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Executive Summary
This report outlines a strategic human capital framework for Helios Urban Mobility (HUM) to mitigate the issues of graduate attrition and low engagement, and extended ramp up time. It suggests strategic organisational socialisation, innovative job design and a business activist culture to improve the commitment, motivation and innovation of employees. Moreover, it introduces AI as a decision support system that works alongside human judgment and lays the foundation of an individual's capability development plan centred around data literacy, AI, and strategic influencing and global mobility. These recommendations are to be used as a package, to drive the long-term organisational renewal and sustainable performance of HUM.
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[bookmark: _Toc234681562]1. Introduction 
Helios Urban Mobility (HUM) is a European emerging smart-transport start-up – employing 450 people in London, Berlin and Singapore (Helios, 2020). The enterprise produces electric mobility systems equipped with AI and provides analytics of smart infrastructure to cities (Helios, 2020). The report designs an innovative strategic human capital architecture by utilising organisation socialisation, innovative job design and personal HR capability building toward sustainable organisational renewal.
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[bookmark: _16lg1nb9khrs][bookmark: _Toc234669861]Figure 1: About Helios Urban Mobility (HUM)
(Source: Helios, 2020) 
[bookmark: _wqhb8wamg1aw][bookmark: _Toc234681563]2. Task A: Socialisation, Identity & Business Activism
[bookmark: _h6eo8dowpkc9][bookmark: _Toc234681564]2.1 Critical Evaluation of Traditional Onboarding and Strategic Organisational Socialisation
[bookmark: _fd7k8exfkeir][bookmark: _Toc234681565]2.1.1 Traditional Onboarding Approach
Traditional onboarding is a short-term process, used to introduce new members of staff to organizational policies, job duties and procedures in the working environment through orientation, compliance training, and administrative support (Pinco et al., 2024). In the UK, 64% of employers offered a basic induction programme and only 37% offered a more in-depth programme (GOV UK, 2025). This, it provides role clarity and makes people operationally ready. However, Awan and Abbas (2025) argue that onboarding is not enough for long term adjustment; Long-term adjustment depends on social networks and organisational learning. Likewise, Pinco et al., (2024) contend that strategic organisational socialisation fosters employee values, behaviours and organisational commitment on top of procedural knowledge. Strategic socialisation was costly but its benefits in knowledge intensive organisations such as Helios Urban Mobility greatly outweighed initial investments. Therefore, a strategic approach to socialisation will likely reduce time taken to ramp-up, enhance engagement, and promote better graduate retention than traditional onboarding.
[bookmark: _58dv6y3dwu63][bookmark: _Toc234681566]2.2.2 Strategic Organisational Socialisation
Organisational socialisation of a strategic nature is an ongoing process in which employees internalise organisational knowledge, values, expectations of behaviour (Tipurić, 2022). This is like the six socialisation tactics developed by Van Maanen and Schein, and whose effectiveness depend on the organizational context (Galema et al., 2022). In Helios Urban Mobility (HUM), collaborative socialisation fosters collaborative working, whereas formal learning provides a consistent approach to integration throughout London, Berlin and Singapore. In the UK the report indicated that 41% of the employers reported that new employees departed after 12 weeks (CIPD, 2024). Thus, pointing to the significance of effective organisational socialisation. Moreover, sequential development provides trackable milestones while the serial mentoring allows tacit knowledge transfer (Galema et al., 2022). Furthermore, informal non-structural techniques like random or divestiture strategies can lead to inconsistent learning and the ability to adjust later. Thus, Stronger identification encourages employees to share knowledge, collaborate across locations and actively contribute to innovation beyond their formal roles.
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[bookmark: _bb6qpenyl25o][bookmark: _Toc234669862]Figure 2: Van Maanen and Schein's six socialisation tactics
(Source: Author)
[bookmark: _vh7nhsj7kp9y][bookmark: _Toc234681567]2.2. Psychological Contract and Identity Construction at HUM
[bookmark: _ud7w7giq0tnn][bookmark: _Toc234681568]2.2.1 Psychological Contract Theory
The Psychological Contract Theory is used to explain the expectations unwritten expectations between the employee and employer that have an influence on commitment and behaviour (Galema et al., 2022). HUM graduates seek out a new career, skills and development, meaningful work and personal growth while the company seeks innovation, inspiration, participation, loyalty and professional ethics. High graduate attrition could also reflect a psychological contract failure, where employees feel they are not progressing enough or that the organisation is not investing enough (Galema et al., 2022). However, these perceptions may be different, perceptions do play a big role in the dissatisfaction of employees in the organization. HUM therefore should determine different viewpoints of employees and enhance career growth and development, open communication through learning opportunities.
