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Executive Summary
In this report, strategic human capital issues at Helios Urban Mobility have been assessed and solutions have been proposed on evidence that can enhance the performance of the organisation. It critically examined the traditional onboarding approach to strategic organisational socialisation and created a framework for enhancing adjustment, engagement and retention. Mechanisms were suggested that would encourage organisational identification, ethical professionalism and a business activist attitude. The report also developed an innovative job design that combines the Job Characteristics Model, Job Crafting Theory and an internal talent marketplace to increase job agility. In addition, it described the effect of the proposed design on promoting intrinsic motivation and innovation. Finally, it addressed the responsible use of AI and future capacity building.
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[bookmark: _Toc231728436]Part A: Socialisation, Identity & Business Activism
[bookmark: _Toc231728437]Traditional Onboarding vs Strategic Organisational Socialisation 
In the traditional approach to onboarding, the first few weeks focus on orientation, briefings on policies and clarifying roles (Yusuf et al. 2025). It is useful in terms of compliance, but it does not really solve Helios Urban Mobility's three problems, which are interlinked with weak socialisation which takes eight months, decreasing engagement (54%) and high attrition rate amongst high potential graduates. Organisational Socialisation Theory by Van Maanen and Schein suggested that institutionalised practices, like learning journeys and mentoring, help the process of adjustment and establish common norms (Houle et al. 2025). For instance, new engineers entering a smart mobility project group can be introduced to the expectations of the organisation at the same time, which minimises uncertainty and enhances buy-in. 
According to Psychological Contract Theory, employees develop beliefs about the mutual commitments that exist between them and their employers (Hayes and Keyser, 2022). A transactional onboarding process can generate unrealistic expectations around development, support and growth, which can foster attrition and disengagement. When, for instance, graduates are offered chances to innovate, but receive a routine experience in the early years, they may leave. The Theory of Identity Construction offers a more strategic approach in understanding how employees develop a sense of self in the organisation (Wang and Li, 2024). For instance, when recruits feel they are not just a technician but also a part of the sustainable urban mobility project, identification is reinforced. So, strategic socialisation is better since it enhances adjustment, engagement and retention, as well as promoting organisational purposes in all locations.
[bookmark: _Toc231728438]Structured Socialisation Framework for Helios
Helios needs to have a socialisation structure in place for preboarding, first 90 days and year one. As part of preboarding activities, recruits are given a welcome portal, realistic job previews, introductions to team members and a purpose-focused briefing on how AI enabled mobility systems contribute to urban sustainability (Yusuf et al. 2025). The stage starts the psychological contract process and helps to eliminate uncertainty prior to entry. In the initial 90 days, staff members embark on cohort-based orientation, undergo role specific learning programs, engage in mentoring and cross functional project rotations. Assistant managers should review adjustment and engagement weekly and there should be peer support sessions (Cooper et al. 2025). These activities are directly targeted at reducing slow ramp up times, helping to increase knowledge acquisition and build social connections that lessen early withdrawal intentions. 
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Figure 1: Helios Urban Mobility - Structured Socialisation Framework
(Source: Self-Created)
Helios will offer opportunities for rotation throughout year one, quarterly career conversations, innovation forums and recognition programmes based on organisational values throughout year one (Harney and Alkhalaf, 2021). Employers must also play a role in strategic urban mobility issues, increasing awareness of corporate goals. Justification for this framework is that it embraces institutionalised socialisation principles, fulfils the psychological contract and fosters identity development. Consequently, new hires can advance their role knowledge more rapidly, make healthier connections, and be able to better understand career advancement paths within the organization (Tiainen, 2023). The structured socialisation framework helps the employees adjust by offering continuous learning and mentoring through the first year of employment, as well as engagement opportunities. Uniting employees financially and through purpose and support: these efforts help employees feel connected and to get on board with the purpose and values of the organisation. Helios Urban Mobility will therefore not just enhance graduate retention rates, but also increase workforce engagement and foster organisational citizens who are actively driving innovation, collaboration and long-term organisational success on a global scale.
