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[bookmark: _Toc234861971]Introduction 
Helios Urban Mobility is a well-known smart transport start-up expanding in Europe, where almost 450 employees serve the company across London, Singapore and Berlin [refer to case study]. This firm raises AI-empowered smart infrastructure analytics and electric mobility systems for city governments that ruin in an innovation-driven and highly competitive environment. As a result, this continuous global growth has raised their market position; it also brings human capital issues that raise competitiveness in long-term organisational performance. 
These firms face significant issues such as an “Eight-month onboarding period”, and these reflect a weak organisational socialisation; “Employee engagement at only 54%” outlines a declining staff engagement within the company and “High attrition among high-potential graduates”. These issues weaken organisational commitment, reduce productivity, and raise the challenge of losing talent required to aid future growth and innovation. 
These studies create a strategic human capital architecture to improve organisational commitment, build long-term organisational capability, stimulate innovation and raise employees' engagement. Therefore, it begins with the strategic organisational socialisation framework, and then, to support the agility and motivation, structured an innovative job architecture, and at the end it demonstrates a reflective discussion based on HR decision-making where AI is used and will develop a personal capability development plan.
[bookmark: _Toc234861972]Task A: Socialisation, Identity & Business Activism  
[bookmark: _Toc234861973]2.1 Traditional Onboarding versus Strategic Organisational Socialisation  
Traditional onboarding has historically evolved into an administrative process that prioritises delivering fundamental information, conveying organisational procedures, and filing documentation required for employees to begin work (Bandini, 2024, p.29). Within the context of HUM, this can help reduce uncertainty and provide initial clarity to a staff member’s roles; however, it sometimes appears to render staff as blank slates and simply objects in an organisation’s repository of knowledge. In the case of Helios Urban Mobility company, a globally operated and technology-focused company, a Traditional onboarding model is entirely unsuitable, as the organisation require an ethical workforce that possesses cultural awareness and operational knowledge and is highly aligned with its overarching strategic goals.

