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Executive Summary
[bookmark: _o8sv3lgh4kah]This report critically discusses the organisation issues and suggests strategic HR interventions to enhance Helios Urban Mobility’s human resource management practices. It further will formulate an effective organisational socialisation design and an innovative job design approach based on both HR processes and HR situations theories. In addition, this report considers the ethical considerations of applying artificial intelligence as a human resource decision support system whilst retaining fair human decision making. It also provides a personal development plan to cultivate core capabilities to support future employability in strategic human resource management.
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[bookmark: _Toc234970877]1. Introduction
Helios Urban Mobility (HUM), is an emerging European smart-transport start-up, with 450 employees in London, Berlin and Singapore (Helios, 2020). The company develops into electric mobility platform providing AI enabled system and offering analytics of smart infrastructure into cities (Helios, 2020). This report is to construct a new strategic human capital architecture through deploying organizational socialisation, designing innovative jobs and fostering personal HR capability building against sustainable organizational renewal.
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[bookmark: _jtrgfo3q997f][bookmark: _Toc234970660]Figure 1: About Helios Urban Mobility (HUM)
(Source: Helios, 2020)
[bookmark: _guejc7oqri25][bookmark: _Toc234970878]2. Task A: Socialisation, Identity & Business Activism 
[bookmark: _kkm6ba2tqp28][bookmark: _Toc234970879]2.1 Strategic Importance of Organisational Socialisation at Helios
Organisational implication of Helios Urban Mobility’s extended ramp-up period, low employee engagement and the high rate of graduate attrition are indicative of problems of larger organisational nature. These problems indicate that the new employees do not manage to assimilate, cooperate, contribute to the commitment and the innovation of the enterprise. It affects the organisation’s performance and its growth (Mebratie et al., 2025). Although traditional onboarding helps employees to settle into the current role, it does not necessarily encourage the long-term behavioural and cultural integration that knowledge intensive organizations thrive on. Thus, it is worth to evaluate the onboarding and organisational socialisation methods to find out which would be more suitable to Helios.
[bookmark: _r06cndd781ul][bookmark: _Toc234970880]2.1.1 Traditional Onboarding versus Strategic Organisational Socialisation
Traditional Onboarding
Traditional onboarding new employees are provided with organisational policies, procedures and their specific job requirements, enabling them to settle in quickly within the organisation (Bauer et al., 2025). Its main advantages are to reduce uncertainty, ensure compliance to regulations, and offer an early definition of roles, thus enhancing employees’ confidence in entering an organization (Bauer et al., 2025). However, this short-term focus can constrain the development of key elements of cultural integration, relationship development and professional identity development which are essential for long-term organisational success. It was found that in the UK, CIPD (2024) states that 27% of the new starters did not turn up on their first day and 41% of new starters left within first 12 weeks. Thus, traditional Onboarding adapts operations but does not foster engaged staff that is so crucial to Helios’ continue innovation and sustainably success.
Strategic Organisational Socialisation
Continuous approach of strategic organisational socialisation considers that employee socialisation occurs continually, instead of a single event of employee orientation (Türk and Udum, 2025). It is intended to integrate the new employee with the values, culture and the strategic aims of the organisation. Didion et al. (2024) argue that structured socialisation tactics enhance Role clarity, Role commitment and Role adjustment. However, organisation context determines the effectiveness of the tactics and should not be generalized. Dumitriu et al. (2025) show that well-designed socialisation programmes enhance participation, the sharing of information, retention, relationships, and the understanding of performance expectations. Nevertheless, formal guarantees may also threaten employee discretion and creative problem solving which are two crucial elements for innovations (Pinco et al., 2024). As a result, Helios should offer both structured guidance, instructing and cooperative learning, and a high degree of employee autonomy. This combination will enhance employee adjustment, drive innovation, increase organisational commitment and foster the long-term development and renewal of the organisation.
[image: ]
[bookmark: _um31nibrqu97][bookmark: _Toc234970661]Figure 2: Van Maanen and Schein's six socialisation tactics
(Source: Author)
[bookmark: _hso5gie79382][bookmark: _Toc234970881]2.1.2 Psychological Contract and Identity Construction
Psychological Contract Theory
The Psychological Contract Theory describes the unspoken expectations that exist between employer and employee that shape the level of commitment, attitude, trust and behaviours in the workplace (Galema et al, 2022). Graduates who join HUM have expectations around: structured career opportunities, being enabled to acquire new skills and having ownership of diverse tasks and the chance to develop themselves. Meanwhile, the organisation requires the employees to display innovativeness, dedication, ethical conduct and engagement. A high graduate turnover might mean the mismatched expectations, which may make the employees feel that there are only limited career advancement opportunities and not enough organisational supports for development (Galema et al., 2022). HUM should communicate more, discover employees’ desires and provide them with development opportunities.
