[image: University of Wales Trinity Saint David launches new digital ...]
DESIGNING A STRATEGIC HUMAN CAPITAL ARCHITECTURE FOR ORGANISATIONAL RENEWAL AT HELIOS URBAN MOBILITY: SOCIALISATION, INNOVATIVE JOB DESIGN AND AI-SUPPORTED DECISION-MAKING

Student Name - Omin Dineshbhai Dihora
Student ID - 2538975
Module - human capital management
Module code- LCMB7023
Programme - master of business administration
Assignment title - Assessment component 1: individual report
Lecturer - Eno Maycock (Birmingham)
Word count - Approx 2500


Table of Contents
Introduction	4
Task A: Socialisation, Identity & Business Activism	4
1. Critically Evaluate Traditional Onboarding versus Strategic Organisational Socialisation	4
2. Design a Structured Socialisation Framework for Helios (Pre-Boarding → First 90 Days → Year One)	5
3. Propose Mechanisms to Cultivate Organisational Identification, Ethical Professionalism and the “Business Activist” Mindset	7
Task B: Job Design	8
1. Propose an Innovative Job Design Strategy Using Job Characteristics Model, Job Crafting Theory, and Skills-Based Architecture or Internal Talent Marketplaces	8
2. Explain How Your Design Will Stimulate Intrinsic Motivation and Support Innovation	9
Task C: Reflective Report	10
1. Discuss How You Will Use AI as a Decision-Support Tool Without Eroding Critical Human Judgement	10
2. Outline a Personal Capability Development Plan to Enhance Future Employability	11
Conclusion	12
References	13



