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[bookmark: _Toc234773629]INTRODUCTION
Helios Urban Mobility (HUM) is a European smart-transport start-up employing approximately 450 people across London, Berlin, and Singapore. The organisation specialises in developing AI-enabled electric mobility systems and smart infrastructure analytics for city governments. Despite experiencing rapid growth over the past five years, Helios is currently facing significant human capital challenges that threaten its long-term strategic performance. These include ineffective organisational socialisation, resulting in an average new employee ramp-up time of eight months, declining employee engagement levels of 54%, and high attrition among high-potential graduate employees. 
This report adopts the role of an external Strategic Human Capital Advisor to design evidence-based solutions for Helios. It critically evaluates strategic organisational socialisation and innovative job design approaches while proposing practical recommendations to strengthen employee engagement, organisational identification, innovation, and long-term organisational sustainability.
[bookmark: _Toc234773630]TASK A: Socialisation, Identity and Business Activism
[bookmark: _Toc234773631]Traditional Onboarding versus Strategic Organisational Socialisation
Helios Urban Mobility has experienced rapid organisational growth, expanding its operations across London, Berlin and Singapore while developing AI-enabled mobility solutions for city governments. Although this expansion has strengthened the company's market position, it has also exposed significant weaknesses in its people management practices. The lengthy eight-month employee ramp-up period, declining engagement levels and increasing attrition among high-potential graduates indicate that the organisation's current onboarding process is no longer capable of supporting sustainable organisational growth. These issues reduce productivity, increase recruitment costs and create knowledge gaps that may ultimately affect innovation and customer satisfaction.
Traditional onboarding primarily focuses on operational and administrative activities that prepare employees to begin their roles (Godinho et al., 2023). New employees are introduced to organisational policies, employment documentation, workplace rules, health and safety requirements and basic job responsibilities. While these activities are necessary, they usually occur only during the first few days of employment and rarely address employees' long-term psychological, social and professional integration into the organisation. Consequently, employees may understand their tasks but fail to understand the organisational culture, strategic objectives or behavioural expectations that contribute to long-term commitment.
Strategic organisational socialisation represents a much broader and more continuous approach (MacKay et al., 2021). Rather than viewing onboarding as a short orientation programme, socialisation is considered a structured developmental journey that enables employees to gradually become productive, culturally aligned and emotionally committed members of the organisation. Employees continuously learn organisational values, develop relationships with colleagues, build confidence, understand strategic priorities and establish a strong sense of belonging. 
Unlike traditional onboarding, strategic organisational socialisation also reduces uncertainty experienced by new employees. Individuals entering a rapidly growing organisation often experience anxiety regarding performance expectations, workplace relationships and career opportunities (Gagné et al., 2022). When these uncertainties remain unresolved, employee confidence declines and voluntary turnover increases. 
[bookmark: _Toc234773632]Proposed Strategic Socialisation Framework for Helios Urban Mobility
To overcome its current organisational challenges, Helios should implement a structured socialisation framework covering the complete employee journey from recruitment to the completion of the first year of employment. The framework should combine organisational learning, leadership involvement, mentoring and continuous performance development to accelerate employee integration while strengthening organisational commitment.
Pre-Boarding
The socialisation process should begin immediately after employment offers are accepted rather than waiting until employees arrive on their first working day. New employees should receive digital welcome packages introducing Helios' organisational vision, sustainability objectives, AI innovation strategy, organisational values and expected workplace behaviours. Access to online learning modules, introductory videos from senior leaders and virtual meetings with future team members can create familiarity before joining (Varshney, 2022). 
First Day
The first working day should focus primarily on cultural integration instead of administrative paperwork. Senior executives should personally welcome new employees and explain how every role contributes to the company's long-term strategy. Interactive team-building activities, introductions to key stakeholders and technology demonstrations should encourage immediate participation rather than passive observation (Gandrita, 2023). 
First Month
During the first month, structured learning programmes should introduce organisational culture, ethical decision-making, responsible AI practices, diversity and inclusion, innovation processes and collaborative working methods. Weekly meetings with managers and mentors should review progress, identify concerns and provide constructive feedback (Nikolić et al., 2020). New employees should also participate in cross-functional projects involving colleagues from different departments and international offices, enabling them to develop professional relationships while understanding the organisation's broader operations.