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[bookmark: _y7hm3irzbx7u][bookmark: _Toc234669863]Figure 3: Psychological Contract Theory 
(Source: Author)
[bookmark: _m21qxy3n5mb9][bookmark: _Toc234681569]2.2.2 Organisational Identity Construction
Identity construction explains the process of employees finding a sense of belonging with the organisation, by aligning their own personal values with that of an organisational purpose, shared values, stories and building social relations (Afshari, 2021). At HUM, the eight-month ramp-up period may be indicative of a lag between when the employees first take on their roles and when they understand their value in the context of sustainable urban transformation. Therefore, it is important to motivate the employees to identify themselves as part of the worldwide mission of the society, rather as an advanced technic specialist. Thus, an intense identification could foster sharing of experiences, cooperation and innovation accelerating through this way the integration and commitment of the worldwide teams.
[bookmark: _tndiddlnzm55][bookmark: _Toc234681570]2.3. Proposed HUM Strategic Socialisation Framework
Helios Urban Mobility (HUM) must provide a socialisation framework, one that starts with the goal of changing the way new roles are being onboarded from “administrative” to “strategic” to foster commitment, identity, and performance. The framework consists a combination of the socialisation tactic of Van Maanen, the principles of Psychological Contract Theory, and the principles of identity construction.
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[bookmark: _psz0mfmx27av][bookmark: _Toc234669864]Figure 4: Proposed HUM Strategic Socialisation Framework
(Source: Author)
Stage 1: Pre-boarding: Building Early Psychological Connection
Prior to joining, potential employees will have received access to a digitally-based onboarding page, leadership communication, HUM mission and values and pre-work that included learning modules. This stage reduces uncertainty and begins to establish early trust by providing organisation support prior to the employee’s entry (Gibson et al., 2023). Thus, clarifying expectations and helping to engage early, HUM can build the psychological contract at the initial stages with selected employees.
Stage 2: First 90 Days: Integration and Contribution
The peer mentoring, cultural sessions, and introduction of different teams and serial mentoring should be implemented in HUM on early 30 days. This is to the socialisation which is shared also with collective, formal socialisation and employees keep sticking to the norms or the up-to-date pattern of the organisation (Lindblom and Martins, 2022). In addition, on 31st to 90th employees would participate in innovation projects and cross-functional cooperation and conversation with stakeholders. It helps employees to establish an identity as a member of the company and understand how the works can promote the sustainable urban transformation.
Stage 3: First Year Development: Sustaining Commitment
[bookmark: _j61sri5tuaa5]In the first year, HUM should provide career development options, internal mobility options, leadership interaction options and continuous learning options. This type of onboarding is more resource heavy than traditional onboarding but this is a good thing as slow ramp up, low engagement. Monitoring of monitoring framework should be co-ordinated. Track ramping up time, engagement scores and retention information for HR and employee adjustment and contribution from line management. Senior managers should ensure that the analysis of annual results and gather feedback to re-shape the mentoring, learning and development. This ongoing improvement process guarantees socialisation ongoing consistent with organizational Employees expectations and societal objectives of HUM.
[bookmark: _Toc234681571]2.4. Cultivating the "Business Activist" Culture
[bookmark: _yrbagtv5e2cq][bookmark: _Toc234681572]2.4.1 Developing Organisational Identification
Organisational identification exists when the employees perceive that they have shared objectives in the organisation (Weisman et al., 2022). HUM should increase identification through purpose-based communication, employee narratives, global communities and recognition programs. Nevertheless, identification should be inclusive of all the cultural employees working at HUM by respecting differences. Building a feeling of belongingness can have a positive impact on communication, motivation and cooperation within HUM.
[bookmark: _333o0mgbd7ic][bookmark: _Toc234681573]2.4.2 Developing Ethical Professionalism
HUM should foster an ethical professionalism in AI development via responsible AI training, ethical decision makes, and sustainability assessments. These can enable employees to consider the social impacts of AI-driven mobility solutions while balancing innovation with ethical obligations (Chang and Ke, 2023). Therefore, ethically-based decisions should never be a substitute for human judgment since it has a moral obligation to make wise decisions. However, there is need of ongoing ethical education because of the rapid advancement of new AI technologies along with changing societal demands. This approach enhances other factors such as accountability, transparency and stakeholder trust.
