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[bookmark: _Toc235029241]Introduction 
In dynamic and technology-driven organisations, human capital has become an imperative source of sustainable competitive advantage in knowledge-intensive organisations. In this report, a strategic human capital architecture of Helios Urban Mobility is developed covering the most pertinent organisational issues such as low levels of employee engagement, long onboarding process, and high turnover of graduates. It also critically assesses the socialisation of organisations, job design and the strategic role of AI in the human resource management by referring to the relevant theories and the current research. Moreover, the report suggests evidence-based HR interventions to boost employee motivation, organisational commitment, innovation, and workforce agility, as well as the long-term goal of Helios to provide sustainable, AI-enabled urban mobility solutions.
[bookmark: _Toc235029242]TASK A: Socialisation, Identity and Business Activism
[bookmark: _Toc235029243]Part 1: Critical Evaluation of Traditional Onboarding versus Strategic Organisational Socialisation
Traditional Onboarding: Operational Efficiency but Strategic Limitations 
Through traditional onboarding, When the new employee joins an organisation, he/she will experience feelings of stress, anxiety, and uncertainty about what he/she will find, he/she will wonder how the employees will react to his/her presence, how the organisation will be inside, how his/her manager will be. To decrease all these internal conflicts with the new employee, some organisations create programs and implement practices that identify key information about the organisation as well as the roles that the new employee will perform (Godinho et al., 2023). “The important Key Findings from the case” of this article says that Helios Urban Mobility, after an 8-month ramp-up period, received an engagement score of 54% and its high graduate attrition suggests that administrative onboarding has not pulled employee integration into the organization successfully (Erfan, 2024).
Strategic Organisational Socialisation as a Competitive Advantage 
In opposition to, strategic organisational socialisation is the ongoing interactive process of identity, capability development and cultural assimilation of newcomers. According to Van Maanen and Schein (1979), more systematic socialisation, sequential learning from mentors, and ongoing feedback reduce uncertainty and ensure an accelerating adjustment. Yet, excessive formalisation restrains creativity in innovative firms like Helios. Accordingly, it is appropriate to adopt a hybrid approach combining structured guidance with autonomy and collaboration. This enables employees to settle in quickly and helps develop creative behaviours and cross-functional relationships that foster Helios’ long-term strategic goal (Kanungo, 2025).
According to Van Maanen and Schein (1979), institutionalised socialisation strategies, such as sequential learning, mentoring and structured feedback, diminish the uncertainty of newcomers and speed up the process of organisational adaptation. Their model offers the theoretical framework of the socialisation programme proposed by Helios. Recent studies propose that such practices continue to work in technology-intensive organisations with employee autonomy and ongoing learning (Didion et al., 2024).
Psychological Contract and Employee Commitment 
According to Rousseau (1995) psychological contracts are formed by employees on the basis of perceived reciprocal expectations between the employee and the employer. At Helios, the long onboarding process and loss of graduates indicate that relational expectations in terms of mentoring, career development and support in the organisation might not be fulfilled to the full. According to the recent research, the achievement of these expectations enhances commitment and organisational citizenship behaviours. At Helios, engagement and graduate turnover suggest that the cause of unmet expectations is probably a breach of the psychological contract, not employee shortcomings. When Helios invests in support for career development and employee development as well as the organisational development, it builds trust, commitment and retention of employees (Snyman et al., 2023). Furthermore, it encourages employees to exert discretionary effort which exceeds the requirement in their contract (Somu and Ali, 2025).
Identity Construction and Strategic Evaluation
According to Identity Construction Theory, relationships and experiences allow employees to identify with an organisation and its purpose, thus becoming a committed member of the organisation. The conventional onboarding frequently falls short regarding the more secure identification with professional specialisms than the organization (Othman et al., 2024). Through mentoring, collaboration and shared purpose, Helios should deliberately further its strategic socialisation mission of AI-enabled sustainable urban mobility. While administrative information requires traditional onboarding, it is strategically not enough (Santos et al., 2025). Helios uses the institutionalized socialization, psychological contract fulfilment and identity construction to promote engagement, speed adjustment, stabilize graduate retention and develop a sustainable competitive advantage through its human capital (Chitraju, 2023). 
[bookmark: _Toc235029244]Part 2: Strategic Organisational Socialisation Framework for Helios Urban Mobility
In light of Helios’ eight month long ramp up period, decreasing engagement and graduate drop out, a structured organisational socialisation framework is put forth. In contrast to traditional onboarding, this framework treats socialisation as a strategic, ongoing process running from recruitment through the 1st year of employment. An integrated framework involving institutionalised socialisation (Van Maanen and Schein, 1979), Psychological Contract Theory and Identity Construction Theory which enhances the process of fitting into a organisation while keeping scope of innovations and individual development (Didion et al., 2024). 
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Figure 1:Corporate onboarding strategy roadmap
Source: Self-Created