First Three Months
As employees gain confidence, greater responsibility should gradually be introduced through meaningful project ownership and collaborative problem-solving activities. Individual development plans should be agreed between employees and managers, identifying technical competencies, behavioural expectations and future career aspirations. Regular performance conversations should focus on coaching rather than evaluation, helping employees continuously improve while maintaining motivation (Aguinis and Burgi-Tian, 2021). 
First Year
Throughout the first year, employees should continue receiving mentoring, leadership coaching and career development opportunities. Participation in innovation projects, sustainability initiatives, international collaborations and internal leadership programmes will enable employees to strengthen professional capability while developing stronger organisational attachment. Regular employee engagement surveys and career discussions should monitor satisfaction, identify development needs and address potential retention risks before employees consider leaving the organisation (Burnett and Lisk, 2021).
Implementing this structured framework will significantly reduce employee adjustment time, strengthen organisational commitment and improve collaboration across Helios' international workforce. 
[bookmark: _Toc234773633]Developing Organisational Identification, Ethical Professionalism and Business Activism
Creating strong organisational identification is essential if Helios intends to retain talented employees while maintaining high levels of innovation. Employees who understand organisational purpose and feel emotionally connected to organisational values are more likely to demonstrate commitment, collaborate effectively and contribute beyond minimum job requirements. Helios should therefore communicate its mission consistently through leadership communication, innovation forums, recognition programmes and cross-functional teamwork. 
Ethical professionalism should become an integral part of Helios' organisational culture. Operating within artificial intelligence and smart-city technologies requires employees to make responsible decisions regarding data privacy, cybersecurity, environmental sustainability and public accountability (Wolniak and Stecuła, 2024). Rather than relying solely on organisational policies, ethical behaviour should be reinforced through leadership role modelling, practical ethics workshops, transparent communication and regular discussions of real workplace situations. 
Helios should encourage employees to develop a business activist mindset by actively participating in organisational improvement rather than simply completing assigned responsibilities. Employees should be empowered to identify operational problems, recommend innovative solutions and contribute ideas that improve organisational performance, employee wellbeing and environmental sustainability (Ispiryan et al., 2024). Innovation workshops, continuous improvement programmes, internal idea competitions and collaborative strategic projects can provide practical opportunities for employee participation. 
Through the integration of strategic socialisation, organisational identification, ethical professionalism and business activism, Helios will improve employee engagement and retention and also develop a resilient organisational culture that supports innovation, collaboration and sustainable competitive advantage. This people-centred approach directly addresses the company's current human capital challenges while creating a workforce capable of achieving future strategic objectives.
[bookmark: _Toc234773634]TASK B: Innovative Job Design Strategy
Helios Urban Mobility operates in a rapidly evolving smart mobility industry where innovation, technological advancement and cross-functional collaboration are critical to achieving long-term competitive advantage. Despite its rapid expansion across London, Berlin and Singapore, the organisation is experiencing declining employee engagement, prolonged onboarding periods and increasing attrition among high-potential graduates. These challenges indicate that the existing job design no longer aligns with employee expectations or the strategic objectives of the organisation. Traditional job structures often focus on rigid job descriptions and repetitive responsibilities, limiting employee creativity, flexibility and professional growth. Therefore, Helios requires an innovative job design strategy that motivates employees, enhances engagement and develops an agile workforce capable of adapting to continuous technological change. This section proposes an integrated job design strategy based on the Job Characteristics Model (JCM), Job Crafting Theory, Skills-Based Architecture and an Internal Talent Marketplace to strengthen employee motivation, innovation, retention and organisational performance.
[bookmark: _Toc234773635]Applying the Job Characteristics Model
The Job Characteristics Model (Hackman and Oldham) suggests that employees become intrinsically motivated when their jobs are designed around five core characteristics: skill variety, task identity, task significance, autonomy and feedback. Implementing these characteristics at Helios would significantly improve employee engagement while reducing graduate turnover.
