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[bookmark: _Toc232507897]1. Introduction
Helios Urban Mobility (HUM) is a fast-evolving European smart-transport start-up that is poised to hire 450 employees over London, Berlin, and Singapore. Although the organisation has achieved success in the AI-powered mobility solutions and smart infrastructure analytics production, it has to grapple with serious human capital issues, such as an average recruiting process of eight months, a decreasing employee interest, and the leaving rates of high-potential graduates. These problems are endangering organisational performance, innovation and competitiveness in the long run. This report suggests a strategic human capital architecture to help tackle these issues by providing a powerful organisational socialisation framework, novel job design practices, and responsible utilisation of artificial intelligence to enable sustainable organisational renewal.
[bookmark: _Toc232507898]2. Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc232507899]2.1 Traditional Onboarding versus Strategic Organisational Socialisation
Conventional onboarding encompasses more administrative matters, familiarisation with the policies and roles orientation within the first weeks of work. Despite the fact that these methods offer requisite operational data, they cannot be used to meet the psychological and social assimilation requirements of recruits. According to Didion et al. (2024), most onboarding programmes are transactional, but not developmental, which constrain their effectiveness in ensuring long-term employee commitment.
According to the organisational socialisation theory by van Maanen and Schein, organisations employ systematic strategies to define employee attitudes, behaviours and roles. Formal orientation, collective learning and mentoring are among the institutionalised socialisation methods which usually work better than the individualised methods in facilitating the process of adjustment and organisational commitment.
Psychological Contract Theory also justifies the reason onboarding experiences are an important factor in impressing on the attitudes of the employees. Kraak et al. (2024) believe that employees form expectations about organisational support and career opportunities in their initial employment experiences. Trust and commitment grow when these expectations have been met. On the other hand, breach of psychological contract may result into disengagement and turnover intentions.
Topa et al. (2022) also support the role of keeping psychological contracts through their research, which revealed that a failure in regard to contract terms is always linked with adverse consequences on the employee. Likewise, Mahalekamge et al. (2026) reveal that the violation of breaches may have negative implications on the wellbeing of employees and trust in the organisation.
The theory of identity construction lays emphasis on how employees construct professional identities in organisational settings. Loosely speaking, according to Yang and Zhang (2025) positive experiences in employees help in generating organisational identification and long-term engagement. Thus, socialisation must be seen as a continuous process of identity development as opposed to brief induction drill.
Studies also have shown the significance of organizational support that is proactive. Bauer et al. (2024) discovered that role clarity, social integration, and organisational commitment are enhanced by structured socialisation practices. Moreover, diversity-responsible onboarding becomes an even more significant concern, especially with graduate talent. Nayak and Budhwar (2025) show that the perceptions of failures in diversity-related promises can reflect slightly higher turnover intentions.
Therefore, HUM needs a proactive organizational socialisation model that goes beyond the conventional onboarding and proactively forms commitment, competence, and citizenship behaviours.
[bookmark: _Toc232507900]2.2 Structured Socialisation Framework for Helios Urban Mobility
To hasten the integration of the employees and enhance organisational identification, a three-stage socialisation framework is put forward.
Table 1: Strategic Socialisation Framework
	Phase
	Key Activities
	Expected Outcomes

	Pre-boarding
	CEO welcome video, digital onboarding portal, virtual team introductions, learning resources
	Reduced anxiety, improved readiness, stronger psychological contract

	First 90 Days
	30-60-90 day plans, mentoring, cross-functional projects, structured feedback
	Faster role mastery, social integration, improved productivity

