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[bookmark: _Toc231924758]Introduction
Human capital has emerged as an important driver of competitive advantage in the knowledge-based and technology-oriented organizations, especially in the context of fast-growing industries (Kuspriyono, 2026). HUM (Helios Urban Mobility), a European smart-transport start-up company focusing on AI-powered mobility solutions and smart infrastructure analytics, is currently confronted with various workforce issues, such as slow employee learning processes, disengagement and high turnover rates amongst top graduates. These problems endanger organizational performance, innovation potential and sustainable growth. Modern organizations need integrated human capital management approaches that help develop their employees, increase workforce adaptability and promote organizational commitment in a dynamic business environment (World Economic Forum, 2025). Hence, this report proposes a strategic human capital framework for HUM through the critical analysis of current organizational socialization techniques, innovative job design approach and AI ethics in HR decision-making and professional development.
[bookmark: _Toc231924759]Task A: Socialisation, Identity & Business Activism
[bookmark: _Toc231924760]1. Critically evaluate traditional onboarding versus strategic organisational socialisation
The traditional onboarding process involves mostly administrative orientations, compliance training, and orientation towards roles during the first few days of an employee's tenure in an organization. Though this strategy can be effective in facilitating short-term adjustment, it does not aid in fostering organizational commitment and integration, hence making the employees less productive and retentive (Van Maanen and Schein, 1979). In relation to Helios Urban Mobility, the organization requires its new employees to take eight months to get fully productive.
Strategic socialization in organizations is defined as a process of acquiring organizational knowledge, culture, and values which enable long-term efficiency and commitment (Van Maanen and Schein, 1979). Strategic socialization differs from traditional onboarding because it is a process which ensures organizational values, norms, and behaviors are aligned with personal interests of individuals, hence making them contributors and not recipients. It is evident that organizations now need innovative and adaptable employees who are continuously learning and contributing to the success of organizations, especially in the technology-driven era (World Economic Forum, 2025).
Psychological Contract theory also explains the drawbacks associated with traditional onboarding. According to Rousseau (1995), employees have certain implicit expectations about organizational support, promotion, and appreciation. Failure to fulfill these needs results in employees' detachment from organizational goals, thus increasing the likelihood of high staff turnover. Low levels of engagement and graduate attrition rate experienced at HUM imply that there are chances that employees' implicit expectations of continuous growth and development are not fulfilled, thereby making them detach from organizational processes.
Another perspective that clearly highlights the benefits of strategic socialization is the one focusing on identity construction. People form strong organizational attachment when they see their interests aligned with those of the organization (Ashforth and Mael, 1989). Whereas traditional onboarding mainly revolves around activities of a person, strategic socialization goes beyond to foster employee's identity. Additionally, modern organizations focus on developing skills of employees for future capability. Hence, it calls for socialization strategies other than traditional onboarding.
[bookmark: _Toc231924761]2. Design a structured socialisation framework for Helios (pre-boarding → first 90 days → year one). Justify your decision
A structured socialisation framework is required to reduce HUM's lengthy ramp-up period and improve employee commitment.
Pre-boarding
Before starting work, the employees must have access to the digital onboarding tool which will contain the organizational values, sustainability goals, and other details related to the projects. Furthermore, each employee must be provided with an individual learning map and must have a mentor who will guide them. Introduction to organizational culture will lessen uncertainty and create a positive psychological contract even before they join the company (Rousseau, 1995). Besides, the use of artificial intelligence-based onboarding tools will facilitate learning and save time (Llauró, 2025).
First 90 Days
Within the first three months, employees need to be involved in training programs, collaboration exercises and innovation sessions. According to Van Maanen & Schein (1979), it is important for role clarification and organisational integration for employees to be engaged collectively and progressively through socialisation strategies. Interaction with various departments can also aid in improving employees' knowledge of HUM's smart mobility ecosystem. In addition, there is a need for employees to be allowed job crafting. This involves being allowed to tailor their job to suit their skills and capabilities.
Year One
The last phase must involve developmental activities that would ensure long-term growth through leadership mentorship programs, innovation initiatives, and career movement inside the organization. A developmental path based on skills must be created to allow employees to develop competencies related to organizational goals. Organizations based on skills are agile enough to adapt to the changing dynamics of businesses because their priority is developing capabilities rather than job roles (McKinsey & Company, 2022). Such an approach will help retain high-potential graduates within the organization and cultivate a culture of lifelong learning.
