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Executive Summary
Human capital is becoming an issue for Helios Urban Mobility (HUM), an emerging smart-transport firm from Europe, as evidenced by poor organisational socialisation, minimal engagement among employees, and a high turnover rate amongst graduates. The following paper offers strategic solutions for solving these problems and enhancing organisational change. In addition, by addressing these problems and fostering organisational renewal, the first suggestion is to substitute the existing process of onboarding for organisational socialization.
Secondly, there is a new approach suggested in the report towards job design through the application of Job Characteristics Model, Job Crafting Theory, and a skills-based architecture using an internal talent marketplace. The objective here is to increase intrinsic motivation, creativity, and organisational agility. Finally, there is an analysis of the ethics in the use of artificial intelligence as a support system in decision-making processes, along with a development plan for personal competencies. It is related to data literacy, artificial intelligence as a support system in HR management, strategic influencing, and global mobility.
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[bookmark: _Toc234864448]Introduction
Helios Urban Mobility (HUM) is a smart transport start-up based in Europe that focuses on the provision of artificial intelligence (AI) driven electric mobility solutions as well as smart infrastructure analytics. In spite of its rapid growth in London, Berlin, and Singapore, the firm faces various human capital problems, such as a long employee induction process of up to eight months, low engagement rates of 54% among employees, and high attrition among graduate employees. This paper explores strategies to overcome these problems through organizational socialization and innovative job design.
[bookmark: _Toc234864449]Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc234864450]2.1 Section 1: Traditional Onboarding versus Strategic Organisational Socialisation
The conventional onboarding process is often based on administrative tasks such as completing forms, describing organizational policy, and acquainting workers with their basic tasks at work. Although such an approach helps familiarize employees with the workings of the organization, it does not help to build any commitment, organizational identity, or integration with other employees. This results in confusion among employees regarding organizational expectations and a lack of adaptation to the organizational culture. The situation at Helios Urban Mobility (HUM). It is evident from the eight-month average onboarding period, which indicates that knowledge of the organization is acquired indirectly.
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Figure 1: Onboarding vs Orientation
(Source: Learning Everest, 2025)
According to Van Maanen and Schein (1977), organisational socialisation is defined as a process of learning through which new members of organisations acquire required values and attitudes needed to perform efficiently. Contrary to the conventional onboarding process, strategic organisational socialisation goes beyond the initial few days after recruitment and is aimed at developing commitment, competency, and organisational identity among the employees (Liao et al., 2022). The socialisation issues facing HUM, therefore, are clear pointers to the lack of strategic socialisation processes.
Psychological Contract Theory also provides an explanation for the high rate of graduate turnover in the organization. As proposed by Robinson, and Rousseau, (1994), employees have implicit expectations of the employer related to career development, mentoring, recognition, and meaningfulness. When such expectations go unfulfilled, employees consider themselves violated in their psychological contract, causing them to become dissatisfied and disengaged with work (Ngobeni et al., 2022). The low employee engagement score of 54% and the high graduate turnover of HUM indicate the violation of such expectations.
Social Identity Theory also suggests that the commitment of employees is increased by organizational identity becoming part of the identity of the employee (Mittal et al., 2022). Organizational commitment in terms of behaviour is increased if the organization becomes part of the identity of the employee. The challenges facing HUM in engagement can thus be due to a lack of organizational identity due to inadequate socialization processes.
Thus, all the above theories together indicate that the human capital problems facing HUM cannot be solved by administrative onboarding. 
[bookmark: _Toc234864451]2.2 Section 2: Structured Socialisation Framework for Helios Urban Mobility
Stage One: Pre-boarding
Socialization should occur after the acceptance of the job offer by the employee. The HUM department has to design an AI-based onboarding system through which the employee can get information related to organizational history, mission, sustainability objectives, portfolio of products, and business relations abroad (Sharma et al., 2025). A welcoming package containing all the information relating to organizational culture and educational material should also be prepared for the employee. Finally, a mentor should be assigned to the employee before the joining date at the workplace. These steps would help in developing psychological contracts and setting realistic expectations for the employees.
Stage Two: First 90 Days
The first 90 days should be focused on combining skill development with organisational assimilation. Employees need to participate in projects that require collaboration within diverse departments and locations as well. Executive round tables may assist employees in grasping organisational strategy and forming relationships with executive members of the team (Engelbrecht, and Ferreira, 2022).
Ethical training will be valuable in ensuring that the employees get educated about the ethical application of AI, sustainability, and stakeholder management because the organisation operates in public infrastructure and smart cities (Chang, and Ke, 2024). Innovation challenges will be instrumental in nurturing innovation and encouraging employees to come up with innovative ideas for the organisation.
All these activities will result in the development of relationships and fast organisational learning, which will overcome the eight months required by the organisation for organisational learning.