[bookmark: _Toc231728439]How to Develop Organisational Identification, Ethical Professionalism and Business Activism
Helios should promote organisational identification through story sharing, leadership involvement and involvement in city impact projects connected to its sustainability mission. Success stories about the organization's impact on traffic reduction, urban accessibility and carbon emission reductions can be shared on a regular basis with leaders. Staff members should also have the opportunity to be involved in projects that can be seen as delivering social and environmental improvements. For instance, it is possible for engineers to study numerical information regarding the relationship between the deployment of mobility solutions and emission cuts and congestion in different cities (Manglano-Redondo et al., 2025). This allows staff to connect the work they do in the office with the greater good for the organization. This alignment promotes a higher belongingness, organisational commitment, employee engagement and retention driven by meaningful and purposeful experiences.
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Table 1: Develop Organisational Identification, Ethical Professionalism and Business Activism
(Source: Self-Created)
Helios needs to develop ethics training, decision making, clear reporting systems, and a transparent value-based performance evaluation system to foster professional ethics (Jedličková, 2025). For instance, if city data is being used to make recommendations for workers, they should take privacy into account before implementing them. These mechanisms strengthen accountability mechanisms, trust and responsible innovation in international operations. Helios should foster a business activist mindset among its employees by promoting the consideration of a broader interest of stakeholders in a business (Jide et al. 2025). Based on the HR business partner evolution, managers should be a strategic advisor who links workforce decisions to organisational performance and societal outcomes. In a stakeholder capitalism view, workers should be involved in sustainability activities, community engagement and policy debates around urban mobility. For instance, project teams could work with city governments and community organisations during the design of transport analytics solutions (Boeing et al. 2022). Such mechanisms are legitimate as they foster attachment, encourage conduct and encourage advocacy that all while addressing weak socialisation, lowered engagement and graduate attrition.
[bookmark: _Toc231728440]Part B: Job Design
[bookmark: _Toc231728441]A new approach to Job Design Strategy of Helios Urban Mobility:
Helios Urban Mobility needs to create a capability-based job design system that is networked and combines the Job Characteristics Model, Job Crafting Theory, and an internal talent marketplace (Jie et al. 2023). The purpose is not only to perform better but also to cut out the long leeway required for adjustment to the work, enhance the commitment of the workforce and build appealing occupational ladder for talented graduates.
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Figure 2: Integrated Job Design Framework
(Source: Self-Created)
Within the Job Characteristics Model, work should be designed to focus on customers' and city's outcomes, not specific functional roles. Employees should be assigned to mobility solution pods that are a mix of software development, AI analytics, infrastructure planning and stakeholder management (Iqbal et al. 2021). This building creates added value for the tasks as staff can easily observe the impact their work has on urban transport. It also enhances task identity because it provides someone with the opportunity to play a part in several aspects of a project. For instance, a transport analytics specialist might not just process data, but also be involved in the problem diagnosis process, the review of the solution design and implementation.
Employee designed development pathways can be the application of Job Crafting Theory (Costantini et al. 2022). People should look for a way to get more responsibilities, develop professional connections or bring in their own special skills. For instance, a graduate engineer who has a passion for public policy can join the smart city consultation with the relevant stakeholders in the municipalities, linking their passion and interests to the goals of the organisation.
In addition to this, Helios should also have skills-based architecture complemented by an Internal Talent Marketplace. Promotion would not be based on the old-style promotion ladder but based on proven skill and potential (Siambi, 2022). Staff members were eligible to place bids on innovation challenges, international assignments and strategic projects throughout locations. For instance, a Berlin-based employees with machine-learning skills could lend a helping hand for a short time to a Singapore transport optimisation project without any permanent move (Afolayan et al. 2024). This design is guaranteed as it provides opportunities for growth that are clearly visible, increases organisational visibility and builds transferable skills. Staff become more knowledgeable about company activities and managers can benefit from a larger pool of talent for vital projects (Oham and Ejike, 2024). The outcome is a highly adaptable workforce that can quickly adapt to new client needs, helping to ensure the sustainability of the Company and consolidate Helios's market position in the fast-moving smart mobility sector and future development.
[bookmark: _Toc231728442]Foster Intrinsic Motivation and Innovation with Design
The design aims to foster a sense of purpose, mastery, ownership and ongoing growth for employees, thereby promoting intrinsic motivation (Teutsch et al. 2025). These factors motivate people to bring their "extra" effort and creativity into their roles above and beyond the call of duty.
