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[bookmark: _ovqfq5gfbq4b]Introduction
Human capital is now a strategic resource to organisations, including those operating in highly tech-savvy and innovation full sectors. In this report, human capital architecture of Helios Urban Mobility is created considering the issues surrounding the organisational socialisation, staff engagement and graduate retention. It pays critical attention to applying the HR relevant theories and modern frameworks to develop strategic socialisation and innovative job design approach to develop organisational commitment, motivations and innovations. Lastly, the report concludes by considering how artificial intelligence (AI) could be responsibly utilised within HR decision-making and the essential professional aptitudes individuals will need to become employable, in a strategic human capital management context in the future.
[bookmark: _fpf78p98tqyw]TASK A: Socialisation, Identity & Business Activism
[bookmark: _i7d6ovzgmo5v]Designing Strategic Organisational Socialisation for Helios Urban Mobility
Helios Urban Mobility (HUM) functions in a knowledge intensive AI and smart mobility business environment, where innovation requires collaboration, sharing of knowledge and organisational values. The average eight months onboarding duration, employee engagement of just 54% and high employee attrition on graduation are however signs of lacking effectiveness in employee integration to the organisation. Instead of viewing onboarding as an administrative process, the strategic organisational socialisation should be adopted by Helios, focusing on creation of organisational identity, ethical professionalism and stakeholder-oriented leadership. This underscores the aim of Strategic HRM in developing a highly committed and able workforce that develops a sustainable competitive advantage (Armstrong, 2021). Transformation of HR involving personnel administration to a strategy of value creation in terms of culture, engagement and human capital development is required.
[bookmark: _8rh1z1vov8ni]Traditional Onboarding versus Strategic Organisational Socialisation
	Traditional Onboarding
	Strategic Organisational Socialisation

	Administrative orientation
	Identity and culture development

	Short-term induction
	Continuous integration (pre-boarding–year one)

	Role-focused
	Purpose, relationships and commitment

	HR-led
	HR, leaders, mentors and teams

	Completion-focused
	Engagement and retention-focused


Table 1: Traditional Onboarding versus Strategic Organisational Socialisation
(Source: Self-Created)
The old onboarding program is mainly implemented to introduce organisational rules and work roles and does not tend to establish any psychological attachment, which has led to disengagement and turnover. Conversely, the pathway to organisational socialisation theory presented by Van Maanen and Schein suggests institutionalised strategies of organisations, which include formal orientation, progressive learning and mentoring to minimise uncertainties and fast-tracked adaptation (Aderiye, 2021). These solutions are more apt in the context of Helios as they help to establish an employee experience that is uniform throughout London, Berlin and Singapore.
Psychological Contract Theory is another theory that explains graduate attrition. Employees are ambitious to develop their careers, have organisational support and work that is meaningful and perceived breaches decrease trust and commitment (Deas and Coetzee, 2020). Thus, expected and intended reciprocation should be given in the form of open communication, personal growth and feedback.
In construction of identity, employees build up their professional identity, based on organisational interactions and co-narratives (Caza et al., 2018; Brown, 2022). Helios should then promote employees seeing themselves as the key to sustainable urban mobility as opposed to an engineer or analyst, increasing their intrinsic motivation and commitment in the long run.
[bookmark: _x5dnw712ivbn]Strategic Socialisation Framework for Helios
	Stage
	Key Activities
	Strategic Rationale

	Pre-boarding
	Online welcome page, chief message, AI ethics policy, team member introduction, team member introduction.
	Lessens uncertainty and forms the psychological contract prior to membership.

	First 90 days
	Formal education, interdepartmental assignments, weekly meetings with the managers, mentorship, culture training.
	Spearheads the competencies, knowledge sharing and belonging through institutionalised socialisation.

	Year one
	Mentoring of leaders, job rotations, project of stakeholders, innovation forums, career roadmap.
	Enhances the organisational identity, retention and career development.


