
[image: ]
Human Capital Management 
Student Name: LEELU OGHAD KHISTARIYA
Student ID: 2532036
Module: Human Capital Management
Module Code: LCMB7023
Programme: Master of Business Administration (MBA)
Lecturer: Gladius Kulothungan 
University: University of Wales Trinity Saint David  













Contents
Introduction	3
Current Talent Ecosystem in Technology Companies	3
Aether Innovations Strategic Talent Ecosystem	4
Build vs Buy Talent Strategy	5
The mentorship and knowledge transfer	5
Leadership Development Pathways	6
Upskilling and Lifelong Learning	6
Expected Impact of the Talent Ecosystem	7
Conclusion	8
Part B: Reflective Learning and Future Professional Development	8
Description	8
Feelings	9
Evaluation	9
Analysis	9
Conclusion	10
Action Plan	10
How to Stay Relevant in an Artificial Intelligence Workplace	11
References	12










[bookmark: _Toc224154319]Introduction
Technology firms are strongly reliant on very skilled knowledge workers whose knowledge is a direct determinant of innovation, product development and organisational competitiveness. But nowadays, the world of technology experiences a serious lack of competent staff, especially in such fields as software development, artificial intelligence and cybersecurity. The U.S. Bureau of Labor Statistics reported that the employment of software developers is expected to increase by 15 percent between 2024 and 2034, resulting in around 129,200 job opportunities every year because of expansion of the industry and workforce replacement demand (Bureau of Labor Statistics, 2024). This is a fast rate of growth which has made talent acquisition and retention a burden to technology companies due to the increased competition for skilled workers. 
Throughout the years, there has been a relatively high staff turnover in the technology sector besides the increased demand. According to industry research, depending on the position in technology, the average employee tenure is 2–3 years, which is significantly lower than the national average of 4.1 years, which proves the dynamism of the talent pipeline in the industry (Centum Search, 2024). Such dynamics pose strategic challenges to organisations like Aether Innovations, a technology-based company that is rapidly growing and is faced with high staff turnover and reduced organisational performance. Strategically, human capital is an important organisational asset that has the capacity of producing sustainable competitive advantage when well managed (Collings and Mellahi, 2009).
[bookmark: _Toc224154320]Current Talent Ecosystem in Technology Companies
The technology industry can be defined in terms of the presence of a high level of competition between highly-qualified professionals, labour mobility and the unceasing shortage of skills that characterise the talent ecosystem. Unlike most traditional industries, technology firms rely heavily on professionals with specialised knowledge, such as software developers, data scientists and cybersecurity engineers, the talent of which directly influences the ability to innovate and organisational performance. However, it is now more difficult to have a stable workforce due to the fact that digital skills are not geographically tied and are already in demand globally. According to industry data, the rates of employee turnover in the technology sector are on average 13.2 percent, which is higher than the rates in most other professional sectors (LinkedIn, 2024). This is especially the case in technical positions; research indicates that software engineering jobs have an average annual turnover of between 23 and 25 percent, which has been driven by the aggressive pursuit of recruits by rival companies and high demand in the labour market for digital skills.
Compared to other industries, the turnover in the technology industry is quite high and the tenure of employees is also short. According to research, the average tenure of employees holding technology jobs is between two and three years, which is considerably less than the across-industry average tenure of 4.1 years (Centum Search, 2024). The result of such a short employment cycle is that companies have to train and recruit new staff all the time, creating organisational problems as it raises the overall cost of running the organisation and destabilises teams. The mobility of the workforce also compromises organisational learning and knowledge retention, especially when the organisation loses its experienced employees to competitors. Strategically, these challenges can be studied within the framework of the Resource-Based View (RBV) of the firm. RBV holds that organisations are able to attain sustainable competitive advantage using resources which are valuable, rare and hard to imitate by competitors (Barney, 1991). Skilled employees are among the most essential strategic assets in technology firms since they help in innovation, product development and the ability to solve problems. 
[bookmark: _Toc224154321]Aether Innovations Strategic Talent Ecosystem
Aether Innovations needs to build an elaborate talent ecosystem comprising of recruitment, talent development and retention processes. Instead of using purely external recruitment strategy, the organisation must introduce strategic workforce model that can integrate focused hiring and systematic development programmes within the organisation. A combined orientation facilitates organisations to develop sustainable talent pipelines and at the same time retain access to technical expertise necessary to drive technological innovation.
[bookmark: _Toc224154322]Build vs Buy Talent Strategy
The build versus buy talent strategy is a key element of a successful talent ecosystem that defines the choice between organisations developing employees within organisations or acquiring skilled workers to the organisation. Buy strategy entails external recruitment of qualified professionals to bridge organizational skills gaps fast. This is common among the technology companies and abnormally specialised jobs like artificial intelligence engineers, machine learning specialists and cybersecurity experts where there is a lot of demand in excess of supply. To illustrate, the companies operating in high-technology fields often recruit top AI engineers externally since they lack this kind of professional in their country.