Figure 1: Difference between traditional onboarding and strategic organisational socialisation
(Source: Self-Developed)
On the other hand, Strategic organisational socialisation offers a larger approach through concentrating on in what way staff raise their relationships, behaviours and attitudes that need to become efficient organisational members (Chowdhury et al., 2022, p.1). Therefore, Van Maanen and Schein’s socialisation theory outline that firms like HUM can deliberately structure staff adjustments with the help of designing socialisation tactics where role modelling, monitoring and collective learning are included (Petrov, 2024). In contrast, highly formalised socialisation procedures have restricted individual creativity if staff are assumed to conform instead of offer new insights. In the context of HUM, it must manage innovation with cultural implementation, and it gives assurance that new staff get knowledge about the company's values (Skala, 2022, p.1). 
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Figure 2: Psychological Contract Theory
(Source: Cuofano, 2024).
On the other hand, the Psychological Contract Theory seeks to explain how this has not happened in these constantly changing organisations (Powers, 2023, p.5). Inside organisations, the staff have certain psychological expectations regarding meaningful work, career advancement and support. Therefore, if these expectations aren't fulfilled, especially for a high-potential graduate wanting meaningful, purpose-driven work and wanting to learn more, the psychological contract could be broken and cause a lack of employee engagement. Regarding Helios Urban Mobility, an eight-month period has made clear that the recent steps are not contributing to building effective expectations between the organisation and its staff.
In addition, Identity Construction Theory indicated that employees are loyal towards organisations if they see a connection between their organisational values and personal identity (Nguyen and Ngo, 2025, p. 3488). Within the HUM, like an AI-empowered mobility company, finding out urban sustainability issues, staff are required to find out company’s broader social purpose instead of technical roles. Here, deeper connections have rarely been created through applying traditional onboarding. 
At the end, with the critical analysis, it has concluded that strategic organisational socialisation emerges as more accurate for the company Helios Urban Mobility, as it changes the newcomers from job occupants and transforms them into organisational citizens. Through implementing opportunities, cultural alignment, mentoring and structured learning for contribution, the Helios Urban Mobility company can strengthen retention, improve engagement and decrease adjustment time for high-potential talent.
[bookmark: _Toc234861974]2.2 Design a Strategic Socialisation Framework
To mitigate the HUM’s challenge “eight-month ramp-up period and graduate attrition”, a well-established socialisation framework has been employed to raise long-term commitment, organisational identification and capability.  
Stage 1: Pre-boarding – “Creating Early Connection”
Through joining, new staff get manager contact, buddy assignment, welcome videos, and an AI onboarding portal, as well as personalised learning pathways [refer to Appendix 1]. As a result, these activities strengthen the psychological contract and decrease the uncertainty through establishing a link with the Helios Urban Mobility values and creating early trust. 
Stage 2: First 90 Days – “Building Capability and Belonging”
The first week concentrates on leadership and interactions, which include role learning and monitoring in the first month, innovation workshops and project immersion in month two and cultural integration in month three, with feedback reviews. These strengthen employee confidence and accelerate adjustment.
Stage 3: Year One – “Developing Commitment”
Continuous learning, internal networking, innovation challenges, global mobility opportunities, leadership mentoring, along with career planning, aid long-term retention. As a result, these initiatives develop future career opportunities and strengthen organisational identification for high-potential employees.
Justification 
These models identify the HUM issues with the help of transforming onboarding within continuous socialisation. Overall, these frameworks change onboarding to strategic human capital system administrative process that aided sustainable growth, innovation an engagement at HUM. 
[bookmark: _Toc234861975]2.3 Developing Organisational Citizens
For Helios Urban Mobility to acquire long-term growth, staff must change to organisational citizens from role performers who commit beyond formal job requirements through finding out the company's actual purpose. 
Organisational Identification:
[image: ]
Figure 3: Social Identity Theory
(Source:  Singh, 2024)
Utilising the Social Identity Theory, staff illustrated commitment when they identify themselves as important members in different companies (Swartz et al., 2022, p.5). Helios Urban Mobility improve their identification by highlighting their mission to develop long-term AI-empowered urban mobility and influence cross-border collaboration among Singapore, Berlin, and London teams and building shared innovation communities. As a result, strong identification motivates staff and raises a sense of belonging to commit to the collective organisational goals. 
Ethical Professionalism:
Therefore, the company Hum must integrate ethical professionalism with the help of psychological safety, professional accountability, and ethical leadership. Becoming an AI-empowered company, here staff need transparent environments and decision-making processes and responsible AI training, where ethical concerns have been transparently evaluated (Azizi et al. 2025, p.1). As a result, these aided responsible innovation and trust while decreasing risk that relate with technological misuse. 
Business Activist Mind-set:
Emphasising stakeholder capitalism and Ulrich’s HR Business Partner evolution, the company HUM must influence the staff to become innovation champions and shift beyond operational responsibilities as well as sustainability contributors, customer advocates, and strategic problem-solvers (Berniak-Woźny et al. 2025). Here, staff must actively find out the opportunities to create value for wider stakeholders, communities and customers, which also helps to raise urban mobility solutions. Besides within the organisation, these behaviours develop through adopting the social exchange theory, which explains that when staff realise the company's investment, they create reciprocal commitment through support and fairness, and stronger citizenship behaviours [refer to lecture note].
[bookmark: _Toc234861976]Task B: Innovative Job Design Strategy 
[bookmark: _Toc234861977]3.1 Why Current Job Design No Longer Works 
Helios Urban Mobility run their business in the AI- empowered smart mobility industry, and here continuous technological upgrades need staff to constantly gain new skills (Adham and Sukkar, 2024, p. 68). However, to retain its position in the competitive world, HUM like companies, are required to join hands with the analytics teams as well as engineering for prompt response to market requirements and changing market scenarios. The report of Spataro (2024) highlights the shift which is already found in the technology market and reports that during the year 2024, organisations such as LinkedIn and Microsoft’s Work Trend Index leverage data collected from 31,000 employees from 31 countries, and it presents that almost 75% have used artificial intelligence on the job. Though, 79% of leaders from different organisations think that the adoption of AI is important to maintain a competitive edge. These data reflect that companies like HUM need an AI-enabled and flexible work system instead of rigid job structures. 
On the other hand, conventional job designs depend on fixed job descriptions, define the hierarchical structure, and define responsibility (Omar et al., 2022, p. 53). Besides, traditional job design relied on hierarchical structure and fixed responsibilities, which are incompatible with the company's innovation-related strategy. Therefore, this approach offers role clarity; it decreases flexibility through hindering knowledge sharing, cross-functional collaborations a limiting employees' autonomy. As a result, firms like HUM with these traditional job designs face issues in replying instantly to evolving market requirements and technological advancements. These approaches also lower innovation, decrease career development opportunities and extend onboarding, as well as contribute to graduate attrition and lower engagement. 