[bookmark: _3d08u96d2r35][bookmark: _Toc234681574]2.4.3 Developing the Business Activist Mindset
Application of the evolution of Ulrich’s HR Business Partner and stakeholder capitalism to develop employees as business activists creating value in addition to formal roles (Cuofano, 2021). Innovation councils, sustainability projects and employee-inspired improvement programs can help foster a culture of questioning norms and stakeholder focus. Moreover, business activity must be integrated with HUM’s strategic direction to mitigate diverging effort and focus. Therefore, the practitioner’s support and shared beliefs are indeed a necessary condition for realising contribution to innovation and sustainable value creation for stakeholders.
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[bookmark: _auqwv7b378v][bookmark: _Toc234669865]Figure 5: Ulrich’s HR Business Partner evolution 
(Source: Author)
[bookmark: _luinv6lplo12][bookmark: _Toc234681575]3. Task B: Job Design
[bookmark: _niic9m2fhy5h][bookmark: _Toc234681576]3.1 Critical Evaluation of Existing Job Design Challenges at HUM 
HUM’s job design challenges are indicative of rapid growth without a sufficiently developed human capital architecture. The framework of Job Characteristics Model indicates that, in the absence of definition of roles, autonomy of work and regular feedback, the ensuing low sense of responsibility, and hence ownership and value to work can ultimately demotivate employees (Meynhardt, Hermann and Bardeli, 2024). In the job crafting theory, this is a situation where employees have limited effective opportunity to tailor their job to their capabilities resulting in reduced creativity and engagement. Also, a skills-based structure can limit the transparency of internal movement and utilisation of talents, leading to high graduate attrition (Butrica and Mudrazija, 2022). However, these challenges can also be due to complexity of AI applications and multinational collaborations. Thus, in the context of HUM, it is important to have an applicable job design which includes autonomy, a meaningful job, feedback, skill-building and innovation.
[bookmark: _t836xbmf972b][bookmark: _Toc234681577]3.2 Proposed Innovative Job Design Strategy for HUM
[bookmark: _wx64n7q9qrvz][bookmark: _Toc234681578]3.2.1 Applying the Job Characteristics Model
Hackman and Oldham’s Job Characteristics Model specify five core job dimensions, which affect the meaningfulness, responsibility and knowledge of outcomes (Cuofano, 2022). HUM should implement Hackman and Oldham’s Job Characteristics Model to increase intrinsic motivation and innovation. Skill variety can be increased by providing technical expertise, stakeholder engagement experience, sustainability analysis skills and cross-functional team work thus alleviating the effects of narrow specialisation. The task identity can be increased by allowing the employees to see the significance of their tasks to the completion of the known to be effective, smart mobility solutions. Moreover, task significance can be increased by displaying how each role contributes to HUM’s mission for sustainable urban evolution.
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[bookmark: _ft5kb1gzqn1z][bookmark: _Toc234669866]Figure 6: Hackman and Oldham’s Job Characteristics Model 
(Source: Cuofano, 2022)
In addition, the HUM should promote autonomy through granting employees the responsibility for the decision of innovation, and offer an optimal support. Feedback from manager, colleagues and stakeholders can be a useful source for learning and performance. However, according to employees’ development needs, career desires and motivation, the model’s impact might be different. Thus, HUM should integrate job enrichment and individualised development to enhance motivation, innovation, engagement and retention.
[bookmark: _b6x9268sq4vw][bookmark: _Toc234681579]3.2.2 Job Crafting Strategy
According to Wrzesniewski and Dutton’s job crafting theory employees are directed to construct their roles in a manner suitable to their individual motivations, interests and career advancement (Stanton and Ng, 2023).  HUM should support task crafting through cross-functional innovation projects, enabling employees to develop capabilities beyond their formal job boundaries. Relational crafting can be encouraged through HUM global collaboration networks across London, Berlin and Singapore to improve knowledge sharing. Cognitive crafting can help employees understand that, rather than job role as tech delivery, their work contributes to sustainable urban transformation. However, job crafting needs managers’ support lest employees feel reluctant to reframe their role in traditional hierarchical cultures. HUM’s managers should provide psychological safety and guidance, enabling job crafting to strengthen ownership, engagement, creativity, and commitment.