Skill variety should be enhanced by allowing employees to participate in multidisciplinary projects involving artificial intelligence, software development, sustainability and urban infrastructure. Instead of performing repetitive technical activities, employees would gain exposure to multiple business functions, encouraging continuous learning and professional development (Yertas, 2024). Cross-functional collaboration also improves knowledge sharing and strengthens organisational capability.
Task identity should be increased by allowing employees to participate throughout the complete lifecycle of mobility projects, from planning and design to implementation and evaluation (Vrščaj et al., 2021). Rather than contributing only to isolated technical activities, employees can observe the tangible outcomes of their work, creating a stronger sense of ownership and accomplishment.
Task significance, can be strengthened by communicating how individual contributions improve urban transportation systems, environmental sustainability and citizens' quality of life. Employees who understand the wider social impact of their work are more likely to remain committed and motivated because they perceive their roles as meaningful rather than simply completing assigned tasks (Grant and Shandell, 2022).
Helios should also increase autonomy by empowering employees to make operational decisions, select innovative problem-solving approaches and manage aspects of their own projects. Instead of relying on close managerial supervision, employees should receive greater responsibility for achieving agreed objectives.  Continuous feedback should replace traditional annual performance appraisals (Idrus, 2025). Monthly coaching conversations, project reviews and peer feedback sessions would provide employees with regular developmental guidance. 
[bookmark: _Toc234773636]Implementing Job Crafting Theory
Although well-designed jobs are essential, employees increasingly expect flexibility to shape their own work experiences. Job Crafting Theory recognises that employees actively redesign aspects of their jobs to align with their strengths, interests and career aspirations (Tims et al., 2022). Rather than assigning identical responsibilities to every employee, Helios should encourage individuals to personalise their roles while remaining aligned with organisational objectives.
Employees should be given opportunities to participate in projects beyond their formal responsibilities (Coetzer et al., 2020). For example, software engineers interested in sustainability could contribute to environmental innovation initiatives, while data analysts with leadership potential could support project coordination or mentoring programmes. Job crafting should also encourage employees to develop stronger workplace relationships by collaborating across departments and international offices. Cross-functional networking enables knowledge sharing, improves communication and reduces organisational silos. 
By introducing job crafting practices, Helios can create a more engaged, adaptable and resilient workforce capable of responding effectively to changing business demands.
[bookmark: _Toc234773637]Developing a Skills-Based Architecture
Traditional organisations often organise work according to fixed job titles and hierarchical structures (Kondalkar, 2020). However, these approaches become less effective within rapidly changing industries where technological skills continuously evolve. Helios should therefore adopt a Skills-Based Architecture, focusing on employee capabilities rather than static job descriptions.
The organisation should develop a digital skills database that records employees' technical expertise, behavioural competencies, leadership capabilities and emerging skills. Managers can then allocate employees to projects based on their capabilities instead of departmental boundaries. This flexible approach ensures that the right talent is assigned to the right projects while increasing organisational agility. Skills-based architecture also promotes continuous learning. Employees should receive personalised development plans identifying future competencies required for career progression. 
[bookmark: _Toc234773638]Establishing an Internal Talent Marketplace
To maximise workforce utilisation, Helios should implement an Internal Talent Marketplace, allowing employees to apply for internal projects, temporary assignments, innovation initiatives and leadership opportunities. Rather than filling every vacancy through external recruitment, managers can identify existing employees whose skills and interests match organisational requirements.
This digital platform would increase employee visibility across the organisation while providing equal access to career development opportunities. Employees could explore different departments, participate in international collaborations and develop broader professional experience without changing employers. An internal talent marketplace also encourages continuous skill development because employees become motivated to acquire new competencies that qualify them for future projects (Hancock et al., 2020). Managers benefit by accessing internal talent quickly, reducing recruitment costs and retaining valuable organisational knowledge.
[bookmark: _Toc234773639]How the Proposed Job Design Improves Organisational Performance
The integrated job design strategy substantially enhances intrinsic motivation by creating meaningful, autonomous and challenging work (Judge et al., 2023). Employees experience greater responsibility, continuous learning opportunities and stronger connections between their work and organisational objectives. These factors naturally increase commitment without relying solely on financial incentives.
