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Executive Summary
Helios Urban Mobility (HUM) additionally manages the quickly evolving electric mobility business, providing synthetic intelligence driven mobility solutions and intelligent infrastructure analytics in Berlin, London and Singapore. However, it still has plenty of human capital hurdles to overcome including an engagement score of just 54%, weak socialisation of employees, long training period of employees (8 months), high graduate attrition etc. In this report a strategic Human capital renewal strategy is forwarded, developed around the fields of Organizational socialisation, Innovative job design and Workforce capability development for the future. Structured socialisation practice, Skills based job structure and initiative for innovation by employees are the suggested practices. These will be expected to lead to greater engagement, retention, more enhanced capability building and boost organizational performance.




[bookmark: _xuwujhckut8e][bookmark: _Toc232772809]1. Introduction 
[bookmark: _5ye7clirkkd0][bookmark: _Toc232772810]1.1 Company Background 
Helios Urban Mobility is an electric mobility startup specializing in intelligent mobility solutions and smart analytics on smart infrastructure – all powered by artificial intelligence. HUM works in three cities: London, Berlin and Singapore, promoting new mobility technologies that will make sustainable mobility solutions tangible in the future city (Iunius, 2025). Combining concepts of artificial intelligence, data analytics and urban systems to optimize the city of tomorrow.
[bookmark: _yfosf6xe3uc6][bookmark: _Toc232772811]1.2 Human Capital Challenges
This technological development introduces some HUM problems, such as those to the workforce, which affects the organizational effectiveness. Eight months ramp up due to weak organisational socialisation. There is poor engagement (54%) and high staff turnover amongst the Graduate employees, impacting capability and continuity of innovation.
[bookmark: _h2bd4r95ywv5][bookmark: _Toc232772812]1.3 Purpose of the Report
The report aims at proposing possible strategies in human capital renewal for HUM, namely: making improvements in the socialisation of the HUM organisations; redesigning their occupations in order to boost their innovative capacities; and improving the workforce's capacities in HUM (Madanchian and Taherdoost, 2024). The recommended options seek to increase employee retention, increase employee involvement and achieve a workplace culture which supports ongoing successful business operations and provides a competitive advantage.
[bookmark: _7r1ff3iwlfhs][bookmark: _Toc232772813]2. Task A: Socialisation, Identity and Business Activism
[bookmark: _pym2beajcw8u][bookmark: _Toc232772814]2.1 Critical Evaluation of Traditional Onboarding versus Strategic Organisational Socialisation
Traditional onboarding is the formal procedure that introduces new hires to critical details, assists them to finish induction forms and helps understand laid-out organisation processes. This is beneficial in many ways including establishing initial clear expectations around role and setting risks and expectations for the workplace. A traditional orientation will focus more on getting the new employee up and going in the present, rather than having them fully included in the company. Can have a long term deficit in developing a strong sense of identity, belonging and commitment in the organisation (Caros, 2023). Strategic organisational socialisation has a long-term employee integration view (more broadly). Onboarding is not a single event, it's a process of creating a worthwhile relationship, shared values and cultural match. Organisations bring about employee adjustment by using a combination of socialisation tactics which is referred to as Socialisation Theory by Van Maanen and Schein. Structured mentoring and formal development plans provide consistency and support, and structured approaches provide space and discipline for employees to contribute their voice and perspective.
[image: ]
Figure: Employee onboarding process journey
(Source: Caros, 2023)

