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Introduction
Human capital has thus become a in knowledge-based economies that have developed in recent times. most important source of organisational competitiveness and survivability. Organisations have become aware that knowledge, skills, and of employees. creative abilities can have a direct impact on business performance and competitiveness. Hence, human capital management has moved from being merely an administrative function to being more strategic in nature, with human capital management being defined as "human capital management encompasses various strategies that integrate talent acquisition, development, and retention within an integrated organisational system" (Cascio and Montealegre, 2016). Recent studies have shown that organisations that can develop a good talent can do so. ecosystems are better placed to adapt to disruptive technologies, increase employee involvement, and sustain long-term growth (Cappelli and Keller, 2014).
The Case of Aether Innovations: The importance of strategic human capital management in addressing issues in organisations can be explained through this case study. Aether Innovations is a fast-growing technology organisation with 300 employees. The organisation has been facing flat growth, high employee turnover, and declining customer satisfaction. This means that organisations have several issues, which are as follows: The current human resource practices in organisations might not be effective in terms of addressing innovation, employee involvement, and long-term development.
The main aim of this report is to create an integrated talent ecosystem for Aether Innovations to enhance human capital management and address issues in organisations. The report will particularly look into various human capital management practices in organisations, particularly in technology companies, to create a proposal for building versus buying a talent strategy to equalize talent acquisition with in-house development.

[bookmark: _Toc224828802]Designing the Talent Ecosystem for Aether Innovations
[bookmark: _Toc224828803]Talent Ecosystems in Technology Organisations 
[bookmark: _Toc224828804]Talent management as a multi-pronged ecosystem that includes recruitment, development, and retention strategies is increasingly being seen in contemporary organisations as a singular approach to HR management. The theory of talent ecosystem is centred on continuous activities that enable organisations to access and leverage their human potential successfully (Cascio & Montealegre, 2016).
According to research, the level of competition in technology companies regarding digital talent is high, particularly in artificial intelligence, software development, and data science (McKinsey & Company, 2023). Hence, organisations should aim at devising strategies that would enable them to acquire external talent in addition to internal talent. Some of the companies that have successfully implemented talent ecosystem strategies, including internal training academies, cross-functional learning opportunities, and leadership development initiatives, are Google and Microsoft.
Moreover, in recent years, the expectations of employees from their organisations have seen a significant change. Employees in contemporary organisations are keen to grow in their profession, have flexible work hours, and work experience (Gallup, 2023).
Strategic Build vs Buy Talent Model 
[bookmark: _Toc224828805]The first decision in talent management is whether to hire an experienced professional by searching outside the company (buying) or train a young professional within the company (building). The two options have pros and cons, and only hybrid organisations will be successful.
Buying Talent 
[bookmark: _Toc224828806]The buy strategy involves recruiting skilled manpower in the external labor market for strategic positions. This strategy is relevant in the technology sector in situations where skills in new technology are required, for instance, artificial intelligence, cybersecurity, and cloud computing (Deloitte, 2023).
For instance, in the case of Aether Innovations, strategic leadership and highly specialized technical roles are strategic positions that require external recruitment. For instance, the position of the Chief Innovation Officer or research specialists require someone who has spent a lot of time in the field and is also innovative. Furthermore, external recruitment could also bring new perceptions, new knowledge, and new ideas into the company, which could result in increased creativity in the company.
However, external recruitment could also prove to be expensive, and this could result in employee demotivation because internal employees could feel that there are no better ways to their success. It has been established that in situations where employees feel that senior roles are taken outside the company, they also have a high possibility of leaving the company (Cappelli and Keller, 2014). This calls for equalizing external and internal talent development.
Building Talent 
[bookmark: _Toc224828807]This build strategy focuses on building and nurturing employees within the organisation because of training and development. The Chartered Institute of personnel and Development (2023) affirms that organisations that focus on internal development programs have high levels of employee engagement.
For Aether Innovations, the internal talent development strategy can be founded on the development of technical skills, the ability to develop as leaders, and the ability to innovate. By providing internal learning platforms to the employees, they can have the ability to develop their skills and at the same time align their career development to the needs of the organisation.
However, we can recommend that the organisation adopt a hybrid model of building and buying talent. The organisation can have the ability to buy talent strategically or for key positions and at the same time build internal talent to lead and work in key positions.
