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Executive Summary

This report establishes a strategic human capital architecture (SHCAP) for Helios Urban Mobility (HUM). It is an European smart-transport start-up that is facing critical human capital problems, such as low employee engagement, prolonged employee integration periods, and high graduate attrition. Organisational identification, ethical professionalism and business activism are proposed to be reinforced by means of strategic socialisation activities in the form of pre-boarding, early integration and long-term development. Moreover, it is suggested that there is a need to modify its job design strategy by considering the Job Characteristics Model, Job Crafting Theory and proposing the Skills-Based Architecture to be inspired by both the Job Characteristics Model and Job Crafting Theory. These are expected to help with increasing employee motivation, agility and innovation. The report also captures reflections on the responsible use of AI as a decision-support tool while keeping human judgement intact and presents a personal capability development plan. In general, the recommendations set out here are designed to increase engagement, retention, organisational citizenship and long-term strategic renewal within Helios.
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[bookmark: _Toc235088685]TASK A: Socialisation, Identity & Business Activism
[bookmark: _Toc235088686]1. Introduction
A systematic synchronisation between talent, culture, and organizational processes that facilitates business transformation is referred to as human capital architecture for strategic renewal. The case study focused in this report revealed that there are several human capital issues with Helios Urban Mobility, such as an eight-month ramp-up period, 54% employee engagement and high graduate attrition. This report reflects on the problems of the ineffectiveness of newcomer integration, and the need to develop a strategic system of socialisation.

[bookmark: _Toc235088687]2. Critical Evaluation: Traditional Onboarding vs Strategic Organisational Socialisation
[bookmark: _Toc235088688]2.1 Traditional Onboarding
The conventional onboarding is a short-term job method that introduces new hires to organisational policies, procedures, their work roles and compliance concerns. Its primary objective is to be sure it is ready for operations and that uncertainty is eliminated. According to Yu et al. (2025), administrative induction is not enough for proper employee induction and retention, especially in knowledge-oriented organisations. Consequently, workers can exhibit low social ties and poor organisational citizenship behaviours which can lead to low loyalty.
[bookmark: _Toc235088689]2.2 Strategic Organisational Socialisation
Strategic organisational socialisation is not only about an administrative induction into the organisation, but also about obtaining behavioural society status as well as cultural and identity integration. It allows staff to learn the values, norms and behaviours that are expected of them in an organisation, and establish positive employee relationships. Bauer et al. (2025) emphasised the need for organisations to invest in newcomer adaptability, connectivity and long-term integration in the contemporary world of work to meet the changing demands of the workplace. It enhances employee adjustment through mentoring, collaborative learning and developmental experiences. This is crucial for Helios, as it will facilitate innovation, speed up integration and bring people on board to meet needs of the business.
[bookmark: _Toc235088690]2.3 Psychological Contract Theory
The Psychological Contract Theory is the theory of employment that is based on unstated expectations that an employee has of the employer and vice versa. New entrants are likely to be performing at work for pay in exchange for meaningful work. Therefore, measuring employee engagement and organisational commitment will be noticeable when HUM will succeed in meeting its employees' expectations. Islam et al. (2025) showed a significant relationship between social capital, perceived organisational support and proactive employee characteristics that have a positive influence on work engagement in the socialisation process. Newcomers who used effective organizational socialization tactics (OSTs) experienced higher levels of work engagement. Undelivered expectations can, however, lead to psychological contract violation, higher levels of lack of trust and higher turnover intentions.
[bookmark: _Toc235088691]2.4 Identity Construction Theory
[image: ]
Figure 1: Framework of the Identity Construction Theory
(Source: Inspired by the ideas of Awan and Abbas, 2025)
According to Identity Construction Theory (ICT), new people build their professional identity continuously upon interaction with people in the organisation and their experiences at the workplace. When employees feel a sense of self-congruence with HUM's organisational values, they will be more likely to stay engaged with the company. Structured organisational socialisation strategies are significant in determining newcomer identity development (Awan and Abbas, 2025). This will significantly create a greater sense of belonging and purpose amongst the employees. 