The strategic socialisation is more suitable for being done by HUM, however, because it needs innovation, collaboration and the use of advanced technical skills to succeed. According to Psychological Contract Theory, workers' expectations towards their employers have an additional influence on trust and commitment. Organisations that offer employees development opportunities and worthwhile support exhibit higher levels of employee loyalty. Another point that can also be emphasised, according to Identifier Construction Theory, is that workers develop a sense of belonging within the organisation as a result of their experiences in the organisation (Geddes, 2023). But the current situation of Low attention for socialisation which is faced by HUM may become the problem in terms of their employees' connectivity in forming the organizational goals may be troublesome. In turn this has reduced what was once believed to be the five key components of onboarding to no longer include cultural element of integration; innovative behaviour and long term engagement.
[bookmark: _boku132q3o3x][bookmark: _Toc232772815]2.2 Strategic Socialisation Framework for Helios
There are three strategic areas of socialisation opportunities for HUM pre-boarding, first 90 days and first year integration. The pre-boarding process should begin prior to an employee taking up his/her job with the company. Implement a digital platform onboarding practices for HUM with organisational values, innovation priorities and workplace information. Welcome communication from leadership is one way to make early connections, and informal guidance can be supplied through having employee buddies to assist with minimising uncertainty (Lawlor and Sher, 2023). HUM needs to have a phased induction plan within the first 90 days that includes technical training, culture awareness and the development of relationships. Employees new to the organization should get cross functional exposure by collaborating with customers across teams to work with AI, mobility systems and infrastructure analytics. Access to an effective mentoring arrangement should be made use for transferring knowledge together with information and ideas and internal feedback discussions should be held regularly to address any concerns.
[image: ]
Figure: Employee lifecycle preboarding onboarding first 90 days integration
(Source: Lawlor and Sher, 2023)

The emphasis of the year 1 integration stage should be on developmental aspects of employees over time. There can be discussion around the topic of career planning, interaction with leaders and engagement in innovation activities that can contribute towards maintaining commitment for the organisation. In addition, internal networking in the form of global team working is important; between London and Berlin and Singapore. This approach helps to achieve HUM's strategic goals by helping to speed up the process of employee acclimatisation, boost employee engagement and deepen retention (Annunziata, 2024). The working of the embedded strategy of socialisation, in a structured, but flexible approach provides a better understanding of what staff do along with an understanding of the mission of the organisation. Hence, with cultural appropriateness, it is possible for HUM to give a technically competent and culturally synchronised work force for future innovation in it.
[bookmark: _zd6ewvfk2so1][bookmark: _Toc232772816]2.3 Developing Organisational Citizenship and Business Activism
Organisational citizenship describes behaviors that voluntary employees take to help an organisation be successful which transcend job related behaviors or the duties outlined in the job specification. HUM's organisational citizenship can be achieved through a more organisational identification and ethical professionalism and business activist attitude. Organisational identification is when employees identify their values with organisational purpose (Dodgson and Gann, 2026). This interdependency could be strengthened through a communication between HUM on the contribution towards sustainable urban mobility and smarter cities. Helping to build a culture of commitment, collaboration and proactivity can start with having employees who understand the impact their work is making.
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Figure: Employees collaborating innovation culture corporate teamwork
(Source: Dodgson and Gann, 2026)

Ethical professionalism is crucial on the basis of artificial intelligence, mobility and data that HUM is based on. Training employees responsible for AI principles, Data responsibility and Professional accountability. This gives employees an incentive to think about social issues regarding technological selection, and promotes the creation of technology that meets ethical requirements. Insightfully nurturing a “business activist” mindset, and having employees strategically engaged as contributors rather than again just as performers. Ulrich's HR Business Partner lens indicates that people today need to be doing more than just supporting a transformation—they need to be helping to shape it and make it happen through a discovery and supporting a strategy. In HUM employees are able to be innovation drivers, by sharing ideas, optimizing processes and questioning existing usages. Responsibility towards customers, communities and society is also boosted by the stakeholder capitalism perspective, which advocates for the approach (Teppers et al., 2024). Employees of HUM can help to develop mobility solutions which have a positive social impact. The organisational citizenship and business activism can entail several benefits. Stronger commitment can help to better retention and stronger collaborations can help to better innovation outcome. Employees who are "bought in" to the purpose of each organisation are more apt to be able to supply innovative solutions and to back the efforts going into continuous improvement. Hence, HUM ought to develop an atmosphere where employees can be responsible innovators contributing to the success of the organisation.
[bookmark: _p2rfb56mx219][bookmark: _Toc232772817]3. Task B: Strategic Job Design for Innovation and Engagement
[bookmark: _d5gr3qi0jnno][bookmark: _Toc232772818]3.1 Innovative Job Design Strategy
Helios Urban Mobility needs a job design strategy capable of accommodating innovation, employee motivation, as well as a continuous development of capabilities. Especially when job specializations perform narrowly defined tasks, their narrower exposure to this function may hinder or reduce employee motivation or creativity. Therefore, in order to enrich this design process, the concepts of innovative job design that are in accordance with Job Characteristics Model, Job Crafting Theory and skills-based workforce architecture should be used in job design process in HUM. The Hackman and Oldham Field Concept of Job Redesign – Job Characteristics Model is a very useful model in the redesign process. The model focuses on five basic job characteristics which relate to motivation and performance. Improving Skill variety at HUM can be done by forming multi-disciplinary project teams to include experts from AI, software development, mobility engineering and urban analytics. This allows staff to develop and practise a number of skills and sharing information between departments (Kapoor, 2024). Task identity should be more enhanced by engaging the employees so that they have more impact and/or ownership next to the project rather than limited activities. For smart mobility use cases, it is important to get their buy-in already in the initial concepts and also throughout implementation and assessment, e.g. This is to increase the connection between what the employee does, and the outcome.
[image: ]
Figure:Job design model skill variety autonomy feedback diagram Hackman Oldham
(Source: Kapoor, 2024)