[bookmark: _Toc231924762]3. Propose mechanisms to cultivate organisational identification, ethical professionalism and the “business activist” mindset
Organisational Identification
A sense of organisational identity can be fostered by articulating an organisational vision that emphasizes sustainability and urban transport systems within the context of smart cities. Ashforth and Mael (1989) claim that individuals identify more strongly with organisations that share the same value systems as themselves. Collaborations across locations that include employees in London, Berlin, and Singapore can contribute towards organizational identity.
Ethical Professionalism
The embedding of ethical professionalism would require the use of ethics training, AI responsibility framework, and a process that ensures transparency in decision making. With regards to the development of AI-powered mobility, it is important for staff members at HUM to appreciate the impact of data usage and privacy on the public’s safety (Mohammad et al., 2025).
Business Activist Mindset
According to Ulrich and Dulebohn (2015), contemporary employees should not only help organisations perform operationally but address the wider issues related to the interests of all stakeholders and challenges faced by the organisation. For example, HUM should promote participation of its employees in activities related to sustainability, innovation, and the community. According to the idea of stakeholder capitalism, organisations generate long-term value when their employees make an effort towards improving societal and environmental results as opposed to merely pursuing financial goals (Schwab, 2021).
[bookmark: _Toc231924763]Task B: Job Design
[bookmark: _Toc231924764]1. Propose an innovative job design strategy using Job Characteristics Model, Job Crafting Theory, and Skills-based Architecture or Internal Talent Marketplaces
The operations of Helios Urban Mobility (HUM) take place in a highly dynamic environment in terms of technology where continuous innovation occurs, skills requirements change, and competition for talent becomes more intense (Deloitte, 2022). The conventional job design framework involving rigid job descriptions and vertical hierarchy does not fit well in such conditions, as it limits organisational and workforce flexibility and does not provide enough learning and development opportunities. In this context, HUM needs a unique job design solution that would include skills-based architecture, job crafting, and the Job Characteristics Model (JCM).
Skills-based architecture needs to be the starting point of the company's new job design model. Instead of organising work according to fixed job titles, employees need to be evaluated in terms of skills, competencies, and contributions, which is helpful for identifying skill gaps, workforce planning, and responding to emerging demands (McKinsey & Company, 2022). Evidence shows that organisations implementing a skills-based approach experience better workforce flexibility, as employees can easily switch between tasks depending on skills and not formal roles (Deloitte, 2025).
It is necessary to develop a skills taxonomy for HUM in accordance with technological, leadership, innovation, and artificial intelligence capabilities. Every employee should have a constantly updated skills portfolio based on the acquisition of competencies, participation in different projects, and performance results (Kuspriyono, 2026). Such an approach will help to ensure continuous development of organisational capabilities according to technological changes. Also, the emergence of skills such as analysis and technology skills in the future workforce calls for skills-based talent solutions (World Economic Forum, 2025).
In addition to the above, the company can consider developing its own talent marketplace inside the enterprise. In the internal talent marketplace, employees can get matched with innovative projects, collaboration, and development opportunities depending on their skills and career aspirations (Visier, 2024). For example, at HUM, it can mean participating in various smart mobility projects, sustainability activities, and cross-functional international collaborations beyond their regular responsibilities. Such an opportunity will contribute to knowledge transfer and avoid departmental silos. It is known that skills-first talent strategies promote employee mobility and retention as employees see many development opportunities within the company (SHRM Foundation, 2024).
At the same time, the application of job crafting will increase employee involvement in work. According to the theory developed by Stanton and Ng (2023), individuals can transform tasks, relations, and perception of work activities in order to make them more meaningful and in line with skills. Within HUM, employees will be able to choose projects according to their specialisations, work together with people from various departments and take part in sustainability initiatives that align with personal values. Job crafting gives more freedom of action and responsibility for work results to employees.
Finally, it will be useful to implement AI-powered talent management solutions at HUM. Based on employee data in terms of skills, experience, and interest, it will be possible to offer the most beneficial projects, learning activities, and career prospects. AI will help to manage resources more efficiently while also creating a personalised learning experience for employees. With the rise of the popularity of artificial intelligence, companies have started requiring an integrated approach in terms of talent management.
[bookmark: _Toc231924765]2. Explain how your design will stimulate intrinsic motivation and support innovation
The outlined job design strategy is likely to boost intrinsic motivation as it considers all the five key dimensions of the Job Characteristics Model including skill variety, task identity, task significance, autonomy, and feedback. Skill variety is enhanced by working on multiple projects and participating in cross-functional assignments. The ownership of innovation projects helps boost task identity as the employees will be able to see the impact of their contribution on the results. Moreover, the mission of HUM to make urban areas more mobile and sustainable creates a feeling of greater task significance as the employee efforts will help bring social value (World Economic Forum, 2025).
