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[bookmark: _Toc234435065]Introduction
The Job Characteristics Model explains how job design affects motivation and engagement of workers and their performance and outcomes. When you apply its five core characteristics, Helios Urban Mobility will be able to service employees in ways that create meaningful roles, enhance satisfaction, drive innovation and address challenges such as low engagement, graduate attrition and role ambiguity.
[bookmark: _Toc234435066]Task A: Strategic Organisational Socialisation
[bookmark: _Toc234435067]2.1 Human Capital Challenges at Helios 
The human capital problems of Helios Urban Mobility arise from deficient strategic management and development of the workforce due to rapid organizational growth. According to Human Capital Theory, onboarding that is too long delays the full use of knowledge and skills, lowering productivity (Rejab and bin Arshad, 2024). The Resource-Based View (RBV) states that talented employees are valuable resources; rare and difficult-to-imitate (Effendy, 2025). Therefore, low engagement and a high rate of graduate attrition weaken the firm’s sustainable competitive advantage. It is suggested that Helios align its people practices with its overall organisational objectives through Strategic Human Resource Management (SHRM). Moreover, Social Capital Theory weak organizational relationships, trust, and knowledge-sharing which hamper collaboration, prevent employees from developing strong organizational commitment (Islam et al., 2024).
[bookmark: _Toc234435068]2.2 Traditional Onboarding versus Strategic Organisational Socialisation 
Traditional Onboarding
Administrative factors highlight the compliance-related functions across the traditional onboarding as it is a short-term process that enables new employees to fulfil their effectiveness (Mitschelen and Kauffeld, 2025). Preparing employees for fast job performance which is the primary aim for a company as it leads to maintaining the onboarding system of an organisation. But it puts more emphasis on operational needs rather than employee development. For instance, many organisations give induction only during the first few days and thereafter the employees get limited support (Tan et al., 2024). Confusion, weak organisational commitment, and slower adjustment can arise due to this being the case.
Strategic Organisational Socialisation
Strategic organisational socialisation is a process through which an individual actively integrates with and learns about an organisation’s culture and values over several months. A comprehensive programme that builds organisational commitment and improves performance through structured learning mentoring, regular feedback, and career development (Hosen et al., 2024). New employees at Microsoft get mentors. Staff are also encouraged to learn continuously on the job together, which helps them to become productive faster. Engagement and retention also get a boost.
Application of Theories
In accordance with Van Maanen and Schein’s Organisational Socialisation Theory, Helios should have formal, collective, sequential, fixed, serial, investiture tactics (Didion et al., 2024). Structured training, experienced mentors, and recognising the existing skills of employees would help in quicker adjustment and stronger collaboration.
Increasing trust in the retention system leads to the employees who want support across career opportunities in fair treatment according to the Psychological Contract Theory (Wibowo, 2022).  
The theory of identity construction states that employees become committed to the organisation when they identify with its values and feel a sense of belonging (Afshari, 2023). Taking part in innovation projects and joint teams shapes employees’ perceptions of their organisation.
Critical Comparison
Organisational socialisation to develop knowledge, relationship, identity and commitment to the organisation over time (Awan and Abbas, 2025). For Helios, this method would also shorten the eight months ramp-up period, enhance employee engagement, lessen graduate attrition, and develop a sustainable competitive edge through a skilled, committed and innovative workforce.
[bookmark: _Toc234435069]2.3 Strategic Socialisation Framework 
	Phase
	Objectives
	Key Activities
	Relevant Theory
	Expected Outcomes / KPIs

	Phase 1: Pre-boarding (Before Day 1)
	Reduce uncertainty, Create early commitment, Set up a positive employee experience
	• Digital onboarding portal
• AI learning platform
• Buddy assignment
• Welcome package
• Virtual manager introduction
	Psychological Contract Theory – builds trust and mutual expectations before employment begins
	Expected Outcomes: Reduced anxiety, stronger organisational commitment, faster readiness
KPIs:
Pre-boarding completion rate, Day 1 readiness, employee satisfaction.

	Phase 2: First 90 Days
	Boost integration, strengthen organisational identity,
clarity and collaboration can be developed for
	• Formal induction programme
• Cross-functional learning sessions
• Weekly coaching meetings
• Culture and values workshops
• Mentor support (Serial socialisation)• SMART goal setting
	Goal Setting Theory – improves performance through clear objectives. Social Capital Theory – develops relationships, trust and knowledge sharing.
	KPIs: Productivity improvement, employee engagement score, learning completion rate, manager feedback, time-to-productivity.