Table 2: Stages of Socialisation Framework
(Source: Self-Created)
It is a framework that formal learning is integrated with continuous social integration as opposed to a single induction programme. The role of line managers is vital since they influence the experiences of employees on HR practices and organisational culture (Armstrong and Taylor, 2023). Line managers are organisational agents of HR, who affect the perception of employees with their day to day execution of HR policies.
[bookmark: _3mdra5lkrke6]Mechanisms to Cultivate
[bookmark: _zi15kepwnebv]Cultivating Organisational Identification
Organisational identification is the process in which workers feel that organisational success is personal success. Helios can reinforce identity by communicating its purpose on achieving sustainable urban mobility, taking graduates to projects in city-governments, creating transnational communities of employees and acknowledging collaborative research. The results of Schein in his organisational culture model are that shared values do not occur through communication but are instilled once a series of experiences occurs (Daniel, 2019; MacQueen, 2020). Culture evolves through leadership, socialisation and common assumptions and adaptability, team orientation, and integrity contribute to innovation (Jerab and Mabrouk, 2023).
[bookmark: _81yqeakdes0m]Developing Ethical Professionalism
Since Helios is creating AI-based mobility solutions, ethical professionalism must be one of the key elements of socialisation. Ethical decision-making should be supported by mandatory AI ethics workshops, structured decision-making activities (scenario) and confidential report hotlines and ethical talks with the manager. Such practices have utilitarian, deontological and virtue ethics and create a sense of fairness, accountability and transparency (Iddrisu et al., 2025). 
[bookmark: _jhnp88tot5wh]Embedding the Business Activist Mindset
The changing HR model that Ulrich proposes places HR in the role of a strategic partner and human capital/ organisational leader as opposed to an administrative role. Based on this, Helios is advised to develop a business activist mentality by empowering employees with an appreciation of organisational strategy, expectation and sustainability priorities of stakeholders (Ulrich, 2012). Innovation forums where graduate students exchange their ideas, ESG projects, stakeholder hacks with municipal leaders and cross-functional innovation councils would motivate workers to strike a balance between business success and value addition to society.
This is a manifestation of the stakeholder capitalism whereby the success of an organisation is determined by value creation to employees, customers, governments and communities and not just the shareholders (Mazzucato, 2025). With it imprinted with strategic socialisation, ethical professionalism and stakeholder orientation at every stage of the employee journey, Helios can minimise its onboarding time, enhance engagement and graduate retention and have an effective human capital architecture to lead its strategic renewal in the long term.
[bookmark: _ytuoj9p4w26z]TASK B: Job Design
[bookmark: _brrit7abew53]Designing an Innovative Job Architecture for Helios Urban Mobility
In the AI-based smart mobility industry, HUM is in competitive advantage based on innovation, knowledge sharing and nimbleness of its workforce. But with an engagement of 54 percent of employees and high rates of employee turnover, it indicates that the conventional job structures and designs have expired in the eyes of employees in terms of autonomy, development and career growth. The traditional form of job design which involves rigid jobs with strictly defined duties restricts flexibility in the ever-changing technology settings (Armstrong, 2021). Consequently, a mixed approach of job design by the use of Job Characteristics Model (JCM), Job Crafting Theory, and an internal talent marketplace based on skill should be adopted in Helios. 
[bookmark: _3bn8t6qm0geb]From Traditional Jobs to Adaptive Work Design
The traditional job design focuses on standard job descriptions, functional specialisation and reporting relationships. These enhance consistency of operations, but tend to impair flexibility, collegiality and employee ownership. Job description and job specifications are significant to provide clarity of roles but in addition, it should focus more on developing workforce and aligning the organisation but not providing definitions (Vernau et al., 2021). Therefore, Helios needs the dynamic job structure that will be focused on the development of harmonious skills and work in projects.
	Framework
	Application at Helios
	Expected outcome

	Job Characteristics Model
	Re-engineer AI and analytics job descriptions to be more autonomous, more varied, interact more with people and receive customer feedback regularly.
	Higher engagement and work quality.

	Job Crafting Theory
	Empower workers to influence initiatives, learning and networks of learning.
	Greater ownership, creativity and retention.

	Skills-based Internal Talent Marketplace
	AI-driven platform that aligns employees with career and internal projects, based on their skills.
	Workforce agility and internal mobility.