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Figure 4: Job design
(Source:  Vulpen, 2024).
As a result, Helios Urban Mobility need a skill-oriented and agile design that shifts them beyond conventional job descriptions and influences the staff to adaptability, collaboration across projects and continuous capability raising that helps to respond instantly in the long term organisation performance. 
[bookmark: _Toc234861978]3.2 Integrated Job Design Model  
To aid strategic renewal, HUM must integrate the job design model by mixing the Skills-based architecture, Job Crafting Theory and Job Characteristics Model. These implemented appraisal links HUM’s innovation strategies with the staff ability while raising talent retention, engagement and motivation. 
[bookmark: _Toc234861979]3.2.1 Job Characteristics Model
The Job Characteristics Model raise the intrinsic motivation through restructuring jobs, integrating 5 key dimensions such as Skill variety, Task identity, Task significance, autonomy, and continuous feedback. These skill varieties empower the engineers within HUM to commit to smart infrastructure projects, analytics and AI and influence continuous learning and creativity. Therefore, task identity permits the staff within HUM to handle projects from design to implementation, and it raises accountability and ownership. Task significance engages staff to develop established long-term urban mobility solutions and raise organisational commitment (Latham, 2023, p.84). Besides that, autonomy enabled groups to experiment with innovative solutions and make technical decisions, and at the end, continuous feedback with the help of the digital performance dashboards and coaching aided performance and learning improvements. As a result, the Job Characteristics Model gives assurance that jointly these characteristics within HUM give assurance that motivational and meaningful jobs are made and will assist in raising employee retention, innovation and motivation.    
[bookmark: _Toc234861980]3.2.2 Job crafting theory
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Figure 5: Five ways of job crafting
(Source: Delphis, 2020)
Job Crafting Theory has highlighted staff autonomy through empowering people to proactively restructure aspects of their responsibilities to link with their career aspirations, interests, and skills in a better way. At the HUM, software engineers have selected artificial intelligence-related innovation-related projects that connect with their technical expertise. Through in smart city initiatives and sustainability, data analysts participated and committed to the environmental goals (Costantini, 2024, p. 1499). Besides that, the flexibility influences the staff to handle the ownership of their work, increases engagement and raises creativity. For Helios Urban Mobility, job crafting also helps in knowledge sharing a strength cross functional collaborations that empower staff to reply more efficiently to changing customer requirements while decreasing turnover through offering personalised and meaningful career experiences.   
[bookmark: _Toc234861981]3.2.3 Skills-based architecture  
At the end, Skills-Based Architecture has been adopted through HUM as it replaces the rigid job titles with integrating the skill first approach. Therefore, employees within the internal talent marketplace are assigned to handle cross-functional projects depending on the analytical, digital and AI-based skills instead of formal positions (Bildirici et al., 2025, p. 209). This empowers constant capability development, develops a future-ready workforce, aided internal mobility in adapting to changing technologies. As a result, combining these approaches develops an agile job design and raises long-term, motivational and innovative organisational performance. 
[bookmark: _Toc234861982]3.3 Design Drives Motivation and Innovation
The proposed job design implements the skills-based architecture, Job Crafting Theory and Job Characteristics Model, to build a work environment that raises organisational innovation and intrinsic motivation. Through raising continuous feedback, meaningful work, skill variety and autonomy, staff face higher levels of ownership and engagement. As a result, these influence them to solve critical business challenges and commit to creative ideas instead of simply finishing assigned tasks.
As the Job crafting permits the company to link their personal strength with their roles; for instance, when analysts commit to sustainability initiatives, engineers choose artificial intelligence innovation projects, and it empowers the staff to employ their expertise and develop the greatest value. As a result, this flexibility raises proactive problem-solving and promotes continuous learning. 
Therefore, skills-based architecture supports through empower the staff to shift across projects with the help of the internal talent marketplace depending on the capabilities instead of fixed job titles (Li, 2025, p. 1064). These specialised capabilities, as per the resource-based view, emerge as difficult, rare, and valuable to imitate the strategic resources, and it raises Helios Urban Mobility’s competitive advantage. In contrast, the company HUM handled issues like technological investments, skill gaps, and manager resistance with the help of phased digital implementation, reskilling programmes and leadership training. These raise long-term competitiveness, retention and strengthen innovations. 
[bookmark: _Toc234861983]Task C: Reflective report 
[bookmark: _Toc234861984]4.1 Using AI without Losing Human Judgement 
I will use AI when I handle the HR professional role to raise the speed and quality of human resource decisions while handling critical and ethical judgement. Besides these, artificial intelligence-aided predictive insights, employee engagement analysis, talent identification and workforce analytics; in contrast, the final decisions are taken through human judgement.
For instance, on performance and recruitment trends, AI-generated recommendations must be assessed for potential bias, fairness and accuracy. Therefore, human judgement emerges as important, as HR decisions include the ethical considerations, cultural understanding, organisational values and empathy that technology has not completely replicated (inspired by Rodgers et al. 2023, p.1). Within organisations like Helios Urban Mobility, responsible AI use needs accountability, continuous monitoring and transparency. As a result, I will mix critical thinking with the technological capability to give assurance that AI raise instead of replaces professional HR expertise. 
[bookmark: _Toc234861985]4.2 Personal Capability Development Plan 
Becoming a strategic HR professional in future, I will raise my global mobility awareness, strategic influencing, AI augmentation, and data literacy. Through raising my HR analytics learning and tools knowledge, I will raise my data literacy skills, as those aid evidence-based decisions [Refer to Appendix 2]. Besides, I will raise my capability of AI through gaining responsible AI application in employee development, performance management and recruitment while handling ethical judgement. With business-focused HR decision-making, stakeholder communication and leadership practice, strategic influential skills are developed.
Besides that, I will raise international mobility awareness through learning workforce management, cultural differences and international employment practices within multinational organisations (inspired by Teng and Yue, 2023, p.1). Therefore, reflective learning, industry engagement and continuous professional development will empower me to find the path to become an HR practitioner who is able to aided orgnisations by international workforce challenges and digital transformations. 
[bookmark: _Toc234861986]Conclusion 
It is concluded that strategic socialisation improves commitment to applying AI, as it raises efficiency without removing human judgement. Therefore, innovative job design breaks the conventional method and increases engagement and innovation within organisations through empowering their staff to collaborate in operations. 
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[bookmark: _Toc234861989]Appendix 1: Proposed Socialisation Framework for Helios Urban Mobility
	Phase
	Strategic Objective
	Practical Actions
	Business Impact