[bookmark: _xpzte6sx3kte][bookmark: _Toc234681580]3.2.3 Skills-Based Architecture and Internal Talent Marketplace
HUM should shift towards a skills-based model, supported by an internal talent marketplace, to enhance the utilisation of capacity and mobility of individuals. Digital skills profiles will help to understand individuals’ capabilities, development requirements and project interests, facilitating better matching between individuals and organisational needs (Zervas and Stiakakis, 2025). By linking concepts between different innovation projects, HUM can stimulate knowledge dissemination, collaboration and creative solutions. The process adds transparency to career paths and can contribute to higher workforce agility and reduce graduate attrition. Thus, to succeed however this approach requires consistent reliability and constancy in the process, real skills data and access routes.
[bookmark: _1l5tfhy6jc9p][bookmark: _Toc234681581]3.2. How the Proposed Job Design Supports Motivation and Innovation
HUM’s proposed job design strategy will motivate employees by providing appealing job content, independence and opportunities for skill development. The Job Characteristics Model indicates that enriched roles enhance psychological ownership, responsibility and motivation by meaningful work (Cuofano, 2022). Furthermore, managing their involvement in the process of sustainable urban change that allows employees to find meaning in what they do. The flexibility required for job crafting will need to be supported by managers to ensure the flexibility continues to align with the strategic goals of HUM.
The skills-oriented architecture and internal talent market can encourage innovation, by linking employees to projects suited to their skills and preferences. In terms of internal processes, HUM needs to find effective ways to observe and assess employee suggestions, involvement in innovation, follow-up improvements and mutual support across cities in terms of logical indicators. Thus, this integrated policy can promote engagement, decrease the fall-out of graduates and ensure a sustainably innovative human capital.
[bookmark: _2gvcy1rfe24y][bookmark: _Toc234681582]4. Task C: Reflective Report
[bookmark: _r0upgmy6zr2s][bookmark: _Toc234681583]4.1 Using AI as a Decision-Support Tool in HR
From this module, I have realised that AI should only support the HUMAN judgement and decisions rather than replace human decisions in managing HR. AI can assist HR decision making by increasing access to workforce insights, by recognizing patterns and by making more evidence-based decisions (Ongesa, 2025). I've also discovered that HR decisions are made with ethical concerns, within an organisation's culture, and based on the employee's experience that algorithms simply can't account for. As a result, I will utilize AI tools responsibly, critically assessing recommendations and building and expanding knowledge of new technologies and regulations.
[bookmark: _izoc2tgx6bck][bookmark: _Toc234681584]4.1.1 Benefits of AI in Human Capital Management
My knowledge and understanding of AI applications in human capital management has been greatly enhanced by this module. I understand that it improves HR by providing insight into workforce data, identifying retention risks, opportunities and skill gaps, and aiding in talent development. Therefore, it required digital maturity, skilled workers, moral administration, good information quality and unbiased algorithms to be effective. As such, AI offers maximum value when augmenting human skill, as HR completes the picture regarding fairness, accuracy, and organisational alignment of the process.
[bookmark: _h8al18ooq9cu][bookmark: _Toc234681585]4.1.2 Maintaining Human Judgment
One thing I've learned throughout this module is that despite the development of AI in HR, human judgment is necessary in this field of work. I know that hiring and promotion decisions can be complex and involve ethics, personal factors and a company culture, but all these factors should be explained and interpreted by human beings. Human judgement also provides the accountability as leaders continue to be held liable for the results of HR decisions (Štrukelj and Dankova, 2025). It can process a vast quantity of workforce data to discover patterns in worker engagement, retention threats, abilities gaps and efficiency patterns. In my future HR position, I'm going to be leveraging AI to support decisions, but not assuming it is right. Hence, I will critique AI, challenge biases, join to add empathy and ethical considerations to data insights, to enable optimal HR decisions.
[bookmark: _phix8ists4l7][bookmark: _Toc234681586]4.1.3 Personal Capability Development Plan
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[bookmark: _Toc234669829]Table 1: Personal Development Plan
(Source: Author)
My plan for developing and improving my capability is a plan that focuses on developing skills to improve my future competency as an HR professional. My goals are centred around building up my Data Literacy, Artificial Intelligence in HR, Strategic Influencing Skills and Global Mobility Awareness skills. These skills shall be acquired because of ongoing learning, professional development and work experience. 
[bookmark: _2f2t3r593vwh][bookmark: _Toc234681587]5. Conclusion
In general, the report indicates that immediate organizational socialization and innovative job design represent ways in which employee engagement, retention and innovation in HUM can be increased. In the end, responsible human capital management was fostered by developing skills in AI, data literacy, strategic influencing, and global mobility.
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