[bookmark: _Toc235088692]3. Strategic structured socialisation framework for Helios
Stage 1: Pre-Boarding
It becomes essential for Helios to develop a structured pre-boarding programme for new talents to manage uncertainty and reinforce their psychological contract before joining. Enhancing readiness and organisational attachment can be achieved through activities as shown in table 1. Organisational culture greatly impacts employee perceptions even before the initial working days (Schneider et al. 2026). Too much information, though, can scare off new users and lead to false expectations. Freis (2025) pointed out that communication has an impact on the emotions of staff.
[image: ]
Table 1: Preboarding process activities
(Source: self-created)
Stage 2: First 90 Days
These initial 90 days should be dedicated to cultural learning, awareness and cross-functional learning via workshops, I-labs, and project simulations. Managing and structuring the socialisation process can assist the employee in making the transition by ensuring the expectations are communicated and fostering good employee relationships. Religious between-school support programmes are, however, highly structured and may be seen to encourage conformity, which may reduce creativity. This limitation aside, Helios works in a co-creative, AI-enabled world where it is crucial to share information. There is a strong possibility that structured socialisation will enhance the current 54% roll-on. A 2% increase in Human Capital ROI can generate $10 million more in profit for companies with large workforce costs (Petres, 2025).
Stage 3: Year One Integration
Integration for year 1 needs to include development reviews, innovation projects, leadership exposure, international mobility options and make the employee a devoted organisational citizen. Retention, commitment and visibility of career through long-term development programmes. Barua et al. (2025) emphasised the need for the development of the workforce to enhance employee performance and retain them. However, all such projects involve major investments and can pose operational problems at many sites. The disadvantages, however, do not outweigh the advantages in the long run, as it will be cheaper to hold on to your good staff members than to replace them. Meanwhile, reducing employee attrition by just 2% through targeted strategic HR interventions can save upwards of $3 million annually (Petres, 2025).

[bookmark: _Toc235088693]4. Mechanisms to Cultivate Organisational Citizenship
[bookmark: _Toc235088694]4.1 Organisational Identification
It is a mandate for staff functions and activities to be in line with Helios' mission of sustainable mobility and smart city innovation to strengthen organisational identification. Those who know the value that their activities bring to society are more apt to be committed to the organisation. Strong identification could sometimes discourage independent thinking and critical evaluation of the organisational decisions. Professional growth offers an opportunity for employees to stay in their organisations, with 34% more likely to stay when offered these opportunities (AIHR, 2026).
[bookmark: _Toc235088695]4.2 Ethical Professionalism
Professionalism needs to be encouraged with ethics certification, AI ethics training and work with responsible innovation (Klarin et al., 2024). These activities can foster accountability and trust, and a professional demeanour. However, training programs could turn into "paper drills" if workers are unable to internalise the values and behaviours of the organisation.
[bookmark: _Toc235088696]4.3 Developing the Business Activist Mindset
Employees should be inspired to act as entrepreneurs by means of stakeholder labs and sustainability challenges on Helios' initiative forums. Hanisch et al. (2025) claimed that strategic cooperation between the various actors in the organisation can be facilitated by shared perspectives on how to think. Likewise, Sumarlan et al. (2025) concluded that good communication enhances the work of stakeholders and their commitment. 

