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[bookmark: _Toc232543994]Human Capital Management
Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc232543995]1.1 Traditional Onboarding versus Strategic Organisational Socialisation
Helios Urban Mobility has extended its eight-month ramp-up period, while declining employee engagement and high graduate attrition. It indicates that the current people integration practices of the organisation are not effective in supporting its organisational commitment. Traditional onboarding mostly helps in focusing on the compliance requirements, operational readiness, role clarification and administrative orientation. These practices help in reducing uncertainty while helping employees understand their immediate job responsibilities. However, they are most of the time in scope as they focus more on short-term adaptation rather than long-term organisational integration (Bauer, 2023). Simultaneously, employees might become technically competent while staying psychologically apart from the values and objectives of the organisation. 
On the other hand, strategic organisational socialisation can be considered as a continuous process, which can help the newcomers obtain organisational knowledge, internalise organisational values and develop professional relationships. The socialisation framework of Van Maanen and Schein suggests that institutionalised tactics involve formal, sequential and collective learning experiences that can facilitate the newcomer's adjustment while promoting their behaviour consistency and reducing ambiguity (Klein and Polin, 2022). However, according to Barkova, (2025), excessive standardisation might have a negative impact on creativity and reduce the overall diversified thinking that is required for innovation-driven organisations. Hence, Helios need to adopt a balanced approach, which would combine opportunities for individual contribution and exploration with structured guidance.
Psychological Contract Theory helps in demonstrating the significance of socialisation (Conway and Briner, 2020). Employees start working in the organisations with expectations regarding development opportunities, career progression and constant support. If the organisation successfully fulfils these expectations, employee commitment and trust are strengthened. At the same time, if the organisations fail in this, employee disengagement and turnover intentions increase (De Vos et al., 2020). High attrition among graduate employees in Helios might show their unmet expectations related to career growth and developmental support. Effective socialisation can, hence, reinforce the psychological contract through making sure continuous feedback, support and transparency.
Identification Construction Theory helps in providing significant insights. Employees constantly develop a sense of belongingness and understanding of who they are within the organisational context. Organisational identification arises when individuals start to perceive proper alignment between organisational values and their personal purposes (Pratt et al., 2022). As Helios has been focusing more on smart infrastructure and sustainable urban mobility, strategic socialisation needs to be actively connected with the roles of the employees so that they can understand the societal and environmental outcomes.
[bookmark: _Toc232543996]1.2 Structured Socialisation Framework for Helios
For the reduction of ramp-up time and reinforcing engagement, Helios need to implement the structured socialisation framework as follows.
Figure 1: Helios Strategic Organisational Socialisation Framework


Source: Bauer (2023)

This framework starts with preboarding. In this phase, employees receive leadership messages, mentor support and digital learning resources before joining. This stage helps in establishing realistic expectations and reducing uncertainty. During the first 30 days, employees constantly take part in orientation programmes that combine cultural immersion and technical learning. Leadership involvement is crucial as it strengthens strategic priorities and organisational values. 
Between the next 30 – 90 days, employees take part in cross-functional projects and mentoring that include colleagues across different locations. These activities help in reinforcing internal networks while accelerating learning. According to the research of Klein and Polin, (2022), continuous feedback and mentoring help in the improvement of organisational engagement and adjustment. The rest of the first year helped in focusing on innovation projects, internal collaboration opportunities, career development and transforming socialisation into a constant process.
Table 1: Helios Strategic Socialisation Framework
	Stage
	Activities 
	Theoretical Basis
	Expected Outcomes

	Pre-Boarding
	Welcome portal and mentor allocation
	Psychological Contract Theory
	Uncertainty is reduced

	First 30 Days
	Cultural workshops and orientation
	Socialisation Theory
	Faster integration into the organisation

	Day 30 – 90
	Mentoring and Cross-functional projects
	Social Learning Theory
	Increased employee engagement

	Year One
	Innovation projects and development reviews
	Identify Construction Theory
	Stronger employee commitment and retention



Source: Polin, (2022)
[bookmark: _Toc232543997]1.3 Cultivating Organisational Identification
Organisational identification happens when employees describe themselves with the help of organisational membership and think of the achievements of the organisation as their personal achievements (Pratt et al., 2022). Helios, hence, needs to strengthen identification with the help of sustainability-focused communication, recognition systems and leadership storytelling aligned with organisational values and objectives. Helios also need to work on cross-location collaboration for the creation of shared organisational identity, even though there is geographical dispersion (Ashforth and Schinoff, 2021). Employees also need to be exposed to the customers’ success stories that show how Helios technologies help in the improvement of environmental sustainability and urban mobility.
[bookmark: _Toc232543998]1.4 Promoting Ethical Professionalism
As Helios is an organisation operating within the smart infrastructure and artificial intelligence (AI) sectors, it has been facing significant ethical responsibilities. Therefore, the company need to address stakeholder accountability, data privacy and AI in their mandatory training. The company need to work on scenario-based learning, which can be integrated, as, according to CIPD, (2024), experiential learning develops stronger ethical judgement more than compliance-based training. Leaders need to model ethical behaviour along with this. Employees constantly need to learn acceptable conduct and behaviour with the help of observation, while making leadership consistency necessary for the establishment of a culture with integrity.
[bookmark: _Toc232543999]1.5 Developing a Business Activist Mindset
According to WEF, (2023), capitalism principles emphasise value creation for the communities, investors, customers and employees. Employees need to act as one of the business activists who contribute to broader organisational value creation while understanding external stakeholders’ expectations (Ulrich and Dulebohn, 2023). Helios need to encourage this mindset more with the help of city-government partnership, stakeholder engagement projects and sustainability initiatives. Employees need to be empowered to challenge ineffective principles while proposing socially responsible alternatives for the betterment. These initiatives can help in strengthening organisational citizenship while helping in long-term strategic renewal.
Figure 2: Helios Human Capital Architecture