Nevertheless, overdependence on outsourced recruitment may be expensive and not long-term. According to a study of Society of Human Resource Management (SHRM), it may cost organisations 50 to 60 percent of the yearly salary of a particular employee because of expenses incurred in recruitment process, training, and loss of productivity incurred during the orientation process. The turnover is therefore creating huge financial and operational risks. A build strategy on the other hand, revolves around enhancing internal employees by the way of organised training programmes, leadership development routes and career advancement prospects. Internal talent development is also especially useful when developing future managers, product leaders and innovation experts who already have organisational knowledge and culture fit. In the context of Aether Innovations, a hybrid strategy is the one that would be most suitable. The company ought to hire externally in highly specialised positions like AI engineers and cybersecurity specialists and at the same time hire internal talent pools to fill up leadership and innovation vacancies. Such a moderate approach can ensure that costs in recruitment are minimised and the organisational knowledge and stability of the workforce are improved in the long-term.
[bookmark: _Toc224154323]The mentorship and knowledge transfer 
The use of mentorship programmes is very important in successful talent ecosystems since they help in knowledge transfer between older and the new employees. Tacit knowledge, e.g., in code practices, product architecture, problem solving techniques, etc. in the knowledge intensive industry of technology is often hard to capture in writing. Organisations can transfer this knowledge in a more efficient way and at the same time increase the development of employees and their ability to lead through structured mentorship programmes.
According to empirical studies, mentorship has a positive effect on staff retention and engagement. Research indicates that organisations that follow a formal mentorship programmes record 89 percent employee retention rate among employees participating in programmes versus 74 percent among employees who do not participate in programmes (Chronus, 2023). This implies that mentorship helps in improving the development of skills as well as organisational commitment. This has been realised by major technology companies. As an illustration, Google has adopted internal mentoring and coaching programmes which are meant to assist in leadership development and exchange of knowledge across teams. It is through the introduction of some of these mentorship programs that Aether Innovations will be able to enhance employee engagement as well as retain key organisational knowledge.
[bookmark: _Toc224154324]Leadership Development Pathways
The other important aspect of a sustainable talent ecosystem is the creation of transparent leadership development opportunities through which high-potential employees can advance in the organisation. When employees have the sense of significant career growth and leadership opportunities, then they will tend to stay longer with organisations. On the other hand, a lack of upward career development channels will usually lead to attrition of employees in knowledge-based sectors.
According to survey evidence, 34 percent of workers say that the absence of mentorship or leadership development opportunities has hurt their career development (MentorcliQ, 2024). This observation shows the significance of organised leadership growth programmes in contemporary organisations. Such strategies have already been put in place by large technology firms. Indicatively, Microsoft has invested in leadership training programmes which have identified high-potential employees and offered them rotational assignments, mentoring support and management training. These programs help organisations to develop future leaders within the organisation as well as minimise the use of external recruitment.
In the case of Aether Innovations, the application of related leadership development opportunities would help the organisation develop internal talent, enhance employees’ motivation, and increase their long-term workforce sustainability.
[bookmark: _Toc224154325]Upskilling and Lifelong Learning
Learning and upskilling of the workforce is a key element of contemporary talent ecosystems, especially in highly dynamic technological fields. Technological innovation constantly changes skill needs, which implies that employees have to constantly refresh their skills and competencies to be productive and competitive. The failure of organisations to invest in employee development exposes them to the risk of having skill shortages that hamper the performance of their organisations in terms of innovation and operations.
Recent workforce studies have revealed that 97 percent of employers believe that upskilling is an important aspect of organisational success and about 40 percent of employees will need to reskill in response to technological change (MentorcliQ, 2024). These findings show how continued learning is becoming more and more significant in contemporary organisations. Already, leading technology firms have reacted by investing heavily in workforce development programmes. For example, Amazon has initiated Upskilling 2025, a project in which it has invested 1.2 billion dollars to facilitate employee training programmes that will equip them for new technological jobs. However, through introducing comparable learning programs (e.g., online training courses, technical certifications and innovation seminars), Aether Innovations will be able not only to improve the skills of employees but also increase its innovativeness and competitiveness in the long run.
[bookmark: _Toc224154326]Expected Impact of the Talent Ecosystem
Among the most direct advantages is the stability of the workforce. Employee turnover has been recorded to decrease by up to 15% in organisations that have established organised learning and development programmes, as employees are more likely to stay with organisations that invest in their professional development (Vorecol, 2024). In the case of Aether Innovations, the implementation of mentorship programmes, leadership development channels and ongoing learning programmes can therefore directly reduce recruitment costs and enhance employee retention.
Besides reducing employee turnover, talent development systems also enhance workforce productivity and involvement. Employees who perform excellently give a disproportionate contribution to organisational outcomes. Studies show that the most productive employees may be up to 400% more efficient than typical employees, especially in knowledge-oriented jobs like software engineering and product development (Hubstaff, 2024). Therefore, recruitment, nurturing and retention of high-potential employees can play a critical role in enhancing the performance of organisations.