[bookmark: _Toc235088697]TASK B: Job Design 
[bookmark: _Toc235088698]5. Innovative Job Design Strategy for Helios
[bookmark: _Toc235088699]5.1 Current Job Design Challenges at Helios
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Figure 2: Proposed Workforce Architecture Framework
(Source: TA, 2026)
Figure 2 has revealed the need for alignment of strategy, competencies, roles, outcomes, rewards and performance (TA, 2026). HUM is at the time battling with numerous labour issues, which consider the need for a redesign of the labour. Some of the traditional forms of job structure offer clear roles and responsibilities, thereby enhancing the accountability of these jobs, which ultimately leads to reduced ambiguity. Highly specialised roles, however, can lead to the development of functional silos, which can hinder knowledge sharing and collaboration between departments. Job boundaries are also not fluid and could hinder staff growth and agility in fast-paced sectors like AI-powered mobility. Human capital planning involves organisations moving towards a balance of human capital resources and skills with their strategic goals and future needs. 74% of organisations will redesign jobs to support AI in 2026 (SHRM, 2026). Hence, an innovative approach to job design that keeps to the minimum requirements of running operations while allowing for flexibility, learning, and innovation in the job is desirable at Helios.
[bookmark: _Toc235088700]5.2 Application of the Job Characteristics Model (JCM) 
The job design strategy of Helios is best aligned with the Job Characteristics Model (JCM) due to skill variety, task identity, task significance, autonomy and feedback, which effectively influence and motivate. There would be multidisciplinary projects in AI, mobility and sustainability and employees will get more involved, become more responsible and learn more. Work that matters and freedom can foster commitment, innovation and performance. Employees who exhibit citizenship/extra organizational behaviours are 27% more productive than non-citizen employees (KW, 2026). However, more autonomy can result in a more ambiguous job and more workload per job. Creativity and innovation are what Helios depends on, which makes JCM a useful approach to helping to keep staff engaged and the organisation performing.
[bookmark: _Toc235088701]5.3 Application of the Job Crafting Theory 
The Job Crafting Theory focuses upon employee-initiated changes to a job, employee relationships and perceptions about the job (Holman et al., 2024). With this, it is required for employees of HUM to be encouraged to choose projects that they are interested in, work trans-departmentally and relate their work to societal impact related to sustainable mobility and smart-city development. This way, the members of the staff can tailor the job according to their personal needs and still perform based on the organisation's goals. The autonomy people exhibit in their tasks. In other words, the level of discretion they have to choose their actions may sometimes result in job satisfaction and job commitment. It is because their work tasks are based on their personal strengths and interests. 
Hamann and Velarde (2025) indicated that the socializing effect of competition should be reflected more thoroughly not only by scholarship on academic competition but also by research policy that promotes competition. Thus, job crafting can improve employee commitment, in addition to supporting continuous learning and professional development. Unrestricted job crafting, however, might lead to inconsistencies amongst teams and to less standardisation. Staff might focus on activities with which they have a liking while ignoring the necessary activities. Another challenge for managers may be in synchronising very customised jobs. Nevertheless, Helios has confirmed that it does have a valid need for controlled job crafting as innovation often comes out of the variety given to employees to experiment and use their unique talents. Risks do not have to be sacrificed, rather there is a need for structured guidelines and managerial oversight to minimise risks (Bai et al., 2025). This equilibrium ensures staff are not only involved with the business but can also help deliver business objectives.
[bookmark: _Toc235088702]5.4 Skills-Based Architecture / Internal Talent Marketplace
[image: ]
Figure 3: Human Capital Strategy Framework
(Source: MG, 2026)
Strategic alignment of competencies, leadership, rewards, performance and culture (MG, 2026). In addition to empowering/supplementing JCM and job crafting, a capability-based architecture would allow Helios to assign talent according to what they can do. It would consist of a skills repository, AI-powered skills matching, internal projects and cross-country assignments. The advocates say that skills-based organisations are more agile and create better utilisation for staff members. An estimated 90% of organizations are now undergoing some form of digital transformation (Sees, 2026). However, implementation is costly in terms of technology and skills assessment, and transparency issues may be present. Nevertheless, a skills-based architecture offers flexibility and increases the adaptability of the organisation over time.

[bookmark: _Toc235088703]6. How the Design Stimulates Intrinsic Motivation and Innovation
[bookmark: _Toc235088704]6.1 Enhancing Intrinsic Motivation
The proposed job design test in the context of HUM has improved meaningfulness, autonomy, learning opportunities and employee involvement in their work. All of these are factors of intrinsic motivation. JCM enhances ownership, accountability, and job crafting, which helps to match the employee's interests to jobs. A skills-based architecture also supports and underpins career progression and employability. Levitats et al. (2025) emphasised that workplace performance is the outcome of the three factors, such as motivation, ability and opportunity. Further, organisations with regular employee recognition have a 45% lower risk of losing employees (Achievers, 2026). However, giving them too much freedom can be stressful and confusing. 
[bookmark: _Toc235088705]6.2 Supporting Innovation
Helios' innovation is essential to the fast-developing scenario of the smart-mobility industry. Cross-functional projects, job crafting and an internal talent marketplace will enable people to collaborate, experiment, share knowledge and never stop learning. Various experiences and perspectives will boost chances for creative solutions. Companies that encourage employees to move within the business have a 41% longer tenure than other companies (Oracle, 2026). On the other hand, innovation-focused architectures can lead to coordination problems and communication issues. Despite all these constraints, innovation is always the key for staying competitive, and job design flexibility and collaboration are a key priority for Helios.

