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Introduction
Dynamic capabilities give a theoretical perspective of the growth of existing businesses as well as new ones. These are routines and processes that are aimed at making relevant changes within an organization with an objective of value creation. It is the capacity to create innovative solutions to the dynamic business environment. Developing competitive advantages is not only based on the input resources like capital goods or machines but rather a careful consideration of an organization’s unique human resources and strengths. 
The dynamic capabilities facing my organization (IT firm) revolve around relations and responsibilities, resources management, control and commitment, competencies, employees’ well-being and security. 
Responsibilities and Work Relations
Responsibilities and work relations have been considered an integral component in work organization forms (Teece, 2013).  The concept involves the strengths of management and the division of work in an organization that steers the competitiveness of the firm in the market. Recently, theories of the organization have identified the importance of dynamics within the workgroup in enhancing the learning for innovation. A work group has a critical role in linking the individuals and organizations specifically on the cross-functional team which promotes the generation of new ideas (Martens, Sanchez & Heene, 2009). 
My organization has established teams that coordinate with each other in the operations and idea generation. This is a competitive advantage to the firm as innovation is enhanced through sharing of ideas and implementing optimal strategies that create value for the company. 
The firm has also embraced technology to facilitate communication to various business affiliates. The technology facilitates communication from one geographical location to another through virtual offices (Martens, Sanchez & Heene, 2009). Different ideas are generated from various parts, and the firm benefits from the pool of knowledge by developing innovative processes and products and achieving competitive advantage over the competitors (Imran, Rehman, Aslam & Bilal, 2016). 
Resource Management
Management and organization are complementary dynamic capabilities. Organizations use these factors in achieving competitive advantages taking into consideration the external business environment (Teece, 2013). Firms implement specific management techniques and practices that facilitates organized decision making and define the course of action to be taken by a corporation (Teece, 2013). To achieve competitive advantage, firms implement appropriate management models that promote interaction and coordination such as collaborative leadership style. 
The technology-intensive industry that my organization operates in requires collaborative leadership style where every stakeholder is involved in the process of decision making. This style has enabled the firm to gain a competitive advantage as ideas are pooled together, and the quality of decision made is improved. The leadership style encourages generation and sharing of information and consequently has a significant impact on the firm capacity to make innovation aimed at value creation or development of unique products in the market. 
Communication plays a significant role in the management and leadership function (Teece, 2013). The technology business requires constant updates from the workers and the management. The firm uses modern technology in communication to share information such as the social media and teleconferencing. This improves the communication process and the process of decision making by collaborative interaction with the staff and the management. 
Control and Commitment
Employee commitment and motivation have proven to significantly influence the competitiveness of an organization. The feeling of responsibility among employees motivates them and increases their productivity. Employee commitment and motivation is an internal resource to a firm and the management should develop competitive strategies that influence the employees positively. More so, the degree of decision and job control affects the intrinsic motivation among the employees (Teece, 2013). Thus, an organization balances the control, demand, and support in the job relations to achieve competitive advantage. 
Empowerment is an important aspect of job control and delegation that involves knowledge and information sharing among the relevant staff (Imran, Rehman, Aslam & Bilal, 2016). Further, the inclusivity of the employees in the management processes motivates the employees and thus increase their productivity. Therefore, a firm can utilize the existing human resources in raising the level of production and competitiveness in the market. 
My firm uses inclusivity as a dynamic capability with an objective of employee motivation. This is a strategy that makes employees feel to be part of the firm and practically own the operations of the company. They become responsible and accountable for their actions within the firm. The strategy increases the need for information and knowledge sharing among the co-workers and consequently increases the chances of innovation in new product design, new products, and efficient distribution channels among other processes (Imran, Rehman, Aslam & Bilal, 2016). Employee engagement in this aspect also increases the level of feedback obtained from the customers (Camilleri, 2015). Thus, the organization is better placed in making decisions to meet the customers’’ expectations. 
Competencies
The dynamism of the business environment has made the human resource function an import aspect of an organization. This is attributable to the increased demand for innovative capabilities as it has become one of the competitive advantages to a firm. Most importantly, the potentials and qualities of human resources of a firm as well as the use of technological environment have proven to deliver the dynamics and strengths to an organization (Teece, 2013). Despite the fact that the innovative and dynamic capabilities are concepts of an organization, the efficiency of the operations is determined by the learning abilities, qualifications and creative competencies among the workers. 
Competence development involves both informal learning on the job and formal job-related training as an approach to a dynamic incident (Martens, Sanchez & Heene, 2009). The competence development is a continuous process that involves the development of skills, experiences, assignments, responsibilities among others. Further, knowledge management is an essential aspect of dynamic capabilities to harness the talent and to maintain innovative employees (Imran, Rehman, Aslam & Bilal, 2016). Creative employees are valued assets to a firm and form a competitive advantage in a market or industry. 
My firm outsources the function of selection and recruitment of employees to a recruiting firm that uses E-Recruitment technology. The recruiting firm has a better platform to identify the necessary qualifications and skills required by the labor market. Further, the recruitment company has higher chances obtaining talent from a diverse geographical region including the international labor market. 
The firm’s human resources department manages the employees by offering the relevant training and rewarding talent by offering competitive remuneration packages to avoid loss of labor force to the competitors (Martens, Sanchez & Heene, 2009). The technology applied by the human resources management in knowledge management are systems designed to capture individual’s information (Imran, Rehman, Aslam & Bilal, 2016). The platform enables the firm to identify the best talent and identify the relevant training required to be offered to the employees.
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