Table 3: Job Design Frameworks
(Source: Self-Created)
[bookmark: _s12e9msilr7l]Applying the Job Characteristics Model
The Job Characteristics Model by Hackman and Oldham claims that skill variety, task identity, task significance, autonomy and feedback are the elements of meaningful work and intrinsic motivation (Kamani, 2020; Matilu and K’Obonyo, 2018).
The Helios multidisciplinary project teams that will include software engineers, AI specialists and data analysts operating in product development, implementation, and sustainability programs need to be able to contribute to the skill variety (Jariwala, 2024). This enhances technical and commercial ability and minimises repetition in the work.
The task identity can be enhanced through giving responsibility to whole project modules rather than individual technical tasks to ensure that the employees get to see how their efforts are being used to formulate integrated mobility solutions.
Direct exposure of employees to the city-government customers and sustainability results should be used to strengthen the importance of the task. This can help to spur their awareness of the way in which their job enhances the performance of urban transport and environmental performance.
Better autonomy can be realised via agile project management, flexible working and discretion with regard to technical work solutions (Moe et al., 2021). Lastly, instead of having annual appraisals, the process should be transformed into sprint reviews, customer feedbacks and regular discussions with coaches so that continuous improvement and learning can be done.
[bookmark: _6vwcnjakp9c]Embedding Job Crafting
The Job Characteristics Model deals with job redesign through the managers whereas the Job Crafting Theory considers employees as active actors, who redesign work, relationships and perceptions to suit their talents and career expectations (Tims et al., 2022; Tims and Akkermans, 2020).
Helios ought to motivate workers to commit some of their work time in AI prototyping, sustainability efforts or innovation efforts outside their job duties. Mentoring and innovation communities should also ensure cross-functional relationships are developed among the employees in London, Berlin and Singapore. The exercise of conceptual crafting must be enhanced by continuously connecting individual efforts to the overall mission of Helios of creating sustainable urban mobility (Bindl et al., 2019). The initiatives enhance ownership on a personal basis, organisational commitment and creativity.
[bookmark: _nss4z6dlbr6u]Implementing a Skills-Based Internal Talent Marketplace
With change in technology taking place very fast, Helios ought to structure work in terms of skills instead of job titles which are strictly defined. An internal talent marketplace powered by AI would be able to keep a dynamic profile of skills of employees allowing managers to assign people to an innovation project, short-term assignments, and foreign assignments based on their proven abilities (Evans-Uzosike and Okatta, 2023).
Rather than hire outside as needed with each new skill, the manager would need to find an internal staff with the requisite skill set and the employee would have better career outlook, lifelong learning and cross-national moveability. This is in line with modern human capital ideology that organisations are supposed to structure work on a capabilities basis as opposed to occupational status (Jesuthasan and Boudreau, 2023). 
[bookmark: _6yaod8x9losu]Stimulating Intrinsic Motivation and Innovation
The suggested job structure enhances the intrinsic motivation as it fulfills employees' need to have meaningful work, autonomy, competence and competence and constant development. The Job Characteristics Model is demonstrated to improve work as it provides employees with autonomy, significance and feedback and employees to make work their own, which can be achieved through job crafting, by relying on its strengths and interests (Holman et al., 2024; Arachie et al., 2021). At the same time, the internal talent market also increases career mobility and learning opportunities through an opportunity to experience different projects and international projects.
This promotes innovation since employees will work in interdisciplinary teams, share knowledge and use new skills to address strategic business opportunities. Cross-functional mobility enhances organisational learning, and project based assignments hasten the problem solving and creativity (Ahmad et al., 2023). A general viewpoint is that the integrated strategy turns fixed jobs into adaptive career systems that integrate job enriching characteristics of jobs, job shaping by employees and deploying workforce with skills towards skills-based employment. This allows Helios to enhance the engagement, increase innovation potential and create a flexible workforce that will be able to contribute to strategic renewal in the long term, making human capital a long-lasting competitive advantage (Ulrich, 2012; Boxall et al., 2007).
[bookmark: _8w8retmnn3sy]TASK C: Reflective Report
[bookmark: _qurw3zhdgeqp]Reflective Evaluation
This assignment helped me to realise that strategic human capital management is more than just administrative HR as it also realises organisational capability, via people, culture and innovation. I associated AI with the idea of HR efficiency enhancement. The examination of issues faced by HUM showed that successful HR decisions could be made with an understanding of balances between technology and moral reasoning, workplace and human experience to apply to the organisation (Leicht-Deobald et al., 2022). 
The task also outlined the advantages and shortcomings of the AI in HR. AI can support workforce planning by analyzing workforce data and forecasting attrition and skills gaps and be used to build an evidence-based workforce planning (Venugopal et al., 2024; Amanullah et al., 2026). AI, HR analytics and data-driven decision-making can be potent solutions to a successful plan of the working force and the improvement of organisational performance (Okon et al., 2024). Nevertheless, AI is not completely aware of the organisational culture, employee feelings or ethical issues and can only strengthen bias in the hands of unchecked users (Shneiderman, 2020). Thus, I would follow a human-in-the-loop strategy according to which AI would offer information, and different scenarios, but bottom-line decisions would rely on professional decision-making, organisational principles and interests of other parties involved. This guarantees that AI supplements as opposed to substituting critical thinking.
[bookmark: _d73h81da7pq5]Personal Capability Development Plan
	Development Area
	Planned Actions
	Employability Outcome

	Data literacy
	Build HR analytic, Power BI and workforce application capabilities via professional development.
	Stronger evidence-based decision-making.

	AI augmentation in HR
	Get familiar with AI in recruitment, workforce planning and AI ethics.
	Responsible use of AI in HR practice.

	Strategic influencing skills
	Enhance leadership by activities such as communication, negotiation and managing stakeholders.
	Greater ability to influence organisational decisions.

	Global mobility awareness
	Develop cross-cultural competence, by using international case studies and team work projects.
	Improved capability to manage global workforces.


Table 4: Personal Development Plan
(Source: Self-Created)
Considering this piece of work, I understand that in the future, HR professionals will need to have analytical capability and ethical leadership skills, strategic thinking and continuous learning. The development of such competency skills will make me more employable, enhance my ability to apply AI ethically in helping organisations work, training employees and long-term strategic renewal.
[bookmark: _tbmaarslb1zd]Conclusion
To sum up, strategic human capital management facilitates organisations to establish sustainable competitive advantage through harmonisation of individuals, culture and organisational goals. The offered socialisation framework, strategy of job design with skills-based workforce approach can all tackle the issues of engagement, onboarding and retention in Helios Urban Mobility as well as promote innovation and organisational commitment. Additionally, the use of AI as a decision-support tool and the critical human judgement will advance evidence-based and ethical HR. Further ongoing enhancement of analytical, technological and strategic leadership skills will enhance future employability and organisational resilience in the long term and strategic renewal.
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