	Short Form
	Full Form

	HUM
	Helios Urban Mobility

	AI
	Artificial Intelligence

	HR
	Human Resources

	HRM
	Human Resource Management

	SHRM
	Society for Human Resource Management





[bookmark: _Toc231921894]Introduction
Helios Urban Mobility (HUM) is a European organization dedicated to building smart-transport systems and offering analytics on the infrastructure of cities based on artificial intelligence (AI). Despite its fast growth within London, Berlin, and Singapore, HUM experiences many challenges regarding human capital such as poor organizational socialization, declining levels of engagement, and high turnover among potential graduates. The challenges mentioned above can lead to a longer time frame required for employees' integration into the workplace and negatively affect future performance of the organization. Hence, an effective human capital architecture is crucial for the company to undergo strategic renewal and sustain future growth. This report critically discusses organizational socialization processes, provides a job design approach, and reflects on the proper use of AI for supporting decision-making.
[bookmark: _Toc231921895]Task A: Socialisation, Identity & Business Activism
[bookmark: _Toc231921896]1. Critically Evaluate Traditional Onboarding versus Strategic Organisational Socialisation
Traditional onboarding concentrates more on administrative tasks associated with orientation, compliance issues, and role clarification. These initiatives are vital for acquainting staff members with organisation-related processes; however, they do not provide sufficient assistance when it comes to promoting longer-term integration and commitment (Frögéli et al., 2023). As a result, although individuals can gain the necessary knowledge and skills, they will lack connections with the organisational environment and values.
In turn, strategic organisational socialisation refers to a continuous process facilitating employee adaptation, identity formation, and organisational commitment. As Bauer et al. (2025) note, organised socialisation positively affects role clarity, job satisfaction, organisational commitment, and retention. In addition, this approach correlates with the socialisation theory suggested by Van Maanen & Schein (1979), which claims that structured socialisation practices contribute more to the promotion of organisational expectations and standards compared to spontaneous socialisation.
The psychological contract theory proves that managing employee expectations is also an integral part of the onboarding process. If employees are not satisfied with support, development, and career advancement offered by an employer, they may become disengaged and leave the organisation (Rousseau, 1995). In this case, the use of strategic socialisation will help prevent the situation since it implies the maintenance of constant communication with employees.
As for identity construction, it is another important aspect contributing to employee socialisation. While participating in organisational interactions, people build their identity and feel their professional belonging. Thus, strategic socialisation provides better organisational attachment due to the encouragement of organisational value adoption among employees (Bauer et al., 2025). In regards to the needs of Helios Urban Mobility, strategic socialisation will be more beneficial.
[bookmark: _Toc231921897]2. Design a Structured Socialisation Framework for Helios (Pre-Boarding → First 90 Days → Year One)
A three-stage socialisation framework is proposed to improve employee integration and commitment at Helios Urban Mobility.
[image: ]
Figure 1: A Structured Socialisation Framework for Helios 
(Source: Self-developed)
Pre-Boarding
The pre-boarding phase needs to start right after recruitment. Access to an onboarding portal that provides information about the organizational culture, strategy, and AI-based mobility programs should be provided to new recruits. Accessing organizational information prior to employment alleviates uncertainty and prepares new hires effectively (Frögéli et al., 2023). Every new hire should be paired with a mentor who can provide assistance during the entire transition period.
The possibility of virtual networking should be offered even before the first day of work to facilitate interaction between people. Networking is essential for sharing information, social integration, and career advancement, which makes it extremely important for graduates joining an unknown organization (Porter et al., 2023).
First 90 Days
The first three months should emphasise organised learning, collaboration, and organisational experience. Organisations should make their employees go through technical training sessions, cross-departmental projects, and teamwork sessions. According to Frögéli et al. (2023), it has been observed that the onboarding process involving both learning and social interactions can have a positive impact on performance. 
Engagement in cross-departmental projects will enable employees to appreciate the contribution of various departments towards achieving the organisational objectives while simultaneously building internal networks. Feedback sessions should be conducted for employees after every 30, 60, and 90 days of their induction into the organisation (Bauer et al., 2025).
Year One
In the first year of employment, socialization must take a step further towards the development of career success and contribution to the organization. Employee involvement in activities related to innovations associated with smart mobility and sustainability solutions is required. These activities have proved especially beneficial in terms of retaining key talent seeking challenging tasks and professional development (Dries et al., 2025).
Moreover, mentoring by leadership and individualized developmental plans must also be established in order to foster employee careers. Another requirement that organizations must satisfy in the modern dynamic environment is constant skills enhancement in an age of technological advancements (Hernaus et al., 2025).
[bookmark: _Toc231921898]3. Propose Mechanisms to Cultivate Organisational Identification, Ethical Professionalism and the “Business Activist” Mindset
The sense of organisational identity can be further strengthened by instilling a feeling of shared purpose associated with Helios’ mission of ensuring sustainable urban mobility. According to Social Identity Theory, people develop greater organisational commitment when they feel that their values match those of the organisation (Ashforth and Mael, 1989). In other words, organisational storytelling, innovative community building, and cross-functional collaboration can be used in fostering a greater sense of belonging.
The practice of ethical professionalism can be encouraged using ethics training sessions, AI responsibility seminars, and a proper governance framework. As AI is becoming an integral part of all organisational decision-making, ethical practices become vital for ensuring that AI is being used fairly (Fenwick et al., 2024). At the same time, potential issues related to biased algorithms and insufficient diversity outcome require that organisations retain their human judgment capacity.
Finally, the concept of the business activist should be developed within Helios by empowering employees to become involved in various sustainability and socially-responsible initiatives. Ulrich’s HR business partner model focuses on value creation not only for organisations but also for various external parties, whereas stakeholder capitalism stresses corporate responsibility in terms of more than just financial success (Ulrich, 1997; Freeman, 1984).
[bookmark: _Toc231921899]Task B: Job Design
[bookmark: _Toc231921900]1. Propose an Innovative Job Design Strategy Using Job Characteristics Model, Job Crafting Theory, and Skills-Based Architecture or Internal Talent Marketplaces
In order to mitigate the effects of employee disengagement and the high level of graduate attrition at the organisation, Helios Urban Mobility must adopt an integrative approach towards job design that considers the principles of the Job Characteristics Model, the theory of job crafting and a skills-based talent architecture. This will increase employee motivation and promote agility among employees in the modern technology-based organisational environment.
According to the Job Characteristics Model, five main dimensions of a good job include skill variety, task identity, task significance, autonomy, and feedback (Hackman and Oldham, 1980). The first way to increase employees' skill variety at Helios is to make sure that employees get involved in multidisciplinary projects related to artificial intelligence, data analytics and smart city mobility solutions. This will not only allow employees to become skilled in other areas, but also minimise their repetitiveness (Hernaus et al., 2025).