The proposed strategy also stimulates innovation through multidisciplinary collaboration, flexible project allocation and employee empowerment (Saputra et al., 2025). Cross-functional teams generate diverse perspectives, while autonomy encourages experimentation and creative problem-solving. Employees become active contributors to organisational improvement rather than passive task performers.
Employee engagement is expected to improve significantly because redesigned jobs provide purpose, recognition, development opportunities and continuous managerial support (Burnett and Lisk, 2021). Employees who feel valued and involved are more likely to demonstrate discretionary effort, collaborate effectively and support organisational goals.
The strategy strengthens employee retention by addressing the primary reasons talented employees leave organisations, including limited career development, repetitive work and restricted learning opportunities. Skills-based career pathways, internal mobility, mentoring and continuous professional development create an environment where employees can achieve long-term career success within Helios rather than seeking opportunities elsewhere (Okafor et al., 2025).
It has been critically analysed that an integrated job design strategy combining the Job Characteristics Model, Job Crafting Theory, Skills-Based Architecture and an Internal Talent Marketplace provide a sustainable solution to Helios Urban Mobility's current workforce challenges. Unlike traditional job structures that emphasise rigid responsibilities, the proposed approach focuses on employee capability, flexibility, continuous learning and career development. By redesigning jobs around autonomy, meaningful work, skills development and internal mobility, Helios can significantly improve employee motivation, engagement, innovation and retention. 
[bookmark: _Toc234773640]TASK C: Reflective Report
The increasing integration of Artificial Intelligence (AI) into Human Resource Management has significantly transformed the way organisations make strategic decisions. Throughout this module, I have realised that AI has the potential to improve efficiency by analysing large volumes of workforce data, identifying recruitment trends, predicting employee turnover and supporting talent management decisions. However, I also recognise that AI should never replace human judgement because many HR decisions require ethical reasoning, empathy, emotional intelligence and contextual understanding that technology cannot fully replicate.
In my future career, I intend to use AI as a decision-support tool rather than a decision-maker. For example, I would use AI to screen job applications, analyse employee engagement surveys and identify workforce skill gaps because these activities involve processing large amounts of information quickly and accurately. I would always critically evaluate AI-generated recommendations before making final decisions. During recruitment, I believe that interviews, communication skills, cultural fit and leadership potential should always be assessed by HR professionals instead of relying solely on automated systems. 
To remain effective as a future HR professional, I recognise the importance of continuously developing my capabilities. My first priority is to improve my data literacy by learning how to analyse HR metrics, workforce analytics and business intelligence dashboards to support evidence-based decision-making. Secondly, I plan to strengthen my understanding of AI augmentation in HR by developing practical knowledge of AI-powered recruitment systems, predictive analytics and digital HR technologies while understanding their ethical limitations.
Another important area for my professional development is improving my strategic influencing skills. I understand that HR professionals must communicate effectively with senior leaders, persuade stakeholders and contribute to organisational strategy. Therefore, I intend to enhance my communication, presentation, negotiation and leadership abilities through continuous learning and practical experience.
Finally, I aim to develop greater global mobility awareness because modern organisations operate across different countries and cultures. I will increase my understanding of international HR practices, cross-cultural communication and global workforce management to prepare myself for working in diverse organisational environments.
Overall, this module has reinforced my belief that successful HR professionals must combine technological capability with critical thinking, ethical decision-making and continuous personal development. By using AI responsibly while continuously enhancing my professional competencies, I believe I will be better prepared to make balanced, informed and strategic HR decisions throughout my future career.
[bookmark: _Toc234773641]CONCLUSION
Helios Urban Mobility can address its current human capital challenges by adopting a strategic approach to organisational socialisation, innovative job design and continuous employee development. A structured socialisation framework will accelerate employee integration, strengthen organisational identification and improve retention, while an integrated job design based on autonomy, skills development and internal mobility will enhance motivation, engagement and innovation. Furthermore, the responsible use of Artificial Intelligence, supported by ethical human judgement and ongoing professional development, will enable more effective HR decision-making. Collectively, these recommendations will help Helios build a resilient, highly skilled and future-ready workforce capable of supporting sustainable organisational growth and maintaining long-term competitive advantage.
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