The importance of the task may be increased by pointing to the human dimension, social and environmental services of HUM's activities. But having the knowledge about how their projects help to create sustainable cities is more likely to give employees meaningfulness in their work. Another aspect of autonomy that can be built is to give the workers more choices on decision making, experiments, problem solving. This promotes innovation and enhances accountability. Feedback systems are needed regularly to facilitate learning and improvement. Feedback on likes and action to their training partner, or going over projects and discussing experiences can be useful in making it very clear that progress has been made and there are opportunities to develop. The Job Crafting Theory also commits to the Job's change for HUM by emphasizing that people can make changes to their Job. A person has the ability to manipulate the task to leverage on his/her strengths and interests. Relationships based on relational crafting create opportunities for improved group collaborations, improved communication, and innovation (Nicaise et al., 2024). In the case of cognitive crafting, employees see their role as part of a more complex process of sustainable mobility instead of a mere technical piece. The flexibility can be further promoted by using a skills-based approach to the workforce. The traditional method where one labels one's work employee according to his or her job should be replaced by an evaluation of employee abilities by HUM. An internal talent marketplace may be able to line up employees with innovation projects by their skills and career objectives. On going learning and bolstered employee retention can be done through the use of career readiness programs that include a skill component.
[bookmark: _bk1xxpsdgbx2][bookmark: _Toc232772819]3.2 Impact on Motivation and Innovation
For employees, innovative job design is a key enabler of working to their motivation, engagement and innovation levels in HUM. The provision of significant and flexible work opportunities and interesting tasks can help to engage the workforce and develop their skills for the future. Self-Determination Theory (SDT) suggests that employee motivation increases if there are three psychological factors considered in employee motivation, which is autonomy, competence and relatedness. By enabling employees to make decisions and share ideas, employees can be empowered to contribute to autonomy and HUM. When asked to take more on itself, people tend to really think, rather than just do. Competence can be built continuously by the use of learning opportunities, project based assignments and learning programmes based on the development of skills (Chen, 2023). When employees also gain experience in cutting-edge technologies such as AI and electric mobility, their confidence and competence in comprehending and staying in line with the goals of the organization are boosted. HUM's international activities, with co-created teams and knowledge networks can contribute to fostering relatedness. Additionally, reengineered jobs that add to employee engagement are to be promoted. If a worker feels like he or she is an owner and he or she believes it is important, then they will be more enthusiastic, and more committed.People who feel as an owner, and they feel it is important, will be more enthusiastic and more committed. Having meaningful work may result in higher psychological involvement with the organisation, and/or higher satisfaction with the organisation and lower turnover.
[image: ]
Figure: Cross functional team innovation workshop technology
(Source: Chen, 2023)

