains ambitious talent 

	20% Social 
	Mentorship, peer learning, executive shadowing 
	Deepens engagement; transfers tacit knowledge; enables crossteam innovation 

	10% Formal 
	MBA sponsorship, certifications, leadership programmes 
	Signals long-term investment; strengthens EVP; reduces 
turnover risk 


 
1.3.3 Lifelong Learning: Rebuilding Innovation Capacity 
Aether’s flat growth is, ultimately, an innovation problem. The Learning Organisation, by Senge (1990), asserts many firms which adapt and learn over time are uniquely positioned to recreate the customer value which new engine Aether has lost. Creating a learning culture requires structural investment: a dedicated L&D budget (2 -3% of payroll is the technology sector benchmark), accessible digital platforms, protected development time, and not latching onto knowledge-sharing. According to the CIPD (2023), organizations with strong learning cultures sustain 30 -50% higher retention rates, directly responding to Aether's turnover crisis while reinstalling the innovative capability that sustains growth. But critically, Aether must build the customer experience competencies into its learning agenda and not just technical skills: if employees cannot be empowered to serve customers excellently, technology-savvy employees alone cannot reverse any such decline in satisfaction (WEF 2023). 
 
[bookmark: _Toc15793]1.3.4 Integration: Solving Aether's Three Problems Simultaneously 
The argument of this report is not that any one of those will save Aether Innovations but rather these are practices type that an integrated ecosystem and each supports one another. Massively dictionary, mutually supporting HR practises do not disconnected medications organised results better, and longer lasting (MacDuffie 1995). This integration is made explicit in Table 3. 
Table 3: Talent Ecosystem Integration Against Aether Innovations' Three Core Business Problems 
	Practice 
	Reduces Turnover 
	Restores Growth 
	Improves Customer 
Satisfaction 

	Build-Dominant 
Strategy + EVP 
	Attracts aligned candidates; deepens embeddedness 
	Builds firm-specific, growth-enabling capability 
	Develops employees with deep client knowledge 

	Mentorship 
	Increases engagement and belonging 
	Transfers knowledge that fuels innovation 
	Preserves customer knowledge lost through attrition 

	HiPo Leadership 
Pathways 
	Retains ambitious talent with visible progression 
	Develops leaders who drive commercial growth 
	Creates customeroriented leaders at every level 

	Lifelong Learning 
	Signals investment; increases loyalty 
	Rebuilds innovation and digital capability 
	Equips employees to deliver excellent customer outcomes 


When applied with organisational buy-in and sourced sponsorship from senior leadership, the talent ecosystem proposed here presents a credible, theory-based road map to reconstructing precisely the innovation, engagement and performance outcomes that Aether Innovations needs urgently (Kahn, 1990; Ulrich, 1997). 
 
Conclusion 
Aether Innovations’ three core problems high staff turnover, stagnant growth and declining customer satisfaction each are symptoms of a damaged talent ecosystem, not operational failures by isolated departments within the company. This report has recommended a Build-dominant talent strategy, supported by an attractive EVP, structured mentorship, transparent leadership pathways and a progressive learning culture. Rooted in the Resource-Based View, Human Capital Theory and Strategic HRM scholarship, this integrated ecosystem does not merely palliate Aether’s symptoms. This approach addresses the root causes of these problems: a lack of people strategy that regards human capital, rather than customer or financial capital, as the organisation’s most valuable and irreplaceable competitive asset. 
 
 
 
 
 
 
 

[bookmark: _Toc15794]Part 2: Personal Reflection 
[bookmark: _Toc15795]2.1 Reflective Learning Journey Using Gibbs' Reflective Cycle 
Gibbs' Reflective Cycle (1988) structures this reflection across six stages, summarised below. 
Table 4: Gibbs' Reflective Cycle Applied to HCM Module Learning (Gibbs, 1988) 
	Stage 
	Focus 