[bookmark: _Toc224154327]Conclusion
This discussion shows that talent management is an important strategic issue for technology organisations that operate in highly competitive labour markets. The rapid increase in demand for digital skills, coupled with high turnover and limited employee tenure, creates significant challenges for organisations that are interested in sustaining innovation and performance.
[bookmark: _Toc224154328]Part B: Reflective Learning and Future Professional Development
[bookmark: _Toc224154329]Description
One of the most important things to learn during the module is that strategic talent management does matter in sectors that require knowledge, such as technology. A high skill level among employees is becoming a crucial tool that technology companies base their operations on due to the development of products and quality of service offered. Specifically, the demand in digital talent is increasing at a high pace on the whole planet; the amount of software developers is going to grow by 15 percent in the period between 2024 and 2034, which suggests that there will be about 129200 vacancies annually (Bureau of Labor Statistics, 2024). This growing demand highlights the urgency of organisations to put in place effective talent ecosystems with ability to attract, grow and retain skilled professionals.
[bookmark: _Toc224154330]Feelings
At first, I saw human resource management as an administrative role, which is concerned with employees and policies. Nonetheless, the lectures and reading materials made me realise the strategic importance of HRM to the development of organisational success. The mention of the concepts of talent ecosystems, workforce analytics and leadership development helped me break my past assumptions and motivated me to think about human capital as a strategic organisational resource.
It was also of particular interest to me to explore the dilemmas presented to technology companies when it comes to talent management. One of the most significant issues in the technology industry is high staff turnover and lack of skills. According to industry reports, the turnover rate in the technology industry amounts to around 13.2% on average, whereas the turnover rate in software engineering positions is even higher at 23–25% per year (LinkedIn, 2024).
[bookmark: _Toc224154331]Evaluation
In most instances, the module provided me with valuable insights on the role of human capital management in organisational outcome determination. The fact the theoretical models were combined with practical examples of organisations turned out to be one of the most useful things about the module. Indicatively, the concept of learning organisations points out the fact that organisations must continue to develop the skills of employees since the environment where they work in is evolving too rapidly (Senge, 1990). Such an idea can apply particularly within the technology industry; skills requirements change constantly with the technological innovation.
The other lesson that was learnt was the need to develop leadership and mentoring that can help to retain and engage employees. It has also been established that organisations with structured mentorship programmes have higher retention rates among employees who are mentored (89) than among employees who are not mentored (74) (Chronus, 2023). These results prove that leadership development programs are effective in enhancing employee skills as well as organisational commitment.
[bookmark: _Toc224154332]Analysis
According to the analysis of the knowledge acquired during the module, there has been an increasing significance of strategic human capital management in modern organisations. Due to the rapid pace of technological innovation, organisations rely more on well-experienced employees in the development of new products, adoption of advanced technologies and adaptation to market demands.
Strategically, human capital is a key performance driver of organisations. Employees with high performance deliver a disproportionate contribution to organisational performance. Research indicates that the highest-performing employees can be as much as 400 percent more effective than average workers, especially those who work in knowledge-intensive roles such as software development (Hubstaff, 2024). This shows the need for organisations to invest in the acquisition and retention of high-potential talent.
[bookmark: _Toc224154333]Conclusion
One of the most important things that I have learned during the module is that organisations need to implement proactive talent management strategies instead of relying solely on external recruitment. Internal talent pipeline development through mentorship programmes, leadership development paths and ongoing learning programmes can greatly enhance both employee retention and workforce capability.
[bookmark: _Toc224154334]Action Plan
I will acquire more knowledge about strategic human capital management and organisational leadership. This is including active participation in existing HR research work, participation in professional training sessions and gaining hands-on skills in workforce planning and development of talents. I will as well develop my skill base in the realms of analytical and strategic thinking to gain an understanding of how human capital strategies affect the organisational performance. These insights will make me better equipped to bring to the business and organisational innovation and business success in the long-term by applying them in my professional experiences.
[bookmark: _Toc224154335]How to Stay Relevant in an Artificial Intelligence Workplace
Rapid evolution of artificial intelligence is altering the labour markets and transforming the nature of labour in the majority of the industries. The AI technologies are now capable of doing more and more routine work in administration, data analysis and decision support (functions traditionally performed by human employees). The studies have also been carried out by the World Economic Forum that have estimated that approximately, 44 percent of skills of the workers will need to be updated by 2027 due to technological transformation (World Economic Forum, 2023). This highlights the importance of continuing education and being adaptable among individuals in the labour force that desire to be in touch with the evolving labour markets.
However, the automation of processes with the help of AI does not eliminate plenty of specifics of the work of a specialist. Some of the hard to replicate using automated systems skills include strategic thinking, leadership, creativity and emotional intelligence. Within the human resource field, AI is applicable in such aspects as workforce analytics, administration and recruitment screening of the workforce. Nevertheless, even the process of forming the organisational culture, leading people, and engaging the employees is still human decision-making and social performance.
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