	Pre-boarding
	Reduce uncertainty
	· AI onboarding portal,
· Buddy assignment, 
· Digital learning modules, 
· Manager welcome call
	Faster organisational readiness

	First 90 Days
	Build capability   
	· Innovation boot camp,
· Cross-functional projects,
· Structured coaching,
· Monthly feedback,
· Cultural immersion
	Higher engagement

	Year One
	Develop organisational commitment
	· Career pathway planning,
· Leadership mentoring, 
· International project opportunities,
· Innovation challenges,
· Continuous learning
	Improved retention  


 (Source: Self-developed)

[bookmark: _Toc234861990]Appendix 2: Personal Capability Development Plan
	Capability Area
	Development Action
	Timeline
	Future Benefit

	Data Literacy
	Learn HR analytics tools
Data interpretation techniques
	Months 1–3
	Evidence-based HR decisions

	AI in HR
	In HR processes, develop knowledge  
	Months 3–6
	Effective AI-supported HR practices

	Strategic Influencing
	Improve communication, 
leadership  management skills
	Months 6–9
	Stronger strategic HR impact

	Global Mobility Awareness
	Study cross-cultural  management
	Months 9–12
	Effective global workforce management


 (Source: Self-developed)

Traditional Onboarding


 Short-term orientation


Strategic Socialisation


 Long-term integration


Commitment  creation


The staff becomes part of the system


The staff adapts to the system


Information transfer
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What is a psychological contract?

« A psychological contract refers to the unspoken assumptions and expectations that exist
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SOCIAL IDENTITY THEORY

Social identity theory explains how people develop their identities. Its main argument
is that people develop their identity through interaction with society.
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What is Job Design?

The process of creating jobs that enable
the organization to achieve its goals while
motivating and rewarding employees.
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