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[bookmark: _Toc1672203516]Executive Summary
In order to increase employee engagement, retention, and organisational performance, this research assesses the human capital issues Helios Urban Mobility is facing and suggests strategic HRM solutions. The case reveals a number of significant problems that hinder organisational performance and long-term growth, such as a protracted onboarding phase, low staff engagement, and high graduate turnover.
Task A suggests a strategic organisational socialisation framework that helps workers from pre-boarding through their first year of employment in place of traditional onboarding. In order to increase employee commitment, the paper also looks at organisational identity using Person–Organization Fit, Social Identity Theory, and Psychological Contract Theory. In order to create a positive company culture, it also places a strong emphasis on stakeholder orientation, strategic HR leadership, and ethical professionalism.
 Based on the Job Characteristics Model, job crafting, and a skills-based architecture backed by an internal talent marketplace, Task B suggests a creative approach to job design. These suggestions are meant to improve workforce flexibility, foster creativity, and boost intrinsic drive.
Finally, Task C reflects on the responsible use of Artificial Intelligence (AI) as a decision support tool, the importance of maintaining critical human judgement, and the professional capabilities required for future HR practice. Collectively, the recommendations aim to support Helios' sustainable growth and competitive advantage.


[bookmark: _Toc536864351]1.Introduction:
Because employees' knowledge, abilities, and dedication directly impact organisational performance and innovation, human capital is a vital source of competitive advantage. Effective Human Resource Management (HRM) strategies that promote employee engagement, talent retention, and ongoing development are essential for firms growing globally. A number of workforce issues, such as low employee engagement, high graduate churn, and a lengthy time for new hires to reach full productivity, are currently plaguing Helios Urban Mobility, a quickly expanding technology company. These problems show that talent management, work design, and employee socialisation require a more planned approach.
Developing evidence-based suggestions to solve the human capital issues noted in the Helios case study is the goal of this report. In order to improve employee engagement and organisational culture, Task A looks at strategic organisational socialisation, organisational identity, and ethical HR practices. In order to increase motivation, engagement, and creativity, Task B suggests a novel approach to work design that makes use of acknowledged HR ideas. Lastly, Task C emphasises the value of critical human judgement and ongoing professional growth while offering a thoughtful assessment of adopting artificial intelligence (AI) as a decision support tool. In order to provide useful suggestions that support Helios Urban Mobility's long-term strategic goals, the paper integrates current research with well-established HR theories.


