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Executive Summary
Helios Urban Mobility (HUM) is a smart-transport start-up based in Europe with a focus on artificial intelligence-powered solutions for smart infrastructures and electric mobility. Despite still going strong in three different cities in London, Berlin and Singapore, it has held up under a number of hurdles: low engagement levels among employees, a high turnover rate with their graduate talent, and poor socialisation amongst its employees.
 This report summarizes a suggestion of a strategic human capital architecture to address these problems. It is recommended that; a structured development of socialisation should be developed; there should be an increase in organisational identification; ethical professionalism should be developed; there is need for business activist mindset development. They are designed to increase employee engagement, speed up the integration process, boost the level of engagement and allow for ongoing organisational performance and successful continuous strategic renewal.
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[bookmark: _heading=h.n7ye9s8nid1z]1. Introduction
Helios Urban Mobility (HUM) is a young smart mobility start-up with 450 employees in London, Berlin and Singapore with growth rates of several hundred per cent per year. It is responsible for the organization to develop AI system solutions for electric mobility and smart infrastructure analytics, to help city governments build sustainable and efficient urban mobility systems.
 HUM has encountered numerous human capital challenges after being in the throes of accelerated growth for five years, which will affect competitiveness and organizational performance. HUM has faced a number of human capital challenges after five years of rapid growth that will take a toll on competitiveness and organizational performance (AbouBakr and ElSerafi, 2023). 
The first challenge is the lack of socialization in the organisation, and the hiring period needed to get a new hire up and running is an average of 8 months. The second problem is Damaged Employee engagement - recent survey statistics show that a mere 54% of employees are engaged. The final-related item is that many of the students with great potential leave the program, posing a threat to overall talent retention and leadership development. The purpose of this report is to create a strategic Human Capital's architecture for organization's renewal. Assesses socialization practices, identifies strategies to build employee engagement, and suggests solutions that will support engagement, retention and/or viable growth in the organization.
[bookmark: _heading=h.ni7sfram4u2h]2. Task A: Socialisation, Identity and Business Activism
[bookmark: _heading=h.3xgl03mw5sg3]2.1 Traditional Onboarding vs Strategic Organisational Socialisation
The first job-related orientation, introducing and making a new employee familiar with the rules and regulations of the organization, responsibilities of their role and expectations in the workplace, is called onboarding. While this approach ensures adherence, increases administrative efficiency, and to a certain degree, ensures some level of operational integration, it tends to focus on the short-term commitment of employees (Tang and Figliola, 2025). This can result in knowledge of tasks and lack of organisational attachment among employees. But strategic organisational socialisation is ongoing, influencing the state of the attitudes, behaviours and identities of employees in an organisation. 
Van Maanen and Schein have an interesting theory about socialisation based on two components: Structured experiences to help adapt to a new situation and cultural integration. The theory of Psychological Contract reflects that by aligning employee's psychological expectations with organisational commitment, trust and retention can be achieved. 
Additionally, identity construction theory also emphasizes how employees interact in meaningful ways leading to an experience of belonging that is based on some values shared with the organization. Strategic organisational socialisation is more appropriate for Helios Urban Mobility as it targets the engagement and retention issues (Selamet, 2025). 
[image: ]
Figure: Employee onboarding process mentoring socialisation workplace
(Source: Selamet, 2025)
[bookmark: _heading=h.iwn4l3cdns9m]2.2 Proposed Socialisation Framework for HUM
By sharing a framework of socialisation opportunities, Helios Urban Mobility can help to lower ramp-up periods, increase engagement and increase employee commitment. This should begin at the pre-boarding level and should be done via a digital introduction for the individual to the organisation including the values, aims of the organisation and how things are expected to run within the workplace. All new employees, however, should be brought on board by a mentor who can help to create early relationships (Sethu, 2025). 
After initial induction there should be a series of structured induction events and action learning exercises, incorporating technical training and some activities to start to integrate into the team within the first 90 days. In fact, regular feedback sessions with managers and mentors should be carried out to identify concerns and problems, monitor achievements and establish the expectations of management.  
These are exercises that can help to encourage learning and increase confidence. Staff should have career planning meetings along with leadership exposure and other professional development programs in their first year. These can help to clarify to employee’s opportunities for career growth and settle up future stability and match (Zawieska et al., 2025). This will favour socialisation and psychological contract theories since the socialisation that can be stimulated through the framework, which puts emphasis on cultural integration, trust and organisational identification could be adopted.
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Figure: Employee journey preboarding onboarding mentoring first 90 days 
(Source: Zawieska et al., 2025)
[bookmark: _heading=h.1508bpr5fj00]2.3 Building Organisational Identification 
Organisational identification is a sense of self, linked to an organisation. High identification leads to commitment, engagement and encouraging behaviours in job. Helios Urban Mobility's sense of belonging is very important to its retention efforts and the sense of belonging among employees will increase their level of loyalty. The first mechanism is reinforcing common values and organisation’s purpose (Cotter et al., 2026). Employee should be informed of their responsibilities in sustainable mobility in urban areas and in technological innovation. Having one knows what he is doing would make him proud and have a sense of purpose. 