The other key benefit is being innovative. HUM is in a very technology intensive area where Innovation is a crucial competitive factor. By using the cross functional team approach, information and knowledge will be shared and it may lead to the exchange of different perspectives when addressing complex issues. They can enable those who are not directly participating in the product discovery cycle, to come up with creative solutions for both mobility and customer outcome. The proposed job design will also contribute to retention since the worker will have mobility within the proposed job and development opportunities. Employees in the last few years who experienced high levels of attrition can be at a higher risk for attriting if opportunities for growth and skill development are not transparent. But may present some problems in implementing innovative job design. Staff may be uncomfortable with giving up their scheduling and supervision of mainstream careers, and managers may have a difficult time maintaining the accountability of their organizations and autonomy of their staff. These can be overcome through managing change effectively, structured change management and good communication, as well as leadership development. In general, innovative job design delivers an effective strategy to HUM's development of a motivated, skilled and adaptable workforce. By linking employee needs to the goals of organisations, a company that adopts HUM can improve employee engagement, accelerate the generation of its innovations and draw in the company's future in the more competitive mobility landscape.
[bookmark: _tbbxcakjyrza][bookmark: _Toc232772820]4. Task C: Reflective Report
[bookmark: _n4gfvnpbi62m][bookmark: _Toc232772821]4.1 Responsible Use of AI as a Decision-Support Tool 
Strategic human capital management benefits from AI in predicting patterns, via workforce analytics, and with better decision-making. In the context of HUM, AI tools might be used to analyze employee engagement trends, and forecast the needs of the workforce, assisting in the decisions for talent development. These capacity-building attributes can assist HR specialists make evidence- and information-based decisions. But, there are risks to AI adoption too! Poor data quality or past trends with unfair assumptions can have an effect on recommendations through algorithmic bias. Issues of privacy may arise in the process of employee data gathering and data analysis. There's also the danger of becoming too reliant on the technology – to relying on the AI outputs without using professional judgement. My wisdom is, AI should be treated as a tool used in conjunction with, but not in place of, human decision-making. Empathy, ethical thinking, and insights into worker experiences are essential for effective HR practice. Again, human judgment plays an important part to ensure tech facilitates fair, responsible and ethical human resources decisions.
[bookmark: _7e2q70ywy5zy][bookmark: _Toc232772822]4.2 Personal Capability Development Plan
HR workers of the future must have analytical, technological and strategic skills. Creating data literacy is undoubtedly an essential focus as the HR profession becomes more and more data-driven and analytical. This will be targeted for improvements in training within 6 months. Additionally, responsible use of the new technologies demands the skills to be supplemented by AI. By joining AI and HR based Certification, I aim to improve my ability to effectively and responsibly leverage AI tools within 6 months or less. One has to develop skills for strategic influencing to communicate recommendations and manage stakeholders. During the 12-month period of the leadership development activities, my communications and leadership skills will be enhanced. Furthermore, an awareness of global mobility is needed as HUM is an organisation in operation worldwide. An international HR study for a year, which further develops the cross-cultural competences, will provide a better understanding of issues in the international HR arena. I will be able to help in human capital transformation strategically in the future, based on this development plan.
[bookmark: _y82e1lbg89hg][bookmark: _Toc232772823]SMART Development Plan
	Capability
	Current Level
	Development Activity
	Timeline

	Data Literacy
	Intermediate
	HR Analytics Course
	6 Months

	AI Skills
	Intermediate
	AI & HR Certification
	6 Months

	Strategic Influencing
	Developing
	Leadership Training
	12 Months

	Global Mobility Awareness
	Developing
	International HR Research
	12 Months


[bookmark: _rc1f7jqnh640][bookmark: _Toc232772824]5. Conclusion
Helios Urban Mobility has realised that action on people is essential and that strategic renewal of human resources will be key to their future. The report details how, when managed properly, strategic organizational socialisation can create a sense of belonging, engagement, and retention among employees by encouraging employees to think that their employees and their purpose are related to each other. Innovative job design processes can create autonomy, collaborative and development opportunities to enhance motivation, creativity and capabilities. Copes can also evolve in their role from becoming a strategic contributor in the organization and in the business by showing organizational citizenship and business activism. With the continuous advancement of AI technology and a focus on skill development, current HR practitioners will be fully equipped to face the future with confidence. Taken together, they have the potential to greatly enhance the engagement of employees, reduce graduate attrition, foster innovation and long-term organisational performance outcomes with respect to HUM.
[bookmark: _uiq522y0wqqo]
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