	Year One
	Purpose workshops, reverse mentoring, sustainability initiatives, career development discussions
	Strong identification, ethical professionalism, reduced attrition
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Figure 1 Helios Strategic Organisational Socialisation Framework
Justification of the Framework
The pre-boarding phase creates good initial impressions and minimizes uncertainties prior to employment. Exposure to organisational values earlier assists employees to come up with realistic expectations and reinforce the psychological binding.
The initial 90 days are aimed at building relationships and future ability. Goal-setting and mentoring, done in structures, enhance learning rates as well as promoting social integration across departments. This will help combat the lengthy ramp-up duration of HUM.
The first-year phase is a phase of identity and long-term commitment. Staff is advised to relate his or her own values to organisational goals, which increases his or her attachments emotionally and the behaviour of organisation citizenship.
[bookmark: _Toc232507901]2.3 Cultivating Organisational Identification, Ethical Professionalism and Business Activism
An organisation can build organisational identification by purpose driven storytelling and visible displays of organisational impact. Projects demonstrating how technologies by HUM can be used to make urban mobility sustainable should be regularly addressed by the employees. These are experiences that allow employees to relate their job to the larger results of society.
Mandatory ethics training and responsible innovation workshops should incorporate an ethical professionalism. The users and developers of AI-enabled mobility systems must have knowledge of the ethical concerns of using data and accountability to the population and social inclusion.
The business activist mentality demands workers to perceive themselves as the drivers of the organisational performance and also social development. The changing model of HR Business Partner as proposed by Ulrich focuses on creating value to various stakeholders and not shareholders only. So, HUM ought to promote employee engagement in sustainability and accessibility programs that support larger social issues.
Stakeholder-based projects should also be given to graduate employees. With such opportunities, responsibility is enhanced, organisational commitment is enhanced and innovative thinking is encouraged.
[bookmark: _Toc232507902]3. Task B: Job Design for Intrinsic Motivation and Innovation
[bookmark: _Toc232507903]3.1 Innovative Job Design Strategy
To overcome waning employee engagement and high employee turnover, the Helios Urban Mobility (HUM) company needs to use an innovative approach to job design, which incorporates the Job Characteristics Model (JCM), job crafting theory, and a skills-based marketplace of internal talents. Such a synergised strategy can result in a more valuable work experience and contribute to organisational innovation and labour flattening.
According to Hackman and Oldham (1976), the Job Characteristics Model recognizes five dimensions of a core job which include; skill variety, task identity, task significance, autonomy, and feedback. These dimensions lead to psychological feelings of meaningfulness, responsibility, and knowledge of results in employees, which is augmented towards intrinsic motivation in the long run. Nevertheless, job designs used in traditional organisations can become limiting in fast changing organisations like HUM and do not match the developmental needs of an employee.
HUM would need to establish a skills-based internal talent market to overcome these constraints. Rather than having to base the job descriptions on pre-defined job descriptions, employees would also keep digital portfolios of their competencies, interest, and career goals. Managerial advertisements would allow managers to promote short-term projects, innovation initiatives and cross-functional assignments in an internal system, where workers would get to play out opportunities that are not related to their roles. It can enhance skill diversification and importance of tasks and allow exposure to other areas of the organisation.
Job crafting principles should also be included in the proposed strategy. Job crafting means that employees engage in voluntary changes of job characteristics to this point, such that they become more in line with their own strengths, interests, and career ambitions (Demerouti, 2025). The employees might be motivated to alter the limits of the tasks, establish new working relationships, or restructure their understanding of their inputs to the goals of their organisation. HUM can encourage a higher degree of ownership, engagement, and flexibility through empowering individuals to define their work experiences.
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Figure 2 Integrated Job Design Framework for HUM
Table 1: Integrated Job Design Framework for HUM
	Theory
	Application at HUM

	Job Characteristics Model
	Enhance autonomy, task significance, feedback, and skill variety

	Job Crafting Theory
	Allow employees to redesign tasks and responsibilities based on strengths

	Skills-Based Talent Marketplace
	Match employees to cross-functional projects and development opportunities