Employees' task identity can be strengthened by allowing them to get involved in a project from its inception until its final completion. This will enable employees to see the impact of their work on organisational processes (Hernaus et al., 2025). At the same time, the importance of the task performed by each individual employee must be communicated to ensure that employees comprehend the role played by each of them in achieving sustainable urban transport systems and smart city development. In such an eventuality, employees will be motivated to stay committed to the organisation (Dries et al., 2025).
Another important feature of an effective job design is autonomy. Thus, Helios should grant employees autonomy to manage projects, find ways to solve problems and complete certain activities (Hernaus et al., 2025). Autonomy is conducive for developing innovation in organisations and ensuring employee satisfaction within knowledge-intensive organisational environments. Moreover, Helios employees must be provided with opportunities for receiving continuous feedback to facilitate their learning process and performance improvement.
Additionally, employees must be offered opportunities for job crafting in accordance with Job Crafting Theory, which assumes that people try to alter various features of their work and change its scope to align with their personal strengths, weaknesses and goals (Wrzesniewski and Dutton, 2001). This can be done by encouraging employees to become involved in certain types of project activities and acquire additional skills through cross-functional learning. In the modern organisational environment, this measure will enable Helios to attract and retain graduates as high potential talent (Dries et al., 2025).
Finally, apart from redesigning the jobs, employees must be offered opportunities to develop skills that are needed for completing projects, managing innovations and developing professionally (Dries et al., 2025). Helios should create a comprehensive skills database and then utilise internal talent marketplaces to allocate employees to projects depending on their skills and preferences.
[bookmark: _Toc231921901]2. Explain How Your Design Will Stimulate Intrinsic Motivation and Support Innovation
With this job design, there is the possibility of promoting employee motivation since employee autonomy, competence, and meaningfulness can be enhanced significantly. According to the Job Characteristics Model, higher levels of intrinsic motivation among employees can be attained through creating jobs that are considered to be meaningful, varied, and rewarding for employees (Hackman and Oldham, 1980). Increasing skill variety and accountability for project outcomes by employees can promote employee motivation.
Another factor that makes job crafting an appropriate method of fostering employee motivation is that employees will have the opportunity to influence the way how the work process is done and how professional relationships are established at work. The perception of a match between organisational needs and the individual interests of the employees can foster engagement and high-level motivation (Wrzesniewski and Dutton, 2001). Job crafting will be especially effective in fast-paced environments like the technology industry that requires continuous learning and professional development (Hernaus et al., 2025).
In addition, job crafting will positively impact the innovative capabilities of the company as cross-functional project tasks can promote collaborative working that involves exchange of knowledge between departments. Exposure to different types of work performed within different functional areas will motivate employees to think creatively and develop innovative ideas to solve existing problems (Dries et al., 2025). Internal talent marketplaces will also enable employees to share knowledge and collaborate with other employees from other departments.
Moreover, learning and development programs that can be created by building skills architecture will also promote the innovation capacity in companies. Companies that invest in skills development and workforce adaptability are able to adapt quickly to changes in technology and evolving markets (Dries et al., 2025). Additionally, continuous feedback and training of employees can lead to their engagement in innovation activities.
On the other hand, job crafting can bring about some difficulties as employees can face challenges while adapting to flexible job designs and taking on increased responsibilities. In this case, managerial intervention is needed for providing coaching, guidance, communication, and governance in relation to employees' job designs and roles (Hernaus et al., 2025). Overall, with the application of all these measures, the company can increase employee motivation and sustain innovation capacity. 
[bookmark: _Toc231921902]Task C: Reflective Report
[bookmark: _Toc231921903]1. Discuss How You Will Use AI as a Decision-Support Tool Without Eroding Critical Human Judgement
The use of artificial intelligence is continuously revolutionizing human resource management through improved capabilities in data analysis, workforce planning, recruitment, and professional development. An AI system has the capacity to process massive amounts of data and derive meaningful insights to inform managerial decision-making (Madanchian, 2024). Moreover, AI technology can help HR managers become more efficient and effective in talent management and workforce planning processes (Fenwick et al., 2024).
However, relying too heavily on AI poses many dangers. First of all, AI technologies might reproduce any existing biases if based on historic data containing prejudiced content (Naoum et al., 2026). Secondly, employees tend to view decisions made by AI as less legitimate compared to decisions made based on human evaluation (Bankins et al., 2022). The latter point becomes crucial in HR practice as decisions about recruitment, promotion, and performance evaluation have profound psychological consequences for people involved in them.
As a prospective human resource manager, I think that AI should be used only as an aid to decision-making. Artificial intelligence can offer valuable suggestions on what needs to be done next based on its insight into organizational dynamics, but the decision should remain in hands of the manager as it would need evaluation of ethical issues and other factors (Fenwick et al., 2024). This position corresponds to modern views suggesting that humans and AI should collaborate in the decision-making process. According to Deloitte (2026), this approach tends to lead to better results for organizations. Therefore, I plan to develop my practice using AI as an additional source of information and ideas but not as a decision-maker.
[bookmark: _Toc231921904]2. Outline a Personal Capability Development Plan to Enhance Future Employability
Firstly, in order to stay relevant within the continuously changing field of HR practice, I see a need for constant improvement of my abilities. Specifically, one skill I would like to improve is that of using HR analytics, as well as interpreting the data correctly. In other words, I would benefit from further development of my analytical skills, which will help me identify trends within the workforce and make decisions based on facts (Úbeda-García et al., 2025).
Secondly, another area where I would like to improve my expertise is in terms of AI use within the field of HR. Thus, professional training in AI-related recruitment processes, workforce analytics, and talent management can help professionals gain insight into the capabilities and limitations of artificial intelligence (SHRM, 2025).
Lastly, another competency I would like to develop in order to contribute to organisations in an efficient manner is that of influencing people strategically. This goal can be achieved through various forms of leadership training, stakeholder engagement, and project management experience (Deloitte, 2026).
Fourthly, in order to increase my employability and adaptability within different environments, I would like to improve my knowledge and awareness about the international aspect of HR management, namely international HRM and cross-cultural management.
[bookmark: _Toc231921905]Conclusion
In this report, an architecture of human capital management has been discussed, which aims to promote organisational renewal within Helios Urban Mobility. The concept of socialization discussed above goes beyond the mere process of onboarding and helps employees identify themselves with the organisation, adopt ethical professionalism, and develop a business activist attitude, which may result in increased employee commitment and reduced graduate attrition rates. Moreover, the inclusion of the Job Characteristics Model, the principle of job crafting, and the development of a talent architecture on the basis of employees’ skills lays a basis for increased intrinsic motivation, organisational agility, and innovation potential. The reflection session has emphasized the role of employing AI technologies to support decision-making while preserving human discretion.
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