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[bookmark: _Toc233315770]1. Introduction
Out of nowhere, Helios Urban Mobility finds itself tangled in how people fit into its expanding frame. Not quite growing pains - more like roles failing to take shape while new hires drift through unwritten rules. Lately, scholars pulled apart joining a company into two pieces: the paperwork shuffle versus truly getting how things work around here. One sets up forms, checklists, schedules - the other slips someone into conversations, unspoken habits, shared understandings (Didion et al., 2024). In the case of a start-up company that supports city governments around London, Berlin and Singapore, that's important as poor initial integration is a strategic problem, not an HR headache. Deloitte's research on skills based organisations also reveals that companies in dynamic, project-based businesses require a talent system that fosters adaptability, visibility and internal mobility, not job control (Deloitte Insights, 2022).
[bookmark: _Toc233315771]2. Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc233315772]2.1 Traditional Onboarding versus Strategic Organisational Socialisation
The typical onboarding process at Helios would only extend to compliance, access to systems, and a brief culture orientation. That's a model that's too light for a business that relies on coordinated innovation, trust and cross-border collaboration. Formal onboarding works best when it goes beyond orientation and deliberately facilitates early adaptation through the use of social support, having managers involved, and ensuring role clarity (Frögéli et al., 2023). In contrast, the socialisation literature demonstrates that over time, incoming employees interpret cues to identity, status and belonging, and the organisation must not just provide information but align expectations with the new employee and integrate them into the social fabric (Didion et al., 2024). So, the goal of objectives at Helios is not just to be in attendance at a welcome session, but it's time-to-productivity, quality of cross-functional relationships and early retention of high potential graduates (Hosen et al., 2024).
Later on, Van Maanen and Schein offered a way to understand how companies guide new people into their routines - using methods like structured training instead of casual learning, group settings rather than one-on-one setups. For Helios, leaning into standardised approaches could clear up confusion, make entry smoother across the board, while helping fresh members join team efforts faster.
The most likely reason for Helios' attrition risk is because of the psychological contract mismatch between high-potential graduates with high aspirations for acceleration, mentoring, and meaningful work and a lack of clarity and support. A recent systematic review confirms that the psychological contract breach always has a negative impact on attitudes and behaviour, particularly when there is a mismatch between the actual and the promised experience (Topa et al., 2022). This process also impacts identification – when employees have consistent policies from managers, they are more likely to feel treated with dignity by managers and feel useful in the organisation's social life (Weisman et al., 2023). The issue at Helios isn't simply that people leave, it's that they don't completely grasp that it's strategic to stay. This reduces discretionary effort, sharing and being stewards of the company's mission.


[bookmark: _Toc233315773]2.2 Strategic Socialisation Framework for Helios
Table 1: Helios Socialisation Framework
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Source: (Author) 
An ad hoc socialisation system should therefore be replaced by a sequenced socialisation architecture in Helios. At pre-boarding, each new person must be handed a role charter, a map of stakeholders and a 90-day learning plan and a named peer buddy prior to day one. Line managers need to conduct weekly check-ins, job shadowing opportunities and brief project “sprints” during the first 90 days to integrate the newcomer with actual client results. In year one, the employee should undertake a cross-functional rotation, reflection review and mobility discussion, all of which help to embed initial learning into long-term commitment. The review evidence for the socialisation comes from structured practices being repeated over time, not as one-off events, which improves the adjustment of newcomers (Frögéli et al., 2023). It also captures the bibliometric landscape of onboarding research that reveals a shift toward a social–organizational focus on connecting newcomer adjustment to performance and retention in addition to administrative completion (Didion et al., 2024).
[bookmark: _Toc233315774]2.3 Organisational Identification, Ethical Professionalism and Business Activism
Helios needs to make its mission salient in the work of the organisation to increase organisational identification. This means linking the city-mobility purpose to project briefs, performance evaluations and internal communication, so the whole city staff can visualize how individual work contributes to the public value. Employees can identify more with the organisation when the policies of the management, the interpersonal relationships, and values of the employees are aligned (Weisman et al., 2023). Helios should therefore provide ethical-professionalism clinics where new employees can reflect on dilemmas related to issues of AI fairness, data use and client pressure, as identity is reinforced when workers are given the opportunity to think about what Helios is about, rather than just what it does (S and Christopher, 2024). A good KPI for this is the percentage of new employees that are able to articulate Helios's value proposition, stakeholder responsibilities and ethical boundaries by the end of their first quarter.
A 'business activist' mentality should be put in terms of disciplined stewardship of stakeholders, not politics. Helios does this by educating its staff on how to view city governments, residents, regulators, suppliers and investors as legitimate stakeholders whose needs are important to consider in design and delivery decisions. The stakeholder-capitalism agenda is helpful here as it moves the focus from short-term extraction to long-term value creation across a range of stakeholders. Ulrich's evolution of the HR business partner role suggests that HR professionals should move beyond administrative expertise towards strategic partnership, change leadership and stakeholder advocacy (Hamilton and Odibo, 2024). HR should, therefore, be seen as a governance partner that tackles poor talent decisions, uncovers risks to the workforce early and empowers leaders to make decisions based on evidence, not on instinct (Douglas and Haley, 2025).