	1. Description 
	What happened during the HCM module 

	2. Feelings 
	Emotional and cognitive response to learning 

	3. Evaluation 
	What was good or bad about the experience 

	4. Analysis 
	Making sense of the experience through theory 

	5. Conclusion 
	What else could have been done differently 

	6. Action Plan 
	Personal L&D steps to cultivate innovation and growth mindset 


[bookmark: _Toc15796]Stage 1: Description - What Happened? 
The HCM module (LCMB7023) required applying Strategic HRM theory to Aether Innovations a 300-person technology company facing flat growth, high staff turnover, and falling customer satisfaction. For Part 1, I designed an integrated talent ecosystem drawing on the Resource-Based View (Barney, 1991), Human Capital Theory (Becker, 1964), the 4B sourcing model (Boudreau and Ramstad, 2007), mentorship frameworks (Clutterbuck, 2004; Chaudhuri and Ghosh, 2012), the 70-20-10 model (Lombardo and Eichinger, 1996), Senge's Learning Organisation (1990), and MacDuffie's (1995) bundling argument  connecting each explicitly to Aether's three business problems. 
[bookmark: _Toc15797]Stage 2: Feelings - What Was I Thinking and Feeling? 
As an Electrical and Electronics Engineering graduate in SAP functional consulting, HRM theory initially felt remote. The Aether scenario changed this. Diagnosing three apparently separate problems turnover, flat growth, customer decline as one interconnected talent failure was analytically compelling. When Kahn's (1990) causal chain crystallised disengagement to attrition to knowledge loss to customer decline the assignment became a consultant's brief, not an essay. That reframing was the module's decisive turning point. 
[bookmark: _Toc15798]Stage 3: Evaluation - What Was Good and Bad? 
The most valuable insight was integration: that bundled talent practices produce outcomes no isolated intervention can achieve (MacDuffie, 1995; Armstrong and Taylor, 2020). Showing how mentorship, HiPo pathways, and lifelong learning jointly resolve all three of Aether's problems was the report's strongest contribution. The greatest challenge was critical writing at Level 7 for instance, acknowledging that the Build-dominant strategy presupposes organisational stability that Aether in crisis may lack, a limitation deserving deeper interrogation. 
[bookmark: _Toc15799]Stage 4: Analyze What Does This Mean? 
The frameworks from Part 1 more directly shape my own development. Investing in SAP or strategic management: Becker's (1964) Human Capital Law is an economic necessity of life. The 70-20-10 model (Lombardo and Eichinger, 1996) reveals a personal imbalance with very strong experiential learning (70%) through SAP projects but lack of investment in the social 20% mentoring, networks and the formal 10%, until now this MBA. In both directions, the same EVP logic that applies to Aether applies to me: mixing technical depth with HRM literacy is a professional proposition that few SAP consultants can match. 
[bookmark: _Toc15800]Step 5: Wrap What Are Some Other Things I Could Have Done? 
Connecting with primary journal sources earlier would have fine-tuned the critical analysis in Part 1. More directly, I could have drawn on my SAP consulting experience; one key consultant leaving mid-project creates the perfect knowledge-attrition dynamic that I diagnosed at Aether, creating an opportunity for richer reflection consistent with Schon's (1983) reflective practitioner model. 
[bookmark: _Toc15801]Stage 6: Action Plan Fostering Innovation and Growth Mindset 
From Part 1’s wisdom, I pledge four actions. let’s start with applying the 70-20-10 model to myself: pursuing SAP assignments that give me courageous stretch (70%); looking for a Capgemini mentor who can be my bridge between technical and people leadership (20%); treating this MBA as there for applied learning rather than as credential (10%). Second, to apply for affiliate membership of CIPD, generating an HRM network to complement my SAP specialism just as Aether would benefit from the cross-functional collaboration I'm proposing above. Third, focus five systematic hours on development each week (following Senge’s (1990) learning organisation principles). Fourth, using this module’s integrated thinking thread linking people practices to commercial outcomes for every client engagement. 
[bookmark: _Toc15802]2.2 How to Remain Relevant in a Profession Transformed by AI 
Autor (2015) argues that automation replaces routine, codifiable tasks yet cannot imitate complex judgement, contextual sensitivity or interpersonal nuance. In SAP consulting, AI can write test scripts for future systems and automate configuration of those but cannot reconnoitre a client’s culture, navigate stakeholder politics or translate technical capability into business strategy. Those activities define my worth, and they are beyond the grasp of A.I. 
My method is intentional co-production: using AI for research, analysis and documentation while developing uniquely human skills. (2023) predicts: most resilient professionals will view AI as a force-multiplier rather than a threat. The HRM dimension is in some ways an obvious extension: decisions about employees’ careers and wellbeing have moral weight that algorithms simply cannot take on. Professionals who can couple technology fluency with ethical reasoning and people-centric leadership, will therefore be in disproportionate demand during digital transformation. 
With my engineering background, SAP expertise, and MBA-level strategic management capabilities I place myself bang in the middle of precisely that intersection. 
[bookmark: _Toc15803]Conclusion 
This explanation has mapped Gibbs' Reflective Cycle used in this reflection to the frameworks learnt during the HCM module with my professional development. I am personally applying this blueprint from research through the 70-20-10 model, CIPD engagement & mentorship for sourcing mentorship and HiPo pathways in an Aether Innovations Build-dominant input for the talent ecosystem. The AI debate reaffirms that agility and distinctly human discretion are the standout outcomes for job health going forward. 
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