.


[bookmark: _Toc232544000]Task B: Innovative Job Design Strategy
[bookmark: _Toc232544001]2.1 Designing an Innovative Job Architecture for Helios
Helios Urban Mobility has been operating in a dynamic business landscape that is shaped by sustainability challenges, changing stakeholder expectations and technological innovation. Traditional job structures, depending on hierarchical progression and fixed roles, most of the time restrict employee development and organisational agility. In order to address these lengthy ramp-up periods, graduate attrition and declining engagement, Helios need to adopt an integrated job design strategy that combines Job Crafting Theory, a skill-based internal talent marketplace and Job Characteristics Model (JCM). This approach can help in the improvement of innovation, long-term organisational performance and employee motivation while supporting the business’s strategic renewal. 
[bookmark: _Toc232544002]2.2 Applying the Job Characteristics Model
Hackman and Oldham’s Job Characteristics Model suggest that there are five core job dimensions that have a significant influence on intrinsic motivation, performance, productivity and job satisfaction. These five dimensions are skill variety, task identity, task significance, autonomy and feedback (Parker et al., 2024). Helios needs to redesign its roles to strengthen each of the dimensions. 
Skill Variety
Employees need to take part in the multidisciplinary projects that combines sustainability, data analytics, stakeholder engagement and AI. Helios needs to encourage cross-functional collaboration rather than restricting the employees to their narrowly defined job roles. Greater variety in skills can promote learning while reducing job monotony, especially among the graduate employees who seek professional growth.
Task Identity
Employees need to be capable enough to observe the complete outcomes of their accomplished work. Helios need to, hence, structure the projects around end-to-end ownership, which can enable the teams to remain involved from the conception of the project through evaluation and implementation. This reinforces the accountability while creating a stronger connection between given effort and outcomes.
Task Significance
Helios needs to constantly communicate regarding how its technologies have been contributing to the enhanced urban mobility, public infrastructure and environmental sustainability. If the employees can recognise the societal value of their work, they are more likely to experience commitment and meaningfulness. 
Autonomy
Innovation needs freedom to experiment while resolving the issues creatively. Helios needs to increase employee discretion regarding decision-making and project methods. Organisational coordination is crucial; however, excessive managerial control might weaken initiative as well as creativity within the workplace.
Feedback
Continuous feedback is significant in supporting development as well as performance improvement (Aguinis and Burgi-Tian, 2021). Helios needs to implement regular feedback conversion that includes mentors, project stakeholders and managers rather than depending only on the annual reviews. 
Table 2: Application of the Job Characteristics Model at Helios
	JCM Dimension
	Proposed Design Feature
	Expected Impact

	Skill Variety
	Cross-functional project teams
	Improved employee learning and engagement

	Task Identity
	End-to-end project ownership
	Increased accountability

	Task Significance
	Linking projects to sustainability outcomes
	Greater meaningfulness

	Autonomy
	Flexibility in decision-making authority
	Higher creativity

	Feedback
	Constant performance conversations
	Enhanced development as well as motivation



Even though this Job Characteristics Model remain significantly influential, critics might argue that it might not fully reflect the project-based work structures and contemporary digital work structures. At the same time, Helios need to complement this model with proper job crafting. 
[bookmark: _Toc232544003]2.3 Integrating Job Crafting Theory
According to the Job Crafting Theory, employees mostly actively modify aspects of their work for the improvement of motivation, meaning and performance (Wrzesniewski et al., 2023). Contrasting to the other job design approaches, job crafting recognises employees as active participants within the organisational managerial decisions rather than passive recipients. 
Helios need to encourage task crafting, cognitive crafting and relational crafting. Task crafting can help the employees in participating in projects that are aligned with their strengths and interests. Cognitive crafting can help employees connect their work to the wider societal and organisational goals. Relational crafting, on the other hand, can help in encouraging collaboration across geographical locations and functions. 
The primary advantage of job crafting can be regarded as increased engagement and ownership. However, excessive job crafting might help in the creation of strategic misalignment and role ambiguity. Hence. Helios need to encourage flexibility while working on organisational objectives and goals. Managers also need to act as facilitators to support employee development while making sure perfect alignment with organisational objectives and priorities.
[bookmark: _Toc232544004]2.4 Establishing a Skills-Based Internal Talent Marketplace
In order to strengthen workforce agility, Helios need to introduce a skills-based architecture that is supported by an internal talent marketplace. Traditional organisational structure mostly focusses on hierarchies and positions, while skills-based systems focus more on future potential and employee capabilities (WEF, 2023). 
The proposed “Helios Talent Marketplace” can work as one of the digital platforms that help the employees in accessing projects, mentoring opportunities, international assignments and innovation challenges depending on their development interests and skills. 
Figure 3: Helios Internal Talent Marketplace