[bookmark: _Toc235088706]TASK C: Reflective Report
[bookmark: _Toc235088707]7. Using AI as a Decision-Support Tool Without Eroding Human Judgement
[bookmark: _Toc235088708]7.1 Benefits of AI in Decision-Making
AI is an essential decision-making support system that helps to process data, do predictive analysis and support evidence-based decision-making. AI has the ability to assist in HR tasks like workforce planning, recruitment, employee engagement analysis, and talent development. AI-powered insights aid in planning future manpower needs, allowing organisations to make informed decisions on strategic planning. Organisational learning and knowledge management are important enablers of sustainability and transformation (Tessema, 2025). 
[bookmark: _Toc235088709]7.2 Risks of Over-Reliance on AI
I am aware that over trusting AI could lead to a decrease in critical thinking and human judgment. AI outputs might result in biased decisions based on incomplete or inaccurate information, and accepting AI suggestions without scrutiny can lead to overlooking crucial context. Huft et al. (2025) proposed that social factors are the determinants that influence attitude and behaviour and that it is important to have independence in judgment. Technology-based choices can levy a restriction on transparency and accountability. Accordingly, I consider AI as a decision-support system and something to be used alongside rather than supplanting human judgment and responsibility.
[bookmark: _Toc235088710]7.3 Personal Approach to Responsible AI Use
I know and use AI responsibly through verification, critical evaluation, and ethical considerations. Artificial Intelligence-generated outputs are to be seen as suggestions, and not as actual choices. It is important to verify the information in academic sources, from organisational data and from professional judgement before implementation. Najafov (2025) pointed out that in the human sphere, socialisation and learning processes play a major role in human development and decision-making ability. Indeed, ongoing education is crucial with the application of AI tools. Additionally, I would ensure considerations for fairness, transparency, and stakeholder interests in the AI-driven decision-making process.

[bookmark: _Toc235088711]8. Personal Capability Development Plan
[bookmark: _Toc235088712]8.1 Data Literacy Development
Employees at every level need an understanding of data literacy to enable them to interpret workforce data and make data-driven decisions. My goal is to develop my data analysis, interpretation of dashboards, and HR metrics skills. In fact, companies that successfully employ workforce analytics may be more apt to have higher retention and workforce planning results.
[bookmark: _Toc235088713]8.2 AI Augmentation in HR
My goal is to gain knowledge and experience in Talent Management Systems, workforce analytics, predictive workforce analytics, and AI-backed recruitment. HR duties are transforming with the implementation of AI. Specialists with a blend of AI expertise and human judgment are in demand. These tools will be best utilised if continuous capability development takes place.
[bookmark: _Toc235088714]8.3 Strategic Influencing Skills
Strategic influence is of vital importance in the process of communicating recommendations and ensuring support from the various stakeholders concerned. Nurdin et al. (2025) pointed to the increasing use of digital tools in communication and sharing information, which drive perception and decision-making. Hence, I am to build communication, negotiation and stakeholder management competencies to boost strategic effectiveness.
[bookmark: _Toc235088715]8.4 Global Mobility Awareness
Global mobility awareness is crucial as organisations are now increasingly accessing global markets. I will support diverse teams more effectively by understanding differences, international workforce management and international employment practices.  Hence, the development of global competency will help them to promote employability and Career development.

[bookmark: _Toc235088716]9. Conclusion
In the approach to designing a human capital architecture for strategic renewal, Helios Urban Mobility needs to develop a strategic view, encompassing organisational socialisation, innovative job design and responsible use of AI. Socialisation can be strategic to boost organisational commitment, and innovative job design can boost motivation, learning and innovation. Furthermore, the use of AI could help with evidence-based decision-making without compromising human decision-making. Together, these efforts can help Helios retain staff, reinforce the concept of organisational citizenship, increase agility and the working force, and forestall strategic renewal, which will support Helios to maintain a competitive edge within the smart-mobility business.
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