	Phase 3: Year One (Months 4–12)
	Support career growth, enhance innovation,
improve retention and leadership capability
	• Innovation projects
• Leadership development programmes
• Internal talent mobility
• Individual career planning
• Global collaboration across London, Berlin and Singapore
	Talent Management Theory – develops high-potential employees. Continuous Learning and Development – supports long-term capability building and career progression.
	KPIs: Employee retention rate, internal promotions, engagement score, innovation project participation, career development completion.


Table 1: Proposed Strategic Socialisation Framework for Helios Urban Mobility
(Source: Self-developed)
A three-phase framework that turns onboarding into an ongoing socialisation process and strategic reaction that encourages learning, organisational commitment and career progression. By combining mentoring with structured learning and international collaboration, Helios can cut its eight-month ramp-up time, improve employee engagement beyond the current 54% and keep high-potentials graduates on board. 
[bookmark: _Toc234435070]2.4 Building Organisational Identification 

Figure 1: Building Organisational Identification at Helios Urban Mobility
(Source: Self-developed)
Developing organizational identification is crucial for Helios to boost employee engagement and retention. According to Schein’s Culture Model, organisational culture, demonstrated by practices, leadership behaviours and underlying assumptions, should reinforce the shared values of innovation and collaboration. Transformational leaders motivate collaboration, encourage creativity, and respect every person, thereby enhancing employees’ commitment to the vision. Helios needs to tell its story to communicate its mission. Establish communities of practice to ensure knowledge exchange. Recognition programmes must also be implemented. These efforts will enhance the feeling of belongingness, cross-functionally, employee engagement, and a long-time commitment to the organisation.
[bookmark: _Toc234435071]2.5 Ethical Professionalism 
Helios should enhance ethical professionalism by ingraining ethical principles in human capital practice. According to the Stakeholder Theory, organisational decisions should create value for employees, customers, governments, society and not just shareholders (Kalra, 2024). Utilitarianism advocates the making of decisions which would result in the greatest benefit to the total organisation and society (Kay, 2023). Thus, Helios should propose ethical AI guidelines to mitigate algorithmic harms, strengthen DEI policies, establish a professional code of conduct, conduct regular ethics training, and enhance the promotion of responsible innovation (Kashefi et al., 2023). These efforts will improve faith, responsibility and sustainable organisation performance.
[bookmark: _Toc234435072]2.6 Developing Business Activists 
Helios must turn its employees into business leaders for organizational success, but also create broader societal value. As per Dave Ulrich HR Evolution, HR needs to be a strategic partner that helps employees to create business and stakeholder value (Ulrich, 2024). The principles of stakeholder capitalism and environmental, social and governance further optimise responsible spending and sustainable business practices. Given the above, Helios should encourage employees to be innovators through continuous learning, sustainability champions by supporting green initiatives, community partners through social engagement programmes, and ethical decision-makers by responsible leadership into everyday business decisions.
[bookmark: _Toc234435073]Task B: Strategic Job Design 
[bookmark: _Toc234435074]3.1 Current Job Design Issues
In Helios Urban Mobility, the current job design presents a lot of challenges and these are affecting employee performance and sustainability within the organisation (Akkermans et al., 2024). The significant growth of jobs highlighting the employee engagement score of 54% indicates the sustainability system.  Moreover, role ambiguity is experienced where employees require extensive time to understand their job responsibilities, organisational processes, and performance expectations during the average eight-month ramp-up period.
According to Week 2 Human Resource Planning, poor workforce planning resulted in an imbalance between growth of the organisation and the capability development of the employees. The opening of new offices in London, Berlin, and Singapore at such a rapid pace poses challenges for companies as they must instill confidence in their employees so they have the right capabilities and support to do their jobs effectively. Structured workforce planning is necessary to avoid skill gaps, productivity loss and turnover (Timsina, 2024).
As per Week 6’s Talent Management, Helios does not seem to utilize their high-potential employees with little internal career mobility or development. In a constant innovation organisation driven by technology there is a need to continuously up-skill the human resource (Mkhize and Parumasur, 2022). Also, they must be given cross-functional experience and a clear career path.
[bookmark: _Toc234435075]3.2 Job Characteristics Model 