The proposed framework deals with Helios’ strategic problems and eliminates fragmented onboarding with an all-encompassing developmental journey.  Pre-boarding creates a sense of trust prior to employment, reducing uncertainty and enhancing the psychological contract. According to Garwe, structured induction, mentoring, and cross-functional innovation projects that identify with the organisation help participants to participate actively rather than passively orientate. 
The eight- to four-month ramp-up period is a bold choice but can be carried out due to the fact that the proposed framework combines both structured onboarding and mentoring, ongoing feedback, AI-driven learning and cross-functional projects all at the same time. However, this objective must be initially piloted with cohorts of graduates and compared with the established performance metrics prior to a broader organisational adoption. (Ayanponle et al., 2024).
[bookmark: _Toc235029245]Part 3: Cultivating Organisational Identification, Ethical Professionalism and a Business Activist Mindset
According to Tajfel and Turner (1979), people get a portion of their identity through the identity of their social group membership. As a result, employees that identify with the mission of Helios the most are more susceptible to show organisational commitment and discretionary effort. Recent studies affirm that Social Identity Theory can be still applicable to enhance participation and purpose-driven cultures among employees. (Erzikova and Martinelli, 2024). The organisation can reinforce the purpose of Helios through a variety of initiatives including leadership storytelling, mission workshops, cross-functional innovation communities, and recognition programmes (Adegoke et al., 2024). Helios is Helios is promoting sustainable urban mobility. Train professionals not just to comply with AI ethics, but also on data governance, ESG participation, ethical leadership and whistleblowing in confidence, strengthening stakeholder trust and responsible innovation. In addition, drawing on Ulrich’s HR Business Partner model and Stakeholder Capitalism, Helios should enlist employees in Sustainability Innovation Challenges, Partnerships with City and Government, ESG Ambassador roles and Customer Co-Creation Initiatives (Singh et al., 2025). When we receive executive sponsorship and implementation funding for employee-led solutions, it shows that employees can be innovators and sustainability champions, not just contributors to operations (Akinwalere et al., 2025).
[bookmark: _Toc235029246]TASK B: Job Design
[bookmark: _Toc235029247]Part 1: Designing an Innovative Job Architecture for Helios Urban Mobility
Helios’ reduced engagement, an 8-month ramp-up time, and high graduate attrition show that a traditional job-centred structure does not support innovation. Stagnant job descriptions and fixed organizational flows hinder speed, collaboration, and learning. As a result, the integrated job architecture of Helios should comprise the Job Characteristics Model, our Job Crafting Theory and a Skills Based Architecture supported by an AI-enabled Internal Talent Marketplace. All of them develop intrinsic motivation, workforce agility, capability development and innovation adopting a complementary approach to develop sustainable competitive advantage through strategic human capital (Khatoon et al., 2025).
1. Redesigning Jobs through the Job Characteristics Model (JCM)
Instead of redesigning jobs around inflexible departmental boundaries, Helios needs to redesign work to optimise the five core job characteristics that create meaningful and intrinsically motivating work.
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Figure 2:Structured job design and impact table
Source: Self-Created