Mentorship and Knowledge Transfer Programmes 
The research has proved that the mentoring programs designed in a structured manner play a great role in the engagement of the employees, their satisfaction in the workplace, and the opportunities in the career progression (Allen et al., 2022). The mentorship program in Aether Innovations shall be a formal mentorship program that includes the following elements:
Onboarding Mentorship 
New employees must have seasoned mentors within the first six months of their stay in the organisation. This is to ensure that the employees are assimilated into the organisational culture and that they have the necessary skills to enable them to perform their duties. 
Career Development Mentorship 
Long-term career development mentoring relationships must be included. The top management can provide guidance on how to develop in terms of leadership skills, project management skills, and strategy skills. 
Reverse Mentorship 
And, for this reason, in the technology sector, it is likely that the younger employees have better technological skills than the top management may have. The reverse mentoring programs allow the younger employees to exchange information on new technologies and digital tools. 
With this mentoring programs, Aether Innovations will be able to increase the sharing of knowledge and learning. 
[bookmark: _Toc224828808]Leadership Development Pathways 
Leadership ability is crucial to the success of any organisation. Leaders can influence the motivation of employees, as well as innovation and strategy. However, in most organisations, future leaders have not been prepared in an organised way, thus creating a gap in leadership. To bridge this gap, Aether Innovations needs to establish clear ways of preparing future leaders that will focus on identifying and preparing potential employees. The ways of preparing future leaders need to involve training and experience combined with coaching to help individuals prepare for management positions in the future.

Leadership Identification 
It has been proposed that Aether Innovations should develop a plan of assessment of employees based on the present performance, potential performance, and leadership potential. Competency testing and performance reviews can be conducted to identify employees with high potential as leaders.
Leadership Training 
They should also ensure proper training programs for the potential leaders. The training programs should be conducted after the potential leaders have been identified. The training programs should include the development of key competencies, including strategic decision-making, innovation management, emotional intelligence, and change management. The training programs can be conducted through workshops or online training programs, which provide both theoretical and practical knowledge.
Experiential Learning 
Experiential learning of the employees of Aether innovation, through job rotation and cross-functional projects, should be encouraged. It would help the employees gain exposure to other departments of the organisation. It would help the employees have a holistic idea of the organisation. It would help the employees lead the organisation in a better way..
Succession Planning 
[bookmark: _Toc224828809]A strong internal flow of leadership in Aether Innovations ensures the organisation the potential to avoid disruptions and crises, even during transition. Instead of relying on multiple sources of recruitment of employees, the organisation can develop the talent of the employees. It would be good for the organisation, as well as good for the employees, as they would have confidence in the organisation, knowing the way of growth.
Lifelong Learning and Continuous Skill Development 
Lifelong learning is the latest aspect, which is very essential for the talent management of the organisation, as the organisations which are involved in learning and development can cope with the changes that take place due to technology and the market. Aether Innovations has to consider the need to establish a learning and development system which will promote lifelong learning amongst the employees.
Digital Learning Platforms 
The best way of ensuring the employees learn continuously is through the use of digital platforms. The digital platforms will allow the employees to choose learning material at any time they wish to learn and learn at their own pace. The employees will be able to access a multitude of learning opportunities, including computer programming, artificial intelligence, leadership, and project management. The employees will, therefore, have the chance to balance between learning and performing their duties as they continuously learn.
Innovation Learning Labs 
Innovation labs may play a significant role in improving creativity in the organisation. In such labs, employees can experiment with new ideas, technologies, and approaches in a team-spirit environment. In such environments, employees can be creative and contribute to the development of the organisation. It is all the more necessary in a technology-oriented organisation such as Aether Innovations.
Learning Incentives 
[bookmark: _Toc224828810]In order to provide the real stimulus for the endless growth, it is necessary to encourage the employees with significant rewards at Aether Innovations. The certification support, tuition reimbursement, and recognition awards can be used as tools to encourage the employees to be enthusiastic about learning opportunities. The employees are provided with more opportunities to invest their time and efforts in enhancing their abilities when they feel that their growth is enhanced.
Employee Engagement and Retention of Talents
In order to retain employees, Aether Innovations needs to focus on providing competitive remuneration and rewards, flexible working arrangements, recognition and rewards schemes, and career prospects. Moreover, one needs to inculcate a sense of innovation and teamwork in such a manner that employees feel significantly better. The employees may develop a sense of commitment to the organisation when they feel important.