Stage Three: Year 1
After completion of the integration process, there should be a procedure of socialization through the international project rotation program that would enable the employees to gain cross-cultural experience and develop global competence. The leadership shadowing program can act as exposure to the process of strategic thinking and help potential employees become future leaders (Nicolini, and Korica, 2025).
These quarterly career development sessions should address career plans and learning objectives, and thereby enhance employee commitment and reduce their intention to leave the organization. Hence, the model will transform the onboarding process into a development process for the employees.
[bookmark: _Toc234864452]2.3 Section 3: Organisational Identification, Ethical Professionalism and Business Activism
Organizational Identification plays a key role in creating commitment and engagement from the employees’ side. As is defined in Social Identity Theory, organizational identification allows for creating a psychological affiliation with the organization due to the organizational identification (Holmes, and Howard, 2023). Organizational Identification can be improved within HUM by using such approaches as storytelling about HUM’s commitment to providing sustainable urban mobility solutions, customer stories, and regular interactions with top management.
Similarly, professional ethics are equally important because HUM develops AI-based tools that affect the transport systems and infrastructures in the city (Almulhim, 2025). The workers have to be educated about their use of AI from the perspective of ethics, data protection, sustainability, and stakeholder engagement. Professional ethics have to be a part of the business operations.
As stated by Pandey, and Risal, (2022), the Human Resources Department must act as a strategic partner that is responsible for developing organizational capabilities and initiating changes within an organization due to the HR Business Partner theory. This perspective highlights the role of a business activist who takes into consideration the interests of other stakeholders apart from increasing organizational effectiveness.
However, the concept of Stakeholder Capitalism would suggest that organisations create value not just for themselves but also for their employees, customers, government, communities, and the environment (Mhlanga, 2022). Hence, via HUM, organisations need to motivate their employees to participate in projects and initiatives that help them to create value for the organisation as well as for society as a whole.
Through the development of organisational identification, professionalism, and business activism through HUM, organisations can create an extremely motivated workforce that will be able to help them achieve their renewal and competitive edge.
[bookmark: _Toc234864453]Task B: Job Design
[bookmark: _Toc234864454]3.1 Innovative Job Design Strategy for Helios Urban Mobility
Applying the Job Characteristics Model
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Figure 2: Benefits of Job Characteristics Model
(Source: Testlify, 2026)
According to Winkelhaus et al., (2022), Job Characteristics Model states that five critical job dimensions play an important role in the motivation and performance of employees. Skill variety refers to the range of activities and skills required by a particular job. In the case of HUM, the organization should include projects that involve collaboration between engineers, data analysts, software developers, and customer service teams.
The task identity refers to how much employees perform an entire task from start to finish (Boccoli et al., 2023). Instead of dividing tasks, HUM needs to allow its workers to oversee their project through its whole lifecycle, right from conception to execution and evaluation. In this way, the workers will be able to see the results of their efforts.
The significance of employees' perception of their jobs because HUM is developing sustainable transportation technologies that provide better public transport systems and are environmentally friendly (Ahuchogu et al., 2024). Management should constantly remind the employees of the significance of the projects by highlighting how they have impacted society through customer feedback, case studies, and community involvement activities.
Autonomy refers to the freedom an employee has when performing his/her job. HUM needs to support self-managing teams that have the freedom to decide on how and when projects will be done. Increased autonomy gives an employee the power to make decisions, increases responsibility, and fosters creativity.
Feedback is used to provide employees with information about their performance and development (Vuong, and Nguyen, 2022). In order for HUM to have its employees receive ongoing developmental feedback, it should use coaching sessions, performance dashboards, and reviews that take place every quarter.
Applying Job Crafting Theory
As per Job Crafting Theory, employees tend to redesign different elements of their jobs to give them more meaning and motivation (Costantini et al., 2022). In addition, employees can be allowed to engage in innovative tasks and sustainable practices that go beyond what is formally defined as part of their job description. Such an approach will allow employees to acquire new competencies and do something that they find interesting (Bukartaite and Hooper, 2023). It is the responsibility of HUM to promote the interaction between staff members from different departments and foreign locations via cross-functional teams and communities of practice. It will contribute to knowledge sharing and organizational learning.
Therefore, the employees are motivated to reflect on the significance of what they are doing, for they know the importance of their role in ensuring sustainable urban mobility of individuals and bettering the quality of their lives.

Figure 3: Job Crafting Theory
(Source: Self-developed)
Skills-Based Architecture and Internal Talent Marketplace
The traditional job design restricts organizational flexibility, as workers are bound by their designated roles (Kossek, and Kelliher, 2023). As such, HUM needs to incorporate the Skills-Based Architecture, where the capabilities of individuals will be taken into account instead of the traditional job design approach. The company needs to determine the current skills of its workers as well as their future capability needs through skill analysis.
The employees can be encouraged to take part in short-term projects beyond their jobs, both overseas and within the organization itself, which help them to learn more while increasing organizational flexibility (Griep et al., 2025). With the help of artificial intelligence, a talent marketplace can be created where the employees will get the chance to take up suitable projects according to their skills and goals.