The newly designed model goes beyond the original Job Characteristics Model by acknowledging that meaning is derived from the design of not only one’s task but from working with others, creating new ideas, and societal impact. An AI engineer is working on predictive traffic optimisation. Hence, the AI professional should not only write machine-learning algorithms. Instead, they should attend meetings with city officials. He must also see how mobility solutions enhance public transport efficiency. Finally, an AI engineer must receive direct customer feedback. Integrating this increases task identity and task significance and strengthens organizational commitment. As a result, the jobs become developmental experiences, not bags of technical experiences (Dimri et al., 2026).
Whereas Job Characteristics Model argues that job redesign, led by the managers, is essential in enhancing motivation (Hackman and Oldham, 1976), Job Crafting Theory argues that employees must take the initiative to design their jobs themselves (Wrzesniewski and Dutton, 2001). The combination of the two strategies will allow Helios to find a balance between consistency and flexibility of employees within organisations, promoting innovation and long-term engagement..
2. Embedding Job Crafting to Increase Innovation and Engagement
Job Crafting Theory proposes that workers are the designers of their jobs. It fits the case of Helios due to its innovative drive. Employees should be empowered to take part in task crafting (devoting time to innovation projects), relational crafting (building cross-functional and global networks), cognitive crafting (linking their work to Helios’ sustainable mobility purpose) and developmental crafting (personalising learning with AI, ESG and leadership micro-credentials). This flexibility improves involvement, education and creativity while lowering student dropout rates. Job crafting should take place within clear organisational priorities so that there is no ambiguity in roles or strategic misalignment (Suljic, 2025).
3. Building a Skills-Based Architecture through an AI-Powered Internal Talent Marketplace
Helios should do away with fixed job titles in Favor of a Skills-Based Architecture and AI-powered Internal Talent Marketplace. A skills database that is continuously evolving would map the technical, leadership and behaviour capabilities of employees. This would enable AI to match them with projects outside their function, international opportunities and tailored learning pathways. Nevertheless, the introduction of an AI-powered talent marketplace can bring about algorithmic bias, the mis-matching of skills, and privacy issues of employees. Those risks may be alleviated by open governance, periodic audits of AI recommendations and management control in order to make sure that technology works in support not instead of informed human judgment. (Mujtaba, 2026).
[bookmark: _Toc235029248]Part 2: How the Proposed Job Architecture Enhances Motivation and Supports Innovation
The job architecture proposed enhances motivation through the Job Characteristics Model (Hackman and Oldham, 1976) and Self-Determination Theory (Deci and Ryan, 1985) – when work satisfies the psychological needs of employees to feel autonomous, competent and connected. Redesigned jobs increase workers’ skill variety, task identity, task significance, autonomy, and implicit feedback rather than relying on external reward. Meaningful works are more intrinsically motivating than for the expectation of quantities of external rewards. At Helios, where engagement has dropped to 54%, giving employees a voice in cross-functional projects, decisions on AI-enabled solutions and continuous developmental feedback enhances psychological ownership, learning and accountability (Achuthan, 2025).
Autonomy
While autonomy is a potent creativity booster, too much discretion without any purposeful direction can lead to misaligned priorities and uncoordinated efforts.  Thus, Helios should help balance employee autonomy with clear organisational aims and regular coaching. By incorporating multidisciplinary projects, global cooperation, and rotational assignments, you may increase skill variety and develop competence (Hoichuk and Lyubomudrova, 2024). Employees are given opportunities to see how their work contributes to sustainable urban mobility thanks to greater task identity and task significance. This promotes organisational commitment and willingness to innovate. Replacing one-off annual appraisals with ongoing multi-source feedback from managers, peers, customers and AI analytics accelerates learning and performance while eliminating uncertainty (Ajewumi, 2024).
Internal Talent Marketplace
Current practices in various industries demonstrate the effectiveness of this integrated approach. For instance, in the financial sector, AI is used to analyse employee behaviour and predict retention risks, allowing for proactive strategies to retain top talent. In technology, AI-driven talent management systems have improved employee retention rates and streamlined hiring processes. Moreover, AI-powered tools are enhancing employee engagement and performance management. A study by McKinsey found that organizations using AI for performance management reported a 15% increase in overall employee productivity. The HRM research findings show that AI improves workforce planning, identifying skills and internal talent mobility through better decisions and less administrative workload. However, researchers point out that AI must supplement managerial judgement, but not substitute it since bias in the algorithms and contextual constraints can minimize fairness and trust among employees. (Fatol et al., 2025).
[bookmark: _Toc235029249]TASK C: Reflective Report
[bookmark: _Toc235029250]Part 1: Reflective Discussion on Using AI as a Decision-Support Tool in HR
With reference to Gibbs’ Reflective Cycle (1988), the following reflection demonstrates how AI is a useful decision-support tool, but human judgement remains critical. All through the module, I have realised that AI can effectively leverage strategic HR functions related to analyses of data (workforce) and predicting turnover or recruitment decisions. Further, prediction of future skills and monitoring of trends in engagement.  HR professionals can make evidence-based decisions faster and invest more time in strategic workforce plans and less in administration.
Nonetheless, there is also a risk that AI learning will substitute for professional judgement. Artificial intelligence systems can repeat relevant historical bias, hallucinate incorrect outputs, and ignore contextual factors such as organisational culture, employee wellbeing and ethics. Because of this, depending only on AI may lead to HR decisions that are unfair or uninformed. As a future HR practitioner, I have raised sense of responsibility for questioning instead of accepting AI recommendations if suitability.
Going forward I will adhere to the principle of AI assists; humans decide. I will leverage AI for enhanced evidence gathering, scenario analysis and decision quality while ensuring that ultimate decisions are shaped and guided by ethical reasoning, emotional intelligence and strategic judgement. This assignment has helped me dispel my original belief that AI is an objective HR decision-maker. The ability to critically analyse the literature revealed to me that the technological advice should be ethically judged and based on organisational situations. I also found it more challenging to combine several theories of HR in a single, logical framework than to grasp each theory separately..
[bookmark: _Toc235029251]Part 2: Personal Capability Development Plan
To be an effective strategic HR professional who can facilitate organisational transformation in an increasingly digital and global workplace, I acknowledge the need to keep enhancing my knowledge and professional capabilities. The development plan that follows indicates the skills I want to develop in the next year.
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Figure 3:HR development plan
Source: Self-Created