[bookmark: _Toc224828811]Combined Talent Ecosystem Framework
[bookmark: _Toc224828812]Aether Innovations' talent ecosystem integrates various HR practices into a cohesive and well-structured approach. This model comprises leadership development pathways supported by succession planning, lifelong skill development programs, a continuous learning program, mentorship and knowledge-sharing programs, and strategic recruitment using a balanced build-versus-buy talent model. By using this combined approach, Aether Innovations will be able to effectively address its current problems while simultaneously building the foundation for its future success.
Reflective Learning and Future Professional Development
[bookmark: _Toc224828813]Reflective Learning Using Gibbs Reflective Cycle 
Because it allows people to critically analyze their experiences and turn them into meaningful learning opportunities, reflection is crucial to the process of professional development. In management education, reflective practice helps students bridge the knowledge gap between theory and practice, leading to the development of both professional and personal competencies. The Gibbs Reflective Cycle, developed by Graham Gibbs, is a popular reflective cycle. The six stages of this model are description, feelings, assessment, analysis, conclusion, and action plan. 
Description 
The Human Capital Management module taught me a lot about the strategic role that human resources play in an organization's success. My understanding of HRM was fairly limited prior to taking this module, and it was primarily associated with administrative positions like hiring, payroll management, and employee relations. However, the module has exposed a broader perspective in which HR is seen as a strategic partner whose job it is to make sure that human capital practices are in line with organizational goals.
Talent management, organizational culture, employee engagement, leadership development, and strategic HR planning were the primary topics covered throughout the module. These themes highlighted the necessity of creating integrated HR strategies that will aid businesses in luring, nurturing, and keeping skilled employees. The case studies and academic readings also taught me that businesses in knowledge-based sectors like technology heavily rely on human capital to spur innovation and gain a competitive edge. 
Feelings 
At the start of the module, I was not very sure of my ability to effectively grasp the intricacies of the complex HR strategies. However, the interviews and the literature have helped me to understand the importance of effective HR practices and how they shape the organisational culture, motivation of the employees, and the business performance. 
On the other hand, the HR professionals need to possess a wide range of skills. These include analytical thinking, communication skills, leadership skills, and strategic decision-making. Though the models were a bit difficult to comprehend, the fact that they were implemented helped me to understand the importance of the models.
Evaluation 
The best thing about the module, I think, was the ability to analyze real-life organisational dilemmas and reflect on the ways the HR could resolve these. It helped me understand the practical side of these academic concepts like talent ecosystems, employee engagement models, leadership development frameworks, and the like, as applicable in the real-world business environment.
It also helped me become more critical in understanding the organisational dilemmas and developing evidence-based solutions. 
Analysis 
From this experience within this module, I have learned that the management of human capital is vital in today’s organisations. According to the academic literature, the better human capital is managed within the organisation, the higher the chances that the organisation is likely to achieve success in terms of innovation, productivity, and gaining a competitive advantage (Cappelli & Keller, 2014). The findings have also highlighted that HR individuals within the organisation ought not to remain limited to their administrative role; they ought to have a more strategic approach.
One of the key things that I have learned through this module is the need to have integrated human resource systems. For instance, it is important that the recruitment strategy is aligned to training and development programs, leadership development programs, and performance management systems. Without such alignment, it is likely that the organisation may fail to leverage the full potential of its human capital.
[bookmark: _Toc224828814]Conclusion 
[bookmark: _Toc224828815]Looking back at the learning process that I have undergone during the Human Capital Management module, I have come to understand that I have learned a lot about the subject. The HR, to me, is no longer just a support function, but it is a strategic input to success. The module has helped me learn the importance of using effective human capital management strategies to enhance the efficiency of employees, culture, and business.
Action Plan 
To be more specific, I have described some actions that I will undertake in the future in order to put into practice the knowledge acquired during this module and to keep developing my professional competencies. 
First of all, I will keep developing my knowledge about human capital management by reading academic literature, industry reports, and professional trainings programmes.
[bookmark: _Toc224828816]Secondly, the HR skills that I would like to achieve are through the use of internships, professional projects, and work experience. The theoretical knowledge would enable me to apply the knowledge in a practical situation and would allow me to improve my critical thinking skills.