Secondly, the effectiveness of employee voice mechanisms needs to be reinforced, for example by engaging in surveys regularly and innovation forums and employee feedback systems. If they feel their views are valued, staff will feel part of the team and feel part of the organization's objectives, and be part of the decision-making process. Furthermore, HUM needs to promote the integration of cross-cultural communication in their offices London, Berlin and Singapore. 
[bookmark: _heading=h.l3uyof9mn5ws]2.4 Promoting Ethical Professionalism 
In the world of technology-based industries where choices can have grave implications on different stakeholders and society at large, ethical professionalism is an important attribute to have. With AI solutions in the future, the need to promote ethical values of city-to-city mobility is ever greater.
 In the era of city-to-city mobility, driven by AI, upholding high ethical standards becomes crucial for the sustainability and credibility of Helios Urban Mobility. The first one should be comprehensive ethics training programmes (Formolli et al., 2022). The responsible use and care of data, artificial intelligence, the environment and responsible innovation are expected values of ethics that employees have to be acquainted with. 
Help staff members to participate in periodic ethics sessions, where informed decisions can be made regarding an ethical issue. Secondly, this ethical leadership needs to be upheld in all aspects of the organization. Similarly, leaders must be role-models; decision makers who are transparent, honest and accountable. If leadership by example raises people's readiness to be ethical among each other, this boosts the opportunities they have to be ethical towards other people. Thirdly,
 HUM needs to set accountability measures in place, including ethics committees and confidential reporting line, along with codes of conduct (Ashoub, 2026). In the event that any employees encounter their ethical concerns with these systems they are provided assistance and guidance.
[bookmark: _heading=h.6t4nx23y68m0]2.5 Developing the Business Activist Mindset 
Business activism arises as a principle urging the workforce and leadership groups to take up social problem solving and interaction with other groups (stakeholders) for the attainment of the goals of the company.
 Helios Urban Mobility can benefit a company's purpose and increase employee engagement by having this attitude. Moving HR Business Partner is a prime case example of how HR is moving from being a tactical force to a strategic one in the organisation that, in turn, creates a larger Human impact in the social environment.HR Business Partnering is an illustration of the HR evolution towards a more strategic role within the organisation, thereby moving into broader Human roles influencing societal outcomes. This lens promotes employees' reflections on their broader and deeper impacts (Danfulani and Gülseven, 2024). 
Similarly, the stakeholder capitalism perspective envisions the importance of enterprises putting more emphasis on the value of their employees, customers, and communities in addition to their shareholders and their government. Yet stakeholder-centred decision-making is of particular interest for HUM, which is hugely engaged in discussing a Sustainable Urban Mobility target. HUM should aim to promote an entrepreneurial attitude by encouraging employees to participate in projects, initiatives and initiatives related to sustainability, urban development and innovation that address urban mobility issues.
 It is possible to create cross-functional working teams to look for solutions that bring out business and social values (Volynets, 2025). They are intended to help the employees understand activities they perform and care about and make a real difference to a social good.
[bookmark: _heading=h.fgopbf22rraz]3. Task B: Innovative Job Design Strategy
[bookmark: _heading=h.ne946y8xsydv]3.1 Introduction to Job Design
Designing a job is of paramount importance in enhancing employee effort, commitment and retention. Good work design that fits "human" needs into need of organisation designed to give meaning, motivation and flexibility of working life. Helios Urban Mobility has a challenge with low engagement and high graduate attrition: they need a strategic tool to help them solve this problem. This section proposes an innovative Job Design theory applying the Job Characteristics Model and Job Crafting Theory, to a skills-based architecture, complemented by an internal employee talent marketplace and further suggest that the application of such Job Design approaches can positively impact employee motivation, innovation and long-term organisational commitment.
[bookmark: _heading=h.6gnpa28lsqy0]3.2 Application of Job Characteristics Model (JCM)
Theory from Hackman and Oldham's Job Characteristics Model indicates that there are five important factors of a job that lead to higher motivation and performance. A way of increasing skill variety is to give an employee the opportunity to be involved in projects with different disciplines like technology, analytics, sustainability projects. There is a need for employees to have the control of projects from the development stage to implementation stage to enhance task identity (Bergmeier et al., 2025). 
To emphasize mobility solution's role in urban transport solution and the environmental aspect, this contribution can be presented. Also, autonomy needs to be given, creation of flexible working and a greater role for all employees in decision making. Regularly establish feedback mechanisms and carry out periodic performance assessments and direct project assessments to support and promote students' learning. 