Employees through this would be able to maintain dynamic skills profiles while identifying competencies as well as development aspirations. Project leaders can also recruit talent across different departmental boundaries while improving resource allocation and flexibility. This approach is significant for the improvement of workforce agility while improving employee development and supporting retention through the provision of visible internal career opportunities (Deloitte, 2024).
[bookmark: _Toc232544005]2.5 Impact on Intrinsic Motivation and Innovation
The proposed job design strategy helps in supporting intrinsic motivation with the help of different mechanisms. The Job Characteristics Model improves responsibility, knowledge and meaningfulness of the results. Job crafting helps in increasing personal relevance and ownership, while the talent marketplace increases career flexibility and development opportunities. 
From the perspective of innovation, this strategy helps in promoting experimentation, knowledge sharing and collaboration. Employees exposed to stakeholder perspectives and diversified projects can generate more creative resolutions to urban mobility challenges. Apart from this, greater autonomy can help individuals in exploring novel approaches without excessive bureaucratic constraints. Most significantly, the proposed design can directly address the organisational challenges of Helios. Improved development opportunities can help in the reduction of graduate attrition, whereas increased autonomy and meaningful work can enhance employee engagement levels. Simultaneously, integration of the Job Characteristic Model, a skills-based talent marketplace and Job Crafting provide a significantly sustainable framework for the improvement of innovation capability, strategic renewal and employee experience. 


[bookmark: _Toc232544006]Task C: Reflective Report
[bookmark: _Toc232544007]3.1 Using AI as a Decision-Support Tool Without Eroding Human Judgement
The increasing adoption of AI within human resource management helps in the creation of opportunities for the improvement of decision efficiency, quality and workforce planning (Collings et al., 2021). However, AI need to complement human judgement rather than replacing it. Even though AI can process larger volumes of data, identify patterns and generate predictive insights. The effectiveness of AI depends on algorithm design and data quality. Simultaneously, over-dependence on AI might result in biased outcomes, ethical concerns and inaccurate recommendations (CIPD, 2024). 
In regards to the future professional practice, I plan to use artificial intelligence for supporting talent management, employee engagement assessment and workforce analytics. However, final decisions need to remain under the judgment of individuals and not on technology. Human judgment, hence, is crucial for the interpretation of organisational context, assessing ethical implications and understanding stakeholder concerns that algorithms might overlook. Managers also need to make a critical evaluation of the AI-generated recommendations before accepting them casually. This balanced approach combines professional accountability with technological efficiency, which supports fair, responsible and transparent decision-making.
[bookmark: _Toc232544008]3.2 Personal Capability Development Plan
While reflecting on my current capabilities, I could recognise the constant need for continuous professional development to remain sustainable in the increasingly digital transformation and global business environment. For the improvement of my future employability, I have already identified four key areas: data literacy, AI augmentation in HR, global mobility awareness and strategic influencing skills.
At first, I plan to strengthen my data literacy with the development of competencies in workforce metrics, data visualisation and HR analytics. These capabilities are significant in supporting evidence-based decision-making while improving my capability to interpret workforce information.
Next, I would like to improve my overall understanding of AI applications in the HR field with the help of professional training in automation, responsible AI governance and people analytics.
Apart from this, I would also try to enhance my strategic influencing skills while participating in various leadership activities, stakeholder engagement opportunities and presentations. Effective HR professionals need to communicate with confidence and influence the overall decision-making of the organisation. Most significantly, I will work on the improvement of global mobility awareness through studying more on international talent management, global workforce trends and cross-cultural leadership. 
Table 3: Personal Capability Development Plan
	Development Area
	Current Gap
	Planned Action
	Timeline

	Data Literacy
	Limited expertise in analytics
	Completion of HR Analytics certification
	6 months

	AI in HR
	Basic knowledge
	Undertaking People Analytics and AI training
	12 months

	Strategic Influencing
	Limited stakeholder management experience
	Participation in leadership projects
	Ongoing

	Global Mobility Awareness
	Limited international HR exposure
	Studying more global talent management practices
	Ongoing 



With the help of continuous learning as well as reflective practice, I plan to become a strategically focused HR professional who has the combination of technological capability and sound human judgement. Through this, I would like to contribute effectively to long-term professional growth and organisational performance.
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