Thirdly, the knowledge would enable me to improve my leadership and communication skills since these are critical skills that an HR professional should have in order to change the culture of the organisation and work with different teams in the organisation.
Lastly, the knowledge would enable me to develop critical thinking and strategic planning skills in order to be able to contribute to the decisions of the organisation.
Remaining Relevant in an AI-Driven Workplace 
Also, artificial intelligence is transforming the very essence of work in all sectors, including human resource management. For instance, even basic activities such as resume filtering, data analysis, and administrative reporting can be performed by artificial intelligence. However, such technological advancement comes along with a challenge of job roles displacement
But rather than replacing the human labor force entirely, what is more probable is that AI will enhance the potential of the human labor force by automating monotonous tasks and allowing professionals to focus on more strategic activities.
In order for me to remain pertinent in this dynamic environment, there are a number of strategies that I will adopt. First and foremost, I will be a digitally literate and data analyst to have a deeper insight into the nature of the AI technology functioning and how it can be of help to the organisational decisions. Secondly, I will be focusing on improving my interpersonal and leadership skills that can help me work effectively and manage. Lastly, I will be focusing on lifelong learning to ensure that my knowledge and skills keep abreast of the technological and industry changes.

[bookmark: _Toc224828817]References
Allen, T., French, K. and Poteet, M. (2022) Mentoring relationships and career outcomes: A meta-analysis. Journal of Vocational Behavior.  https://doi.org/10.1016/j.jvb.2021.103656 
Cappelli, P., & Keller, J. R. (2014).
Talent management: Conceptual approaches and practical challenges. Annual Review of Organizational Psychology and Organizational Behavior, 1(1), 305–331. https://doi.org/10.1146/annurev-orgpsych-012420-055327 
Cascio, W. and Montealegre, R. (2016) ‘How technology is changing work and organizations’, Annual Review of Organizational Psychology and Organizational Behavior.  https://doi.org/10.1146/annurev-orgpsych-012420-060528 
Deloitte (2023) Global Human Capital Trends Report.  https://www2.deloitte.com/us/en/insights/focus/human-capital-trends.html 
Gallup (2023) State of the Global Workplace Report.  https://www.gallup.com/workplace 
McKinsey & Company (2023) The state of organizations report.  https://www.mckinsey.com 
Organisation for Economic Co-operation and Development (2021) Skills for the digital age. 
 https://www.oecd.org/skills 
Chartered Institute of Personnel and Development (2023) Talent management factsheet. 
 https://www.cipd.co.uk/knowledge/strategy/resourcing/talent-factsheet 
World Economic Forum (2023) Future of Jobs Report.  https://www.weforum.org/reports/the-future-of-jobs-report-2023 
Collings, D., Mellahi, K. and Cascio, W. (2019) Global talent management and performance in multinational enterprises. https://doi.org/10.1016/j.jwb.2018.10.002
Lewis, R. and Heckman, R. (2006) Talent management: A critical review. Human Resource Management Review. https://www.sciencedirect.com/science/article/pii/S1053482206000271
Frontiers (2026) Developing a new model for talent management and employee performance. https://www.frontiersin.org/articles/10.3389/frsus.2026.1741640/full
Harvard Business Review (2026) Talent management and AI transformation insights. https://hbr.org/topic/subject/talent-management
CIPD (2024) Talent management resources and research insights. https://www.cipd.org/en/topics/talent-management/
Randstad (2025) Talent management trends and workforce insights. https://www.randstad.com/workforce-insights/all-articles/talent-management/
Wonolo (2017) Best articles on talent management strategies. https://info.wonolo.com/blog/best-articles-on-talent-management-strategies/
Bulletin of Business and Economics (2024) Human resource analytics and talent management. https://bbejournal.com/index.php/BBE/article/view/829
SAGE Journals (2023) Review of Public Personnel Administration. https://journals.sagepub.com/home/ROP
Open University (2022) Hybrid working: organisational development. https://www.open.edu/openlearn/money-business/people-organisation-matters/hybrid-working-organisational-development/content-section---references
OECD (2024) Workforce insights from central governments. https://www.oecd.org/en/publications/workforce-insights-from-central-governments_2f9080b1-en/full-report.html

2

image1.jpg
%S

Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