[bookmark: _Toc105760928]2. Task A: Designing Socialisation, Identity and Business Activism:
[bookmark: _Toc1733316811]2.1 Human Capital Challenges at Helios Urban Mobility:
Due to its quick expansion, Helios Urban Mobility is dealing with a number of human capital issues. The case study claims that the company is losing a lot of talented graduates, employee engagement is just 54%, and it takes new hires about eight months to become fully productive. The lengthy onboarding process suggests that new hires could not get enough assistance to comprehend the company's culture, beliefs, and job requirements. Additionally, the low degree of engagement indicates that many workers may not feel inspired or a part of the company, which might hinder creativity and output. Because it raises recruitment and training expenses and diminishes future leadership potential, the high turnover of graduate personnel is also a major concern.
All things considered, these difficulties are related and may have an impact on Helios' long-term success. Therefore, in order to enable sustainable growth, the organization requires a more robust human capital strategy that enhances employee engagement, retention, and integration.
[bookmark: _Toc471164097]2.2 Traditional Onboarding versus Strategic Organisational Socialisation:
[bookmark: _Toc1443046204]2.2.1 Traditional Onboarding:
According to (Davila and Pina-Ramirez, 2018), the process by which businesses integrate new hires or employees who are taking on a new role into the company's culture and role is known as employee onboarding.
Pinco et al. (2025), states that making ensuring a new hire can successfully engage in and contribute to the success of the company is the goal of onboarding. For businesses to ensure that new hires feel appreciated and have the resources they need to succeed in their new roles, the onboarding process is essential. 
According to Bell (2021), Longer employee tenure, higher employee enthusiasm and engagement, faster and higher staff productivity, and improved work attitudes and behaviours are all advantages of onboarding. Some onboarding programs prioritise the company over the employees, which makes it difficult for new hires to fit in with the company's culture is disadvantages of onboarding.
[bookmark: _Toc1829135621]2.2.2 Strategic Organisational Socialisation:
 According to Field and Coetzer (2008), all employees go through a crucial process called organisational socialisation (OS), and the effectiveness and efficiency of this process affects both the individual's capability to adapt and perform as well as the organization's ability to gain employee loyalty and retain staff. In addition to lowering operating expenses and enhancing new hires' individual contributions to the company, strategic onboarding also lowers unfortunate attrition and aids in the organization's achievement of its strategic objectives, (Stein and Christiansen (2010)).
Lucabaugh (2015), states that according to Van Maanen and Schein (1979), socialisation training may make it easier to overcome inclusionary and functional limitations. Boundaries pertaining to lack of confidence and skill development can be broken down with the aid of enhanced competence from socialisation training.
[bookmark: _Toc382050119]2.2.3 Critical Comparison:
While both strategic organisational socialisation and traditional onboarding seek to assist new hires in assimilating into an organization, their scope and long-term effects are different. In order to help workers become productive as soon as possible, traditional onboarding mostly focuses on acquainting them with organisational policies, processes, and job responsibilities. 
According to Pinco et al. (2025), Even though onboarding was originally discussed in literature in the 1970s, when Maanen and Schein (1977) coined the phrases "organisational socialisation," "newcomers," "insiders," and "outsiders," it is still a hot topic today as the labour market encounters new difficulties.
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Fig.1, Progress of organizational socialization source: Pinco et al. (2025)
[bookmark: _Toc1183829416]2.3 Designing a Strategic Socialisation Framework:
[bookmark: _Toc1054051596]2.3.1 Pre-boarding:
According to (Davila and Pina-Ramirez, 2018), Helios Urban Mobility should complete all employment paperwork, give access to key systems, designate a workplace mentor, and send a digital welcome pack prior to an employee's first day of work. These exercises make a good first impression, increase readiness, and lessen doubt. According to research, successful pre-boarding boosts worker confidence and speeds up workplace adaptability.
[bookmark: _Toc2046914639]2.3.2 First Day Experience:
According to Pinco et al. (2025), new hires should participate in workplace orientation, have a planned induction, meet their manager and coworkers, and learn about their roles and the company's principles on their first day. An encouraging first day fosters engagement and makes workers feel accepted by the company.
[bookmark: _Toc1085078837]2.3.3 First 90 Days:
Lucabaugh (2015), mentioned that Helios should conduct mentoring sessions, weekly management meetings, role-specific training, and frequent performance reviews throughout the first three months. Workers should take part in team-building exercises that promote cooperation and information exchange. Ongoing assistance at this time enhances proficiency, fortifies organisational dedication, and helps staff members adjust to their new workplace more successfully.
[bookmark: _Toc431333980]2.3.4 First Year Integration:
According to Stein and Christiansen (2010), Employees should have access to opportunities for cross-functional project participation, quarterly performance reviews, career planning conversations, and ongoing professional development within the first year. To promote long-term involvement and organisational commitment, recognition programs and continuous learning activities should be offered. These procedures enhance future organisational competence while promoting staff retention.
[bookmark: _Toc781750263]2.3.5 Justification of the Framework:
Bell (2021), states that the suggested approach supports staff members during their transition to Helios Urban Mobility by combining organised onboarding with ongoing organisational socialisation. Effective onboarding enhances job clarity, productivity, and employee engagement in the early phases of employment, according to research. However, ongoing education, mentoring, performance reviews, and cultural integration—all essential components of strategic organisational socialization—are necessary for long-term organisational success. Additionally, by assisting workers in forging closer bonds and identifying with the organization's ideals, systematic socialisation programs increase organisational commitment and lower staff turnover. As a result, this paradigm promotes both organisational performance and individual achievement.