Autonomy is enhanced through job crafting opportunities and using internal talent marketplaces that provide the employees with more independence in their career choices. When an individual chooses what to do, it fosters psychological empowerment and high engagement (Stanton and Ng, 2023). Feedback on performance continuously received by employees via digital talent systems is another means of boosting employee motivation (Deloitte, 2025).
Knowledge exchange, collaboration, and continuous development are also fostered by the discussed strategy and help with boosting innovation. Organizations based on skills are better suited for rapid deployment of the employees to new emerging opportunities due to employee selection based on capabilities (McKinsey & Company, 2022). The ability to take up different roles within the organization helps in gaining varied experience and encourages innovation. Organizational structures whose architectures are aligned with the goals of innovation are more successful in performing better and competing against rivals (Kuspriyono, 2026).
Thus, skills-based architecture, internal talent marketplaces, job crafting and workforce management based on artificial intelligence provide HUM with a chance to build a flexible and innovative workplace that boosts employee engagement and development and increases organizational resilience to external threats.
[bookmark: _Toc231924766]Task C: Reflective Report
[bookmark: _Toc231924767]1. Discuss how you will use AI as a decision-support tool without eroding critical human judgement
Artificial intelligence integration into human resource management opens up numerous chances to boost organisational decision-making processes. Using AI allows processing substantial amounts of workforce-related data and generating insights which can be used during recruitment, planning, and talent management (AIHR, 2026). As a future HR specialist, I understand the potential of using such technology to facilitate evidence-based decision-making and reduce administrative burden.
At the same time, AI is to be used as a complementary tool which is to be integrated into the human decision-making process but not replace it completely. Although using AI to identify patterns and receive recommendations can be extremely helpful, one has to remember that biases are inevitable due to the fact that systems might be built on the basis of unrepresentative data sets (Llauró, 2025). This is why I plan to use the “human in the loop” strategy in which all information obtained through AI will be critically evaluated.
Moreover, professional decisions cannot be made based solely on analytical data provided by AI since they usually require critical and creative thinking, high emotional intelligence, and proper ethical considerations. In this regard, I am aware of the fact that some decisions can only be made if a person is emotionally connected with his/her employees and demonstrates empathy towards them. Therefore, I will combine technology and my skills and competencies in order to promote responsible decision-making.
[bookmark: _Toc231924768]2. Outline a personal capability development plan to enhance your future employability capabilities, including but not limited to data literacy, AI augmentation in HR, strategic influencing skills, and global mobility awareness
In order to boost my future employability, there are four main capabilities I would like to focus on as they become more important to HR in today’s world.
First of all, I would like to improve my capability in HR analytics by undergoing training on this issue. It is crucial nowadays that we make use of the information available in order to make better decisions about human capital management (Mohammad et al., 2025).
Secondly, I would like to get more acquainted with AI technology and learn how they can help us in recruiting candidates or managing our talents more efficiently. Getting a clear picture of the advantages and challenges of using such technology can help me utilise AI tools better (Llauró, 2025).
Thirdly, I would like to gain a greater capability in strategic influencing through leadership development courses and stakeholder engagement programs. In order to be an effective HR person today, we need to know how to influence organisational decision-making (Ulrich and Dulebohn, 2015).
Lastly, I would like to expand my knowledge of international HR management as this field becomes more and more relevant. The capability of managing global talent represents a valuable one in the modern HR world (World Economic Forum, 2025).
[bookmark: _Toc231924769]Conclusion
In conclusion, the present report has clearly indicated that strategic human capital architecture can be instrumental in helping address organisational issues at Helios Urban Mobility. Traditional onboarding and strategic socialisation within organisations were examined, leading to the conclusion that fostering organisational identification, ethical professionalism and business activism is key to increasing commitment among workers and reducing turnover rates. Additionally, the skills-based architecture recommended by Deloitte (2025), along with internal talent markets, job crafting initiatives and AI talent management, offers a flexible structure for boosting workforce agility, motivation and innovation. The reflective discussion revealed that a balance should be struck between AI-facilitated decisions and critical human judgement while continually building professional expertise in data literacy, AI amplification, strategic impact and global labour markets. In totality, these suggestions represent a comprehensive plan for HUM aimed at enhancing engagement, speeding up employee development, retaining talent and achieving sustainable renewal.
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