Motivation rises when workers see their job as significant and effective from a Job Characteristics Model. Employees can make a firsthand contribution to the efficiency, sustainability and experiences of citizens in mobility projects focused on outcomes. An example of this is a software architect who has helped a city to successfully implement a congestion-reduction platform that can feel more accomplished and fulfilled in their role (Winkelhaus et al. 2022). On-going performance feedback also allows staff to track their growth and work on improving their skills.
Job Crafting enhances intrinsic motivation through an employee's influence over work experience. People do not only take responsibility for what is set in front of them, but they are proactively involved in defining tasks in accordance with their interests and ambitions (Teetzen et al. 2022). For instance, an employee who is interested in new technologies can offer to be part of a trial project investigating predictive transport algorithms. This "involvement" is self-directed, which boosts employee enthusiasm. The skills-based approach to architecture further enhances innovation as capability development is no longer a single training session but a continuous process. Staff are encouraged to develop new skills and apply them to a variety of business scenarios (Pinto et al. 2023). People are constantly growing their expertise and are more able to come up with new solutions to the complex mobility issues in the city.
The internal talent marketplace also supports innovation by linking different people, with different backgrounds, knowledge and experiences (Teutsch et al. 2025). Employees get exposed to different perspectives in cross-location and cross-functional work teams, which enhances the chances of innovative problem solving. For instance, virtual teams of infrastructure planners, behavioural analysts and AI experts can create solutions that would not arise from a single discipline working in isolation on a transport project (Bharadiya, 2023). Also, with clear access to projects there is healthy competition and the learning goes on. Staff are encouraged to develop skills as they have a clear vision of how these skills can be used. This fosters a learning environment that celebrates curiosity, experimentation and sharing of knowledge. As a result, Helios may build a flexible workforce that is driven by achievement, learning and contribution (Ardi et al. 2024). At the same time, it produces the creative thinking necessary to retain a competitive edge in today's dynamic and ever-evolving global smart mobility markets.
[bookmark: _Toc231728443]Part C: Reflective report
[bookmark: _Toc231728444]The use of AI as a decision-making tool without replacing critical human judgment
I can use AI to generate ideas and organize information, but not to make decisions on my own. AI can be a helpful decision support tool when used to generate ideas and organize information, but not when it's used to make decisions independently (Yizhou Tian et al. 2026). AI has not been used for actual content by me in preparation of this assignment, except to get initial ideas regarding the structure and sequencing of topics. The analysis, evaluation, interpretation and recommendations were written on my own using my critical thinking and understanding of HRM concepts. I would always check the online articles, published journals, organisational evidence, and professional judgement before making conclusions, as I would not want to rely too heavily on AI (Alshadoodee et al. 2022). While AI can help with certain aspects of decision-making, it cannot substitute for human judgment, which is essential for grasping the nuances of organisational culture, ethical considerations, stakeholder interests, and the broader context in which decisions are made. AI can examine through extensive datasets, detect patterns, and draw conclusions from the information, but it can fail to account for critical qualitative elements that can impact successful decision-making. For this reason, AI should be considered the decision support system, but not a decision-making system. Human professionals have the final say over decisions regarding AI recommendations and must perform critical thinking and ethical and strategic analysis before deciding. Therefore, AI should be able to support reflection and information processing, but not replace the decision-making and accountability of well-trained and informed human professionals.
[bookmark: _Toc231728445]Personal Capability Development Plan for Future Employability
To enhance my employability in the future, I will concentrate on developing several competencies. In the first place, I will enhance the competency of my data literacy skills which will be developed in understanding and interpreting workforce data and applying evidence for organisational decision-making (Khalifa and Albadawy, 2024). In the second phase, I will build knowledge of AI augmentation in HR to gain insights into the potential of new technologies to support recruitment, learning and workforce planning in an ethical way. Third, I will develop enhanced strategic influencing communication, stakeholder engagement and leadership development activities. Lastly, I will expand my knowledge of global mobility by exploring various aspects of international employment standards, cultural diversity, and evolving trends in the mobile workforce in different geographic regions (Al-Sofi, 2024). This knowledge will allow me to effectively operate and work in multicultural settings and contribute to the success of organisations around the world. Moreover, the emergence of technology adaptation in the workplace was emphasized in this assignment. While AI tools were primarily employed to produce initial ideas and aid in conceptual structuring, the overall emphasis was on the continuous learning and professional development. In an increasingly technologically cultured workplace, workers need to be flexible, acquire digital skills and learn to embrace innovations to remain relevant and productive.
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