[image: ]Fig.2, Strategic socialisation framework


[bookmark: _Toc50974256]2.4 Developing Organisational Identification:
[bookmark: _Toc65329046]2.4.1 Social Identity Theory:
Scheepers and Ellemers (2019) argue that in general, social identity theory is divided into two sections. The first, more fundamental psychological section explains the motivating premise that people aim for a positive social identity as well as the cognitive processes that underlie the notion of social identity. How people deal with a negative social identity is covered in the second, socio-structural section. Therefore, in order to improve employees' sense of belonging, Helios Urban Mobility should promote teamwork and convey shared organisational values.
[bookmark: _Toc45779137]2.4.2 Psychological Contract:
According to Anderson and Schalk (1998), it is essentially a subjective perception that varies from person to person. Second, the psychological contract is dynamic, meaning that it evolves with time in the employer-employee relationship. Third, the contract deals with reciprocal responsibilities based on promises made, wherein both parties invest in their relationship with the hope that it would benefit them. Helios should build trust by providing honest communication, recognising employee contributions, and offering opportunities for career development. Meeting these expectations encourages stronger commitment and positive workplace relationships.
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Fig.3, Psychology contract source: Anderson and Schalk (1998).
[bookmark: _Toc439986805]2.4.3 Person–Organisation Fit:
person organization fit to test these presumptions and determine whether individuals are drawn to organisations that align with their personalities. He discovered that people with a strong drive for success were drawn to organisations that praised and rewarded individual accomplishments.
[bookmark: _Toc699110874]2.5 Cultivating Ethical Professionalism and Business Activism:
Brown and Treviño (2006) argue that, Helios Urban Mobility should cultivate a culture that values moral professionalism and motivates staff to make strategic contributions to the company's success in order to address its present human capital issues. In encounters at work, ethical professionalism entails acting with honesty, justice, responsibility, and decency. Helios may increase employee trust and foster a productive workplace that encourages cooperation and sustained dedication by incorporating these principles into hiring, onboarding, and performance management.
Gerpott (2015) argues that , In accordance with their understanding of Ulrich's (1997) business partner model, many organisations reorganised their HRM departments into shared service centers, centers of expertise, and strategic business partners.
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Fig.4, Business model source: Gerpott (2015).
Berman et al. (1999) argue that, A helpful framework for analysing the fundamental empirical models that are inherent in stakeholder theory research is established by the terminology employed in Freeman's (1984) work on stakeholder management. In addition, adopting a stakeholder-oriented approach enables Helios to balance the expectations of employees, customers, investors, and society.
[bookmark: _Toc1192590693]3. Task B: Designing an Innovative Job Design Strategy:
[bookmark: _Toc1651177888]3.1 Current Job Design Challenges at Helios:
Employee performance and organisational effectiveness are being impacted by a number of work design issues brought about by Helios Urban Mobility's quick international expansion. According to the case study, it takes about eight months for new hires to reach full productivity, employee engagement is still only at 54%, and the company has a high graduate talent turnover rate. These problems imply that current job positions might not have adequate autonomy, a clear structure, or ongoing developmental support—all crucial elements of successful job design (Hackman and Oldham, 1976).
Employees may encounter uneven role expectations and few opportunities for teamwork due to Helios's global operations, which makes it more challenging for them to adjust to the company. According to Grant and Parker (2009), poorly designed roles can lower employee motivation, limit proactive action, and weaken organisational commitment.  Parker (2014) contends that in order for workers to effectively adapt to shifting organisational demands, modern job design should encourage learning, autonomy, and flexibility. As a result, Helios should rethink its positions to offer more autonomy, regular feedback, significant duties, and role clarity. These enhancements are probably going to boost employee engagement, increase retention, and help the organization achieve its long-term strategic goals.
[bookmark: _Toc188150314]3.2 Job Characteristics Model:
According to Hackman et al. (2015), these theories directly address a wide range of factors other than how employment motivate incumbents. They go well beyond the immediate job or even the work group context in which the job is carried out in terms of both practice and the range of their fundamental variables.

[bookmark: _Toc513924216]

3.2.1 Skill Variety:
O'Brien (1983) states that two different claims regarding the connection between job features and job satisfaction were found in the job characteristics hypothesis (Hackman & Oldham, 1975, 1976, 1980). Instead of doing monotonous work, Helios employees should be encouraged to take part in cross-functional projects, AI development, and innovative activities.
[bookmark: _Toc1823872184]3.2.2 Task Identity:
Hackman et al. (2015) explain that, task identity, which is characterised by a clear sense of beginning and ending, strong visibility of the intervening transformation process itself, the transformation process's expression in the finished result, and a transformation process of significant magnitude. Instead of giving employees disjointed roles, Helios might enhance task identity by letting workers participate throughout the project lifetime.
[bookmark: _Toc587173038]3.2.3 Task Significance:
According to Ajobi et al. (2026), It produces psychological states that promote intrinsic motivation, job satisfaction, and improved performance when combined with other essential job aspects including skill variety, autonomy, task identity, and feedback. Since Helios creates AI-enabled sustainable mobility solutions, managers should explain to staff members how their contributions enhance urban transport and promote environmental sustainability, boosting their feeling of purpose.
[bookmark: _Toc2022444974]3.2.4 Autonomy:
According to Hackman et al. (2015), autonomy is a measure of how much people feel personally accountable for their job and, consequently, that they own the results of their labour. Therefore, in order to improve engagement and innovation, Helios should provide its staff the freedom to make decisions, solve technological issues on their own, and implement flexible working methods.