[bookmark: _heading=h.rfzal4hrj5ir]3.3 Job Crafting Theory
One of the important aspects of Job Crafting theory is the association between the individual employees and their job experiences—how they are shaping their experiences. Design tasks to encourage workers to select tasks that are suitable to their strengths and interests. Relational crafting is through working with colleagues from other practices throughout London, Berlin and Singapore. This can complement degrees of freedom available when sharing knowledge and integrating it in the organisation (Mastorakis, 2025). 
The concept of cognitive crafting aims at giving a focus to employee's roles, in which they must identify their role in a broader organisational and social dynamics, such as the sustainable urban mobility and transport. HUM can develop a more flexible and employee-friendly environment by giving the employees the flexibility to adapt some aspects of their work. By demonstrating greater ownership of the job, increased satisfaction, and employee’s commitment, Job Crafting also provides opportunities to design experiences for employees to develop and innovate.
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Figure: Job characteristics model
(Source: Mastorakis, 2025)
[bookmark: _heading=h.ojxp4mcpzh6x]3.4 Skills-Based Architecture and Internal Talent Marketplace
A skills-based architecture is based around employee skills, not on traditional job titles. This enables organisations to utilise personnel in areas that are most required in the business and be more flexible with their staff's careers. 
The HUM needs to create an atmosphere for the creation of an internal talent marketplace, in which employees have the option of joining to a short-term project or project development based on their abilities and interests, and can cross-utilize their skills in cross-functional assignments. With the help of Artificial Intelligence, it could make the match by comparing the skills of the employees and skills required in the various locations and departments (Lievevrouw and Voet, 2023).
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Figure: AI talent marketplace skills-based workforce digital HR analytics
(Source: Lievevrouw and Voet, 2023)
[bookmark: _heading=h.gxy8ia8mmr0l]3.5 How the Proposed Design Enhances Motivation
The recommended job design plan will increase the intrinsic motivational treatment by providing the employees with lots of relevance, independence, learning opportunities and additional job duties. They learn to value their self-esteem and sense of responsibility in several projects and decisions. It helps to increase the level of engagement within an organisation because employees feel they are on the same page as the organisation and feel an interest in its goal or objectives (Senise, 2023). Pivotal instrumenting of standards through a skills-based architecture also lends upward mobility and even commitment to a career down the road.
 The various cross functional collaboration, sharing of ideas and different perspectives will also enhance innovation and creativity.
[bookmark: _heading=h.4shveii6mned]3.6 Critical Evaluation and Justification
It has a number of benefits including increased participation, flexibility, improved retention of people, and increased innovation. The use of traditional theory together with current talent management methods can be useful for extracting solutions to personnel problems faced by HUM. But there may be a considerable start-up investment needed in technology, training and management support to implement it. Resistance to change may also come from employees and/or leaders. For successful implementation, therefore, the following factors are important – effective communication, leadership commitment and monitoring efforts. Whilst these are all negative, the positive outweighs the negatives and these are important in the ongoing sustainable organisation.
[bookmark: _heading=h.3i75cdogeeoj]4. Task C: Reflective Report
[bookmark: _heading=h.2sahdk1qg1x7]4.1 Using AI as a Decision-Support Tool
AI has many advantages in HR, including better data analysis, aiding in recruitment decisions and workforce planning. On the other hand, AI has the potential to recognize trends, predict staffing needs, and streamline administrative processes. But there are also numerous risks to the use of AI, including algorithms that can be biased, ethical concerns, and the lack of human judgment. Using automated systems could be a form of unintentional discrimination and it does not take into account context when deciding on action. I believe, and in my opinion, that AI is a Decision Support System, not a decision maker.
[bookmark: _heading=h.a2zj1uwthwp]4.2 Personal Capability Development Plan
I will develop a few important skills that will help me fit better into the next opportunities for employment. To make sure I have the right capacities in place to understand and see the workforce data and be able to support evidence-informed decision making, the first is that I need to be better at data literacy. Part 2 is focused on developing my understanding of HR practices - and how these can be enhanced through the development and use of emerging technologies. Thirdly, I will develop my strategic influencing competencies through leadership development and stakeholder engagement programmes.
[bookmark: _heading=h.cmb6uros9hfb]4.3 Personal Reflection and Future Career Goals
The assessment has identified HCPM as a critical need for organisations to resolve issues and achieve success. I am now much better informed about how socialisation and work design and technology can have an impact on employee engagement and retention. I've always dreamt of having a career in strategic HR where to help bring about the change in the organisation and make workforce changes in an organisation.
[bookmark: _heading=h.2rnv4yti652i]5. Conclusion
Helios Urban Mobility's existing human capital structure must be comprehensive to encourage socialisation issues and minimize graduate drop-out and engagement rate. The report recommended the need for an organised socialisation process in an organisation, organisational identification process, professional ethics and business activism. In addition, it suggested an innovative model for job design, based on the Job Characteristics Model, job crafting and a skills-based talent marketplace, to improve worker motivation and retention. 
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