[bookmark: _Toc232507904]3.2 Supporting Intrinsic Motivation and Innovation
The intrinsic motivation can be greatly promoted when the offered job design strategy is implemented. To begin with, it enhances skill diversity and this allows employees to apply a greater variety of skills to diverse projects. By making employees work on significant projects that directly address the mission of sustainable urban mobility, employees grow tasks that are significant and meaningful to HUM. According to Hackman and Oldham (1976), meaningful work is a very important motivating force influencing internal motivation and job satisfaction.
Second, the internal talent marketplace gives employees more freedom in that they are free to select projects which suits them and reflects their career goals. Such flexibility promotes a sense of ownership and responsibility to results. Employees are active contributors in their professional development cycle and not part of allocated tasks.
Third, project-based work can have continuous feedback mechanisms embedded in it. Project leaders, peers and managers provide feedback to employees, which enhances their appreciation of performance, and development requirements. Learning and professional growth is facilitated by such feedback.
Job crafting is an effective means of increasing engagement, as empirical evidence confirms. Frederick and VanderWeele (2020) discovered a positive longitudinal association between job crafting behaviours and employee engagement. In like manner, Silapurem et al. (2024) evidence that employees proactively shaping their experiences during work are more likely to experience increased motivation and wellbeing in the long term.
The suggested design is also innovative in that it promotes cross-organisational co- operation. Different functional departments can provide the various functional areas with different views and knowledge to strategic projects. According to Rudolph et al. (2017), job crafting is especially successful in the dynamic environment when flexibility and creativity are vital. In the case of HUM, such cross-functional knowledge sharing will speed up the process of problem-solving and provoke innovative approaches to solving the issue of urban mobility.
[bookmark: _Toc232507905]4. Task C: Reflective Report
[bookmark: _Toc232507906]4.1 Using AI as a Decision-Support Tool Without Eroding Critical Human Judgement
The rising in the use of artificial intelligence (AI) is revolutionizing human resource management through enhancement of decision-making processes and their speed and efficiency. AI has the potential to assist organisations with the analysis of employee engagement data, including detection of the risk of attrition, enhancing recruitment, and customising learning and development opportunities. Nevertheless, as beneficial as analyses through artificial intelligence can be, overproliferation of technology can compromise critical decision-making, moral reasoning, and situational knowledge that human practitioners contribute to organisations.
In the future, working as a strategic human capital, I would perceive AI as a support tool, but not a tool to replace decision-making. Since AI systems have the ability to detect patterns in huge datasets, they can be used to detect patterns that might not have been identified by humans. As an instance, predictive analytics can reveal at-risk employees indicative of their potential exit of an organisation by monitoring behavioural patterns and activity indicators. But personal situations, group dynamics, career goals, and organisational culture are not included in such predictions. Human analysis and professional judgement should therefore be included in the ultimate final decisions.
Human-in-the-loop is the key in responsible AI application in HR functions. With this strategy, AI-written suggestions are checked and verified by HR specialists before any action is taken. This enables organisations to enjoy the technological efficiency and still ensures accountability and equity in decision making. Fenwick et al. (2024) suggest that the future HR is in combining human abilities with technology instead of substituting human experience entirely.
The other that can be regarded as important is the ethical use of AI. Algorithms may recreate bias even when not designed to do so, provided that historical data that contains discriminatory patterns are used in training. The HR experts should therefore be able to critically review AI outputs, as well as challenge the assumptions of algorithmic recommendations. The area that requires transparency and explainability is especially in cases where AI is used to have an impact on decisions related to recruitment, promotion, performance management or employee retention.
Sacavém et al. (2026) highlight that an ethical approach to AI leadership should also be transparent, responsible, and maintain human moral responsibility. It is therefore important that organisations develop the governance structures in which AI generated advice be backed up by an explanation. Ultimate in the decision making should not be reliant on technology at the expense of the ethical decision making process by the human decision-makers. I will apply AI in my future career to enhance evidence-based decision-making without losing the mind and level of professional accountability.
[bookmark: _Toc232507907]4.2 Personal Capability Development Plan
In order to be employable and effective in a more digital and global business space, I have outlined four personal and professional development areas.
The initial field is data literacy. Based on the interpretation of workforce analytics and evidence-based strategic outcomes, modern HR professionals are supposed to make decisions. I intend to invest in professional training in people analytics, data visualisation and statistical interpretation in order to build this capability. Enhancing my workforce data analytical skills will help me to make more effective recommendations and assess organisational performance.
The second one is HR AI augmentation. With AI technologies becoming increasingly absorbed into the human capital management, it would be needed to know how it can be applied in practice and with what limitations. I am planning to acquire AI-assisted decision, prompt engineering, and ethical AI governance skills. This information will enable me to be critical of AI tools and make responsible use of AI tools in the organisations.
Strategic influencing skills are the third area. HR professionals are becoming strategic business partners that have to impact top leaders and stakeholders. In order to enhance this ability, I will ensure that I seek chances to be involved in cross-functional schemes, make evidence-based proposals, and train up advanced communication and negotiation skills. Such experiences will make me more effective in driving change within the organisation and as well as involve me in strategy making.
The last area is the global mobility awareness. Helios Urban Mobility organisations are present in different countries, different cultures, and HR professionals have to know existing employment practices and cultural distinctions in different countries. The capacity that I will need to develop to do this is by reviewing international HR literature, practicing within global HR networks, and developing cultural intelligence. Learning on the issues of the international workforce will enhance my skills in assisting diverse and spread-out teams.
To sustain improvement, I will assess my progress of development on a regular basis after six months based on short-term measurable goals and learning outcomes. By enhancing my data literacy, AI augmentation, strategic influencing and global mobility awareness skills, I would become a strategic human capital practitioner and have an opportunity to contribute to organisational success in the more technologically enjoyable business world.
[bookmark: _Toc232507908]5. Conclusion
This report has recommended a human capital architecture that would solve the main problems that are confronting Helios Urban Mobility. Strategic socialisation framework, which relies on the organisational socialisation theory, psychological contract theory and identity construction, can greatly enhance employee integration and commitment. The skills-based talent marketplace proposed integrates the principles of job design with the job crafting methods of the present-day to boost the degree of engagement and innovation. Lastly, the adoption of AI should be responsible where organisations uphold the human touch and manages the technological potential. Collectively, these recommendations offer an evidence-based and practical way forward towards better organisational performance, employee experience, and long-term strategic renewal.
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