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Figure 1: GOAL ALIGNMENT BETWEEN
Source: (Douglas and Haley, 2025).
Socialisation should be disciplined like delivering a product, with Helios on the helm. Socialisation scorecard to be completed on a monthly basis, to include the following: Ramp-up time, first 90-day retention, manager response time to newcomer issues, number of meaningful cross-functional relationships established through buddying and project work. The scorecard is important since onboarding is most successful when it is seen as a repeatable management system, not as an HR event (Frögéli et al., 2023). It should also be shared ownership of HR and line leaders, as modern HRBP practice is about workforce proactively aligning rather than passively administering (Hamilton and Odibo, 2024). The reality is that Helios can step in on time and help a cohort when it is struggling, instead of waiting eight months to find out that a graduate has already turned down a job opportunity or is already searching for one.
[bookmark: _Toc233315775]3. Task B: Job Design
[bookmark: _Toc233315776]3.1 Innovative Job Design Strategy
Helios requires a skills-based job model where jobs are broken down into transferable skills like systems thinking, client co-design, data ethics, urban policy interpretation, and AI product experimentation. According to Deloitte's research, top companies are adopting more flexible structures that prioritize skills over job roles, enabling them to become more agile, promote internal mobility and make more informed workforce decisions (Deloitte Insights, 2022). Helios should embrace this thinking in mission-based project pods, a realtime skills inventory and an internal marketplace for talent where people are assigned to projects based on their capacity, their desire, and the business need. That also helps mitigate graduate attrition: When employees can see that there are opportunities for lateral growth and experimentation, that's not a firm that they are going to interpret as a "dead end" (OECD, 2025).
Job crafting should be allowed but with boundaries. Helios staff should have the freedom to customize task boundaries, relationships and cognitive framing, so long as they enhance commitments for delivery and do not compromise accountability. Recent research on job crafting highlights the need to empower employees to actively shape their jobs to enhance motivation and performance, but it also notes the importance of providing permission and structure from the organisation rather than individuals taking initiative to craft their jobs (Tims and Twemlow, 2025). Motivation research agrees—autonomy and social relatedness are also factors that enhance work motivation, which should be incorporated into the jobs designed by Helios, giving graduates ownership as well as placing them within high-trust teams (Vo et al., 2022). This is an ideal match for a start-up as innovation is the result of people who can reshape work without thinking that the organisation is arbitrary or controlling.
A skills-based architecture is also the most believable retention strategy for Helios' high potential graduates. The skills-first analysis by the OECD emphasizes the importance of better job matching, skills visibility, and increased access to opportunities as key advantages of a skills-first approach, especially when talents remain underutilized or limited to specific tracks (OECD, 2025). Practical experience from the industry confirms reskilling is no longer an option: new jobs in AI, digital systems and analytics demand continuous capability renewal, rather than the recruitment of ‘ready-made’ talent (Li, 2024). Helios should thus establish a skills hub, a project-gig marketplace and quarterly talent reviews that connect employees with stretch projects; and monitor internal fill rate, lateral hiring and retention of key early-career talent. That is the structure that makes career development a productivity system and not a side benefit. 
Moreover, it is necessary for Helios to incorporate the five key job characteristics outlined in the Job Characteristics Model. Specifically, firstly, skill variety can be improved through the participation of employees in AI experimentations, client engagements, and policy analysis. Secondly, the task identity will need to be increased through the freedom given to project groups to develop city-mobility solutions from start to finish. Thirdly, task significance needs to be increased through highlighting how the work done by employees impacts sustainable urban mobility and its value to society. Fourthly, there is a need to foster autonomy among employees through granting them flexibility in the choice of project methodologies. Lastly, feedback should be offered continually through client dashboards, coaching by managers, and performance evaluations.
The skills-based architecture should be designed from an operational perspective to facilitate innovation and not create or deepen a layer of bureaucracy. Projects should have a well-defined product owner, with rotating subject matter experts, and a governance rhythm that is light touch and allows people to reconfigure work based on new priorities. Job crafting does not mean that everyone can be allowed to continue to alter their job indefinitely; it is about providing bounded flexibility that allows them to build their own autonomy, seek out resources, change the relationships they have without undermining delivery obligations (Tims and Twemlow, 2025). This is particularly relevant in Helios' AI-powered setting, where adaptability of the workforce is contingent on quick redeployment, learning velocity and the capacity to shift attention from one city client to another whenever demand fluctuates (Alviani et al., 2024).