Figure 2: Job Characteristics Model for Helios Urban Mobility
(Source: Self-developed)
Skill Variety 
Helios needs to enhance the variety of skills by creating cross-functional teams and job rotation programmes. The employees can work with engineering, AI, data analytics, and customer solution teams which allow them to get diversified technical and people skills (Morandini et al., 2023). Having a great variety of skills means having less monotonous work and more chances to learn, engage, and adapt.
Task Identity
Empowering workers to oversee projects from their initial stages to final analysis can build task identity (Zhang et al., 2023). They gain a better idea of the overall purpose of that work when employees take ownership of complete mobility solutions. This increases accountability and helps them to achieve more success and develop a heightened sense of commitment at work.
Task Significance 
It is important for Helios as it shows how the work of the employees will make cities smarter, safer and sustainable. AI-driven transportation systems help to reduce traffic congestion, carbon emissions and improve public transportation efficiency (Dikshit et al., 2023). Motivation and commitment of employees shapes by knowing all about the larger social and environmental impact, awareness increases. Thus, it strengthens the sustainability objectives of the organisation.
Autonomy 
Adoption of flexible working, agile project teams, and delegation of decision-making authority provide greater autonomy. Workers need to be empowered to choose their own way of working, prioritising and project contribution. Improving job satisfaction and enhancing employee engagement in Helios’ fast-paced business environment are encouraged with increased autonomy for creativity, accountability, speed, and innovation (Akhter et al., 2022).
Feedback 
Helios should enable a cycle of ongoing feedback using frequent coaching, people analytics in real-time and performance dashboards powered by AI. By regularly monitoring progress, managers can increasingly honour accomplishments and identify growth needs. Receiving feedback in a timely manner can help a person learn continuously, enhance their performance and boost employees’ confidence. Moreover, they can adjust to the actual organizational expectations and changes in project requirements quickly.
Critical Evaluation
The Job Characteristics Model adds to Herzberg’s Theory of Motivation by boosting intrinsic motivators like achievement, responsibility, and personal growth (Ihensekien and Joel, 2023). According to Expectancy Theory, employees are expected to be more motivated to the extent they think that their effort can lead to high performance and a reward that is valued (Ogundare and Omotosho, 2023). Although, supportive leadership and effective performance management along with continuous learning opportunities are needed for successful implementation. 
[bookmark: _Toc234435076]3.3 Job Crafting Theory
Job Crafting theory proposes that organisational employees proactively transform the aspects of their work to boost the meaning, motivation and performance as well (Dhanpat, 2025).  This theory comprises the task crafting, where the organisational employees not only modify the scope but also the methods of their tasks, while the relational crafting effectively incorporates developing the collaborative relationships with both the colleagues and stakeholders. Moreover, in cognitive crafting, the employees tend to redefine how they perceive both the purpose and the significance of their work. With respect to Helios Urban Mobility, job crafting can be encouraged through the innovation days which enable the employees to pursue creative projects while stretching the assignments which broaden the skills as well as responsibilities. It will also assist in internal monitoring to facilitate knowledge sharing along with learning communities, which will foster consistent collaboration (Zamiri and Esmaeili, 2024).  These initiatives will not only empower the organisational staff to closely align their roles with both strengths and career aspirations while supporting the organisational objectives. In essence, it can be asserted that job crafting is expected to fortify the psychological ownership, stimulate creativity and thus enhance the retention rates by generating a more meaningful, flexible and development-oriented work environment. 
[bookmark: _Toc234435077]3.4 Skills-Based Architecture and Internal Talent Marketplace 
A skills-based architecture allows Helios Urban Mobility to shift from role-based workforce planning to a skill-first approach through profoundly managing a digital skills inventory, which maps the unique capabilities of employees along with their development needs. An AI-powered internal talent marketplace, which is supported through HR technology, can match employees to projects, learning opportunities and vacancies based on their skills as well as aspirations (Jain, 2025). This approach not only improves career mobility but also fosters consistent reskilling, enhances the agility of the workforce and thus assures that the organisations can rapidly deploy the talent to meet the changing business as well as innovation demands. 
[bookmark: _Toc234435078]3.5 How Job Design Improves Motivation and Innovation
Effective job design assists in boosting intrinsic motivation through maximising the level of autonomy, skill variety, and meaningful work, which is consistent with the Job Characteristics Model. Besides that, Herzberg's Two-Factor Theory exemplifies that strong opportunities for achievement, responsibility and growth enhance the satisfaction level of the job, while Expectancy theory emphasises that the employees feel more motivated when their efforts is closely linked to valued rewards (Bhatt et al., 2022). Concurrently, these approaches foster a sense of consistent learning in combination with strong employee engagement and thus enhance the retention rates. 