[bookmark: _Toc1613136598]

3.2.5 Feedback:
Employees can use it to assess their performance and pinpoint opportunities for development. Frequent coaching sessions, mentorship, and ongoing performance reviews can improve engagement and long-term retention while speeding up employee growth and shortening the existing eight-month productivity period.[image: ]










Fig.5, The complete job characteristic model source: (Hackman et al. 2015).
[bookmark: _Toc638713705]3.3 Job Crafting Strategy:
A theoretical approach known as "job crafting" has arisen that broadens viewpoints on work design to incorporate proactive modifications made by individuals to their own jobs Wrzesniewski et al. (2013).
[bookmark: _Toc1825743294]3.3.1 Task Crafting:
it consists of adding or dropping tasks, adjusting the time or effort spent on various tasks, and redesigning aspects of tasks. Employees at Helios may contribute to AI development projects, engage in cross-functional innovation projects, or take on extra duties that advance their careers.
[bookmark: _Toc1585443072]3.3.2 Relational Crafting:
It entails establishing and maintaining connections with coworkers, spending more time with preferred people, and minimising or avoiding social interaction. Through team-based initiatives, knowledge-sharing sessions, and mentoring programs, Helios can encourage staff members to collaborate with coworkers in various departments and overseas offices.
[bookmark: _Toc324599926]3.3.3 Cognitive Crafting:
It is made up of workers' attempts to view and understand their jobs, relationships, or tasks in ways that alter the importance of their work. Strengthening organisational commitment, boosting motivation, and motivating staff to support Helios' long-term strategic goals are all possible with a better sense of purpose.
[bookmark: _Toc1901080445]3.4 Skills-Based Architecture and Internal Talent Marketplace:
According to DeMark and Kozyrev (2021), Instead of utilising a degree as a stand-in for job preparation, skills-based hiring identifies the objective abilities needed for a position and searches for or trains applicants who possess these particular skills. Helios Urban Mobility should implement a skills-based architecture backed by an internal talent marketplace in order to boost worker competence and enhance talent retention. 
This strategy is enhanced by an internal talent marketplace that pairs workers with internal initiatives, short-term assignments, and growth possibilities according to their abilities and professional interests. Devine (2021) states that,as the business establishes an internal talent marketplace platform and a skills-based framework, the council will endeavour to distribute and acquire funds and eliminate any operational obstacles. Members of the executive committee, especially those from the HR global team and the commercial and scientific departments, will likely make up the council, which will meet on a quarterly basis.Helios can increase employee engagement, create a more flexible workforce, and make sure that talent management procedures support the company's long-term innovation and strategic expansion by combining an internal talent marketplace with a skills-based architecture.