[bookmark: _Toc233315777]3.2 Stimulating Intrinsic Motivation and Supporting Innovation
Autonomy, feedback, task significance, skill variety and task identity are the classic motivation drivers, and they should be designed into the job, but each of these should be adapted to the service context of AI. Recently, JCM research associates those traits with better work engagement, which in the case of Helios would mean shorter learning cycles, less coordination breakdown and more effective design decisions (Cotič et al., 2025). Helios can accomplish this by placing the responsibility for an entire city problem with each project pod, by providing live user and client feedback on weekly dashboards, and by giving named decision rights, not diffuse. Engagement research also suggests that engagement should be viewed as a form of human motivation rather than a vague sentiment measurement, thus emphasizing the link between job design and observable behaviors like initiative, knowledge sharing, and persistence in the presence of ambiguity (Pincus, 2022).
Helios's proposed job design should also be assessed by quantifiable indicators of innovation and talent, so that the design of the architecture adds value to the business and not just new HR practices. Evidence of the effectiveness of redesigned jobs in building organisational capability can be found in innovation metrics, such as employee-initiated improvement projects, cross-functional cooperation rates, and the speed of prototype development. Empowering employees with meaningful work, autonomy and opportunities for ongoing learning in their jobs has been shown to increase their innovative work behaviours (Vo et al., 2022). Along with this, current thinking around skills-led organisations suggests that flexible working contributes to organisational agility and competitive edge in a dynamic business context (Deloitte Insights, 2022). Helios therefore needs to track internal mobility trends, the diversity of participation in project and its innovation results as a measure of the effectiveness of its job design strategy in terms of employee development and business performance (OECD, 2025).
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Figure 2: A new model for work and the workforce
(Source: Deloitte Insights, 2022).
Managers must also change their leadership behaviours, ensuring that their employees develop and adapt in a skills-based model. The traditional supervisory methods that are more task oriented may not be effective in project-based settings where workers provide expertise in a variety of projects. Rather, managers need to be coaches and help the individual learn, give developmental feedback, and introduce the person to challenges and opportunities. Deloitte Insights (2022) also notes that the skills-based organisation relies on leaders as stewards of talent by actively looking for and proactively developing new skills. Moreover, research on workforce agility also shows that managerial support is critical in facilitating workers' ability to adapt and redeploy their skills in line with the evolving business needs (Alviani et al., 2024). Enhancing these leadership skills is thus expected to enhance the retention rate of graduates and ensure Helios' agility in AI-powered urban mobility markets (Li, 2024).
[bookmark: _Toc233315778]4. Task C: Reflective Report
[bookmark: _Toc233315779]4.1 Using AI as a Decision-Support Tool
Looking at how people feel about their jobs, AI helps spot who might leave and guides hiring plans. With these insights, those in HR can base choices on data instead of gut feelings. Even so, picking new staff, advancing careers, rating work, or handling misconduct stays under personal review. According to Bankins from 2021, the real issue isn’t if machines belong in HR - it’s where humans still matter most. In much the same way, research by Taslim and team in 2025 shows openness, fair rules, and including workers play big roles in keeping faith during tech-driven changes.
[bookmark: _Toc233315780]4.2 Personal Capability Development Plan
Table 2: Personal Capability Development Plan
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Source: (Author)
Looking back made me think about what skills matter now, as jobs keep shifting fast. First up - getting better with numbers. These days, HR folks must make sense of employee data, question weak logic, then turn those findings into real business value. Understanding data more deeply helps shift the role from paperwork tasks toward actual strategy.
Looking ahead, I aim to grow stronger in using AI tools by learning how tech shapes hiring, team design, and workplace culture - alongside its moral boundaries. With sharper skills here, working alongside smart systems feels more natural, yet keeps decision-making grounded in personal responsibility and clear thinking.
Another goal is building stronger influence in strategy decisions. Today’s HR work means talking with many different groups, showing why spending on people matters, connecting team efforts to company goals. Getting better at communicating, working through disagreements, managing relationships helps push data-backed HR choices, guiding shifts within the organisation.
One step at a time, it becomes clearer why knowing how work moves across borders matters. As companies stretch beyond single countries, those handling hiring and staff support must grasp shifting workplace norms - laws change, attitudes shift, what works here might fail there. With teams spread through London, Berlin, and Singapore, Helios can’t expect one-size-fits-all rules to hold up everywhere. So seeing the bigger map - the wide lanes where policies bend and blend - helps me add more value when working inside networks that link nations.
Quarterly check-ins would help me see how well I’m moving toward my growth targets. Out there among conversations with colleagues, notes from supervisors matter just as much as hours looking back at moments that needed sharper handling. Even if smart software builds reports or reshapes numbers in new ways, it cannot carry guilt, judge intent, or sit quietly with tough decisions. Strong human resources practice shows up when digital fluency meets feeling, paired with calm thinking and choices made on purpose. Growing steadily in these areas means I can rely on AI without losing sight of what matters most - people.
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