By implementing such an initiative, HUM will not only be able to utilize its talents better but also lessen the reliance on external hires.
[bookmark: _Toc234864455]3.2 How the Proposed Design Stimulates Motivation and Innovation
Enhancing Intrinsic Motivation
This design of work will greatly enhance the intrinsic motivation among employees. As per the Job Characteristics Model, the skill variety, autonomy, and significance of tasks are the components that help to create meaningful jobs and increase the motivation level of employees (Winkelhaus et al., 2022). Employees who find meaning in their jobs tend to be committed and perform better.
Improving Employee Engagement
The current level of employee engagement stands at 54%, which means there is little chance for development among employees. Through job crafting and internal mobility, employees can be part of determining their career paths, thus enhancing their engagement and organisational commitment.
Supporting Creativity and Innovation
Innovations require collaboration, experimentation, and sharing of knowledge. Diversity of cross-functional teams and internal gigging helps people come across individuals from various walks of life, which makes them innovative and problem solvers (Lindblom, and Martins, 2022). The ability to act independently helps people experiment with novel concepts and approaches.
Retaining High-Potential Graduates
Purposeful careers and professional development are the main things that graduate personnel need to find. In the company, the talent market and personal development possibilities can fulfil these needs and contribute to the improvement of the psychological contract (Griep et al., 2025). In turn, employees will be inclined to stay committed to HUM.
Enhancing Organisational Agility
Skills-based architecture provides the company with the ability to redeploy its employees swiftly as per business requirements. Such flexibility is important for HUM because it will help the company to cope with changing technology and uncertain market situations (Sony et al., 2023).

Figure 4: How the Proposed Design Stimulates
(Source: Self-developed)
Critical Evaluation
While the proposed model is advantageous in some ways, some challenges may arise with its implementation. Autonomy and job crafting may lead to role ambiguity and inconsistency in work processes because roles have to be well-defined. Workers who participate in several projects at once may suffer from workload and may become more stressed. Besides, there will be high expenses for implementing AI-based talent marketplaces and skills mapping tools.
However, the strengths of this strategy are more significant than the aforementioned weaknesses. The incorporation of the Job Characteristics Model, Job Crafting Theory, and Skills-Based Architecture would result in a highly motivated, innovative, and adaptive workforce that could help HUM achieve its strategic rebirth and competitive advantage.
[bookmark: _Toc234864456]Task C: Reflective Report
[bookmark: _Toc234864457]4.1 Using AI as a Decision-Support Tool Without Eroding Human Judgement
The use of artificial intelligence (AI) has greatly changed the field of human resources management by enabling informed decisions in less time. In my future career, I intend to utilize AI in aiding me to make decisions rather than making the decisions for me. The capacity for artificial intelligence is to analyse large amounts of data and predict trends in the labour force, attrition, hiring, talent management, and others.
Nevertheless, I know that depending on artificial intelligence technologies too much will endanger some critical human decisions. Algorithms used in AI technology may be biased, incorrect data might be used, and there may not be enough understanding of the context in which AI makes a decision, leading to an unethical decision. In that case, I feel that human judgment should always be at the centre of any strategic HR decision-making process.
I also understand that there is a need for ethical principles during the implementation of AI. Questions regarding data privacy, transparency, and biases in algorithms should be addressed appropriately. In light of the above, I will take up a strategy that involves human involvement during decision-making, whereby the HR managers make the final decisions using evidence and information from AI. 
[bookmark: _Toc234864458]4.2 Personal Capability Development Plan
I have understood the necessity to acquire skills that match the changing needs of the international workplace environment so that my future employability can be improved.  Since many companies today use workforce analytics, I have planned to build skills of data interpretation and analysis using tools like Microsoft Excel, Power BI, and HR Analytics software. Building such skills will help me make data-driven decisions for improving organizational performance.
My first goal, which I have set, is to gain knowledge about using AI for recruiting, planning, and engaging employees. Also, professional certificates in human resource technology and artificial intelligence will help work with new technologies and understand their ethical issues.
An efficient HR manager should be able to influence decision-making in organizations and offer strategic advice. Hence, I plan to enhance my abilities in communication, negotiation, and managing stakeholders through various professional activities. This will ensure that I am able to become a strategic partner within the organization.
Cultural intelligence and global mobility have become two very important aspects of employability, with companies operating on an international scale becoming more common. To gain knowledge in international HRM and cross-cultural communications, I will undertake multicultural projects and engage in professional development.
Therefore, this capability development plan is going to help me to develop into a flexible and future-ready HR professional. 
[bookmark: _Toc234864459]Conclusion
From the above discussion, it can be concluded that there are ways in which Helios Urban Mobility could overcome the problems with its human capital by means of organisational socialization, job design, and intelligent utilization of AI-driven decision-making. With an active, knowledgeable, and flexible human resource team, the company will be able to ensure retention, innovation, and competitive advantage.
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