[image: ]
Fig.6, Choosing to switch to a skills-based talent approach source: (Devine 2021).
[bookmark: _Toc1715162837]3.5 Enhancing Intrinsic Motivation and Innovation:
[bookmark: _Toc981746967]3.5.1 Self-Determination Theory:
According to (Deci and Ryan, 2012), Self-determination theory (SDT) distinguishes between autonomous and controlled motivation. By giving workers more decision-making power, opportunities for ongoing education, and cooperative work settings that promote both professional and personal development, Helios can boost intrinsic motivation.
[bookmark: _Toc1428907925]3.5.2 Employee Empowerment:
Empowering employees allows them to take ownership of their job and participate in organisational decision-making. Helios can improve employee engagement, responsibility, and general job happiness by promoting autonomous problem-solving and acknowledging contributions.
[bookmark: _Toc35458941]3.5.3 Innovation Culture:
Büschgens et al. (2013) states that, creating an innovation-focused culture enables staff members to cooperate across teams, discuss ideas, and try out novel solutions. Helios can maintain its competitiveness and increase staff dedication to company goals by encouraging innovation and ongoing development.
[bookmark: _Toc297107208]3.6 Expected Organisational Outcomes:
It is anticipated that the suggested job design approach will increase employee enthusiasm, engagement, and retention while lowering graduate turnover and the time it takes for new hires to reach maximum productivity. These enhancements will assist Helios Urban Mobility's long-term strategic growth and competitive advantage while fostering innovation, strengthening cooperation, and improving organisational performance.
[bookmark: _Toc2011921039]4. Task C: Reflective Report
[bookmark: _Toc1706242436]4.1 Using Artificial Intelligence as a Decision Support Tool:
Throughout this job, artificial intelligence (AI) was employed as a decision support tool to increase the effectiveness of my planning and research. I utilised AI to find relevant theories, create Google Scholar search terms, enhance the report's organization, and polish my academic writing. AI did not, however, take the place of my own knowledge or critical thinking. Before being applied to the Helios Urban Mobility scenario, each advice in this report was backed by books, scholarly journals, and professional publications. AI also made it easier for me to compare various HR ideas, which freed me up to concentrate on examining how they would address the organization's human capital issues. This experience showed that AI is most useful when it facilitates learning and study rather than generating finished academic papers. The CIPD (2024) emphasises that HR professionals should utilise AI responsibly while maintaining the importance of professional judgement and ethical norms in decision-making.
[bookmark: _Toc259874645]4.2 Maintaining Critical Human Judgement:
Even though AI made information collecting faster, I realised that crucial human judgement was still necessary for this project. The correctness, applicability, and dependability of AI-generated data were thoroughly assessed by comparing it to peer-reviewed academic publications. Before deciding which theories were best suited for examining Helios Urban Mobility's organisational difficulties, I compared various scholarly viewpoints. Instead of just accepting recommendations made by AI, this procedure improved my capacity to assess the evidence. In order to uphold academic integrity, I also made sure that every piece of information utilised in the study was properly referenced using Harvard referencing. I've learned from finishing this homework that AI should enhance autonomous thought rather than take its place. To create workable and long-lasting organisational solutions, future HR professionals must integrate technical tools with moral judgement, critical analysis, and evidence-based decision-making (SHRM, 2024).
[bookmark: _Toc1718520684]4.3 Personal Capability Development Plan:

[bookmark: _Toc493508749]4.3.1 HR Analytics:
By learning how to evaluate employee data, workforce trends, and performance indicators, I hope to expand my understanding of HR analytics. By honing these abilities, I will be able to assess the efficacy of people management tactics and make evidence-based HR decisions.

[bookmark: _Toc357291806]4.3.2 AI Augmentation in HR:
I intend to gain hands-on experience with AI-supported HR solutions as it continues to revolutionise hiring, education, and performance management. It will be crucial for professionals to comprehend how AI may enhance organisational decision-making while upholding moral principles (CIPD, 2024).

[bookmark: _Toc1150901217]4.3.3 Strategic Influencing Skills:
In order to support organisational change and confidently provide HR suggestions to senior management, I also want to improve my communication, presentation, and persuasion abilities. Developing these skills will increase my capacity to make strategic contributions to company performance.
[bookmark: _Toc907955585]
4.4.4 Global Mobility Awareness:
Lastly, I want to learn more about global talent management, cross-cultural communication, and international HR practices. These skills will enable me to collaborate well with a varied workforce and promote long-term organisational growth in multinational corporations as businesses increasingly operate internationally.












[bookmark: _Toc1691201860]


Conclusion
This paper has shown that a comprehensive and integrated approach to human resource management may help Helios Urban Mobility overcome its human capital difficulties. The suggested organisational socialisation framework offers a methodical approach to enhance long-term retention, employee engagement, and integration. Additionally, work can be redesigned to improve employee motivation, creativity, and organisational flexibility by utilising the Job Characteristics Model, job crafting, and a skills-based architecture. Employee commitment is further strengthened and a healthy organisational culture is supported by fostering organisational identification through shared values, ethical professionalism, and stakeholder-oriented HR practices. Lastly, the thoughtful conversation emphasised the importance of using artificial intelligence (AI) sensibly while upholding vital human judgement and making a commitment to ongoing professional development. When taken as a whole, these suggestions offer workable and long-lasting HR solutions that will assist Helios in enhancing organisational performance, fortifying its competitive edge, and fostering future corporate expansion in a world that is changing quickly.
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