Figure 3: Herzberg v/s Expectancy theory
(Source: Self-developed)
[bookmark: _Toc234435079]Task C: Reflective Report 
[bookmark: _Toc234435080]4.1 AI as Decision Support
The research on Strategic Human Capital Management has strengthened my understanding that artificial intelligence needs to be considered as a strategic decision-support tool instead of a replacement for human judgement. The different applications of AI, like AI-powered recruitment, people analytics, workforce planning, employee engagement analysis and finally the predictive turnover modelling, allow for HR professionals to process the large volumes of workforce data effectively while identifying the patterns which might not be immediately visible through the help of conventional methods (inspired by Iyer et al., 2026). As an example, predictive analytics can identify the employees at risk of leaving, which enables the organisations to successfully implement the targeted retention strategies before the turnover occurs. 
Despite these advantages, I recognise that AI-developed insights need to be accepted without critical analysis. Human oversight remains pivotal to interpret the organisational context, analyse the ethical implications and thus make balanced decision-making which consider the overall wellbeing of the employees in combination with the organisational objectives. However, unintentionally AI systems might reinforce the historical biases which are strongly embedded within the training data, possibly inducing towards the unfair recruitment, promotion or performance management decisions (Sony et al., 2025). Moreover, key issues surrounding data privacy, transparency and ultimately algorithmic accountability require the HR professionals to ensure that AI is not only implemented responsibly but also strongly adheres to the ethical as well as legal standards. 
Reflecting on my learning, I have developed greater confidence across leveraging AI to boost evidence-based HR decision-making while managing both critical thinking and professional judgement. In my future career, I intend to amalgamate the analytical insights developed by AI with a sense of empathy, ethical reasoning and ultimately the strategic leadership to make fair yet sustainable human capital decisions. 
[bookmark: _Toc234435081]4.2 Personal Capability Development Plan 
Through leveraging the Gibbs’ Reflective Cycle, I recognise that becoming an effective strategic HR professional requires consistent learning along with adaptability in response to both digital transformation as well as global workforce trends.  Not only this, but I also identified four prior capabilities which will assist me in improving my future employability while supporting evidence-based HR decision-making. 
	Capability
	Development Activity
	Timeline
	Success Measure

	Data Literacy
	Successful completion of the  HR analytics, Excel and  finally the training on Power BI
	6 months
	It can be measured through creating an HR dashboard

	AI in HR
	To study AI, prompt engineering in combination with  AI ethics
	6 months
	It can be measured through effective apply the AI responsibly within HR tasks (Sanjay and Khalsa, 2025)

	Strategic Influencing
	To attend both leadership as well as communication workshops
	12 months
	It can be measured through delivering effective HR proposals

	Global Mobility
	To successfully complete an International HRM course
	12 months
	It can be measured through showcasing the cross-cultural HR competence


Table 2: Personal Capability Development Plan
(Source: Self-developed)
Completing these SMART objectives will fortify the analytical, technological and leadership capabilities and thus allow me to develop ethical yet evidence-based HR decisions that affect organisational strategy profoundly and support sustainable human capital management globally. 
[bookmark: _Toc234435082]Conclusion 
The proposed human capital architecture addresses Helios Urban Mobility’s strategic issues through closely intensifying the organisational socialisation, fortifying the organisational identity, ethical professionalism and leveraging the AI ethically within human judgement. Concurrently, these recommendations will develop a more agile and engaged workforce which will profoundly support the sustainable organisational performances. 
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Skill Variety


Task Identity


Cross-functional teams
Job rotation
AI & engineering exposure
Diverse skill development


Project ownership
End-to-end responsibility
Clear work purpose
Accountability


Task Significance


Smart city solutions
Sustainability impact
Reduce carbon emissions
Social contribution


Autonomy


Flexible working
Agile teams
Decision authority
Innovation freedom


Feedback


Weekly coaching
AI dashboards
People analytics
Continuous feedback


Outcomes


Higher motivation
Greater engagement
Better performance
Increased innovation
Reduced graduate attrition



Herzberg's Two-Factor Theory


Achievement and recognition motivate employees.


Autonomy and growth increase job satisfaction.


Meaningful work encourages innovation.


Higher motivation improves retention.


Expectancy Theory


Effort leads to better performance.


Performance results in rewards.


Valued rewards increase motivation.


Clear goals improve engagement.



Schein's Culture Model


Shared values
Innovation
Collaboration


Transformational Leadership


Shared vision
Employee inspiration
Individual support


Organisational Practices


Storytelling
Communities of Practice
Recognition programmes


Outcomes


Belonging
Engagement
Collaboration
Commitment
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