In line with my lifelong learning and continuous professional development, this capability development plan. I want to enhance my analytical ability so I can make strategic decisions based on evidence, and I also want to develop AI literacy so that I can use emerging technology responsibly and ethically. It will be through strengthening my strategic influencing skills that I will be able to communicate the rationale behind my recommendations which help align HR initiatives with organisational objectives and by increasing my understanding of global mobility I shall be prepared to manage diverse international workforces.  This module has assured me that future HR professionals not only need to be technologically competent but need to also use critical thinking, ethical judgement, and have strong interpersonal skills. Through these developmental activities, I intend to aspire to become a strategic HR leader who will help the organisation by innovating, leading responsible digital transformation and creating sustainable value for organisation and its stakeholders.
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Capability

Why it is Important

Development Action

Timeline

Data Literacy &
HR Analytics

Enables evidence-based HR
decisions by analysing workforce
trends, engagement and
organisational performance.

Complete a Power Bl course, build
HR dashboards and analyse
workforce metrics such as turnover,
engagement and productivity.

Within 6 months

Al Augmentation
in HR

Supports strategic HR through
Al-enabled recruitment, workforce
planning and talent management
while ensuring ethical decision-
making.

Develop proficiency in Microsoft
Copilot and generative Al tools,
complete Al in HR courses and
critically evaluate Al-generated
outputs.

Within 6 months

Strategic
Influencing &
Leadership

Strengthens the ability to influence
stakeholders, communicate
strategic recommendations and
lead organisational change.

Attend leadership and presentation
workshops, lead university projects
and practise evidence-based
business presentations.

Within 12 months

Global Mobility &
International HRM

Develops knowledge of global
talent management, cross-cultural
leadership and international
employment practices.

Engage with CIPD resources, review
current IHRM literature and analyse
multinational HR case studies.

Within 12 months
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Stage

Key Strategic Activities

Theoretical Basis

Expected Outcomes / KPls

Pre-boarding
(Offer-Day 1)

Al onboarding portal, leadership
welcome videos, peer mentor,
digital handbook, early platform
access

Psychological Contract Theory;
Van Maanen and Schein
(1979)

Reduced uncertainty, stronger
psychological contract, >90%
readiness, lower first-month
turnover

Structured induction, job shadowing,

Van Maanen and Schein

Faster role clarity, quicker

First 30 Days weekly coaching, mentoring, (1979); Psychological productivity, stronger team
continuous feedback Contract Theory integration
Cross-functional projects, Smart City | |dentity Construction Theory; Higher engagement, stronger
Day 30-90 ’ organisational identification,

Innovation Challenge, peer coaching,

executive networking

Social Identity Theory

increased innovation
participation

Day 90-Year 1

Career development plans, leadership

mentoring, stretch assignments, Al-
enabled internal talent marketplace,
micro-credentials

Psychological Contract Theory;

Career Development Theory

>90% graduate retention, higher
internal mobility, engagement
>75%, ramp-up reduced from

8 to 4 months
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Job Characteristic
(Hackman and Oldham, 1976)

Strategic Job Design at Helios

Business Impact

Skill Variety

Rotate Al engineers, developers and transport
planners across multidisciplinary smart-city
projects, customer workshops and international
collaborations.

Enhances versatility, knowledge
sharing, adaptability and innovation
capability.

Task Identity

Assign ownership of complete project lifecycles,
from analysing mobility data to presenting Al
solutions to city government clients.

Strengthens ownership, accountability
and understanding of value creation.

Task Significance

Link every role to sustainable urban mobility
outcomes through customer engagement and
impact dashboards.

Increases meaningful work,
organisational commitment and
motivation.

Empower teams to decide work methods,

Encourages creativity, proactive

Autonomy technology choices and innovation experiments problem-solving, psychological
using a staged autonomy approach. ownership and innovation.
Repléce annual appraisals with continuous Accelerates learning, improves

Feedback multi-source feedback from managers, peers, performance, reduces uncertainty

customers and Al analytics, supported by
regular coaching.

and increases employee engagement.