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[bookmark: _nf6m1vh7i227][bookmark: _Toc234970662]Figure 3: Psychological Contract Theory
(Source: Author)
Identity Construction
Identity construction refers to the process by which employees establish feeling of inclusion by aligning their personal values with organisational goals, consciousness and bonds created within the working environment (Kulshrestha et al., 2024). Likewise, organisational identification adopts a similar tendency which helps employees to develop their sense of self-identity as a part of organisation rather than individualistic (Afshari, 2021). Helios' extended ramp-up period may be associated with job design, leadership, and socialisation challenges, but also it may postpone the formation of the organisational identity among newcomers. But there's no automatic strong identification. Thus, building organisational identity helps build shared purpose, collaboration, sharing, innovation, integration and higher commitment among employees in the long term.
[bookmark: _9bfnz5cr9o4q][bookmark: _Toc234970882]2.2 Proposed Organisational Socialisation Framework for Helios
[image: ]
[bookmark: _nzh1m0vobzzk][bookmark: _Toc234970663]Figure 4: Proposed HUM Strategic Socialisation Framework
(Source: Author)
Pre-boarding
Helios may be able to put together a formal pre-boarding programme such as online pre-boarding system and Mentor allocation, and prompt contact from line managers. This is relevant as it will help to defuse uncertainty and set expectations prior to entering the workplace (Gibson et al., 2023). High levels of pre-boarding activity may help to reduce Helios’s long ramp-up, and the attrition during this period. As a result, employees are more likely to become quickly integrated in the organisation and be committed and innovative from the start.
First 90 Days
During the first 90 days, Helios should adopt formal mentoring, job-specific training, ongoing feedback and cross-functional innovation teams. These practices are suitable due to their ability to facilitate learning, build relationships and specify performance expectations (Riforgiate et al., 2025). This incremental approach targets Helios’ slow employee integrations, low involvement and early graduation dropouts, thus enabling newcomers to acquire organisational confidence, enhance collaboration, foster innovation and strengthen long-term dedication to the organisation.
Year One
In the first year, Helios should continue to follow practices of ongoing learning, career development discussion, internal mobility and involvement in strategic innovation projects. These are adapted to be employed because organisational socialisation is an ongoing process that extends beyond initial socialisation to build long-term commitment (Hosen et al., 2023). This is a practical way to address Helios’ low engagement and excess graduates by providing employees with a way to continue developing and progressing a career. The outcome will be that these employees will stay engaged, develop organisational commitment, get critical skills and contribute to strategic renewal through ongoing innovation.
[bookmark: _g4cvyqipift2][bookmark: _Toc234970883]2.3 Mechanisms to Cultivate Committed Organisational Citizens
[bookmark: _el1bazrrnfif][bookmark: _Toc234970884]2.3.1 Developing Organisational Identification
Helios should build on organizational identification via purpose-led leadership, employee storytelling, mentoring, communities of practice. These can be used since they assist employees to establish personal mission with Helios’ goal of sustainable urban mobility (Ribeiro, Gomes and Ramos, 2024). Hence, by fostering stronger emotional and social bonds among members they are tackling low engagement and slow integration of newcomers.  As a result, employees will be more inclined to feel loyal, committed and more like organisational citizens leading to cooperation and creativity.
[bookmark: _4vu35ua7yefn][bookmark: _Toc234970885]2.3.2 Ethical Professionalism
Helios may work in the direction of ethical professionalism by implementing responsible AI training, providing workshops on ethics & decision making, and instituting a transparent accountability system. This is suitable because professionals with exposure to AI-enabled mobility systems shape significant social impacts and stakeholder interest (Papagiannidis, Mikalef and Conboy, 2025). Through ensuring an ethical culture daily, Helios can manage the threats of potential technological advancement and responsible management. This hence enables employees to be part of a reliable innovation and may improve reputation with governments, customers and local community.
[bookmark: _w96xmm88ct2s][bookmark: _Toc234970886]2.3.3 Developing a Business Activist Mindset
Helios needs to promote a business activist mindset through all forms of employee voice mechanisms, cross-business innovation projects and stakeholder focus activities. This reflects the Ulrich’s strategic HR business partner view and stakeholder capitalism by encouraging employees to bring value not only to their department but also to society (Cuofano, 2021). This is needed to pro-actively solve any issues related to the continuously changing mobility industry. As a result, employees will be part of the organisational strategy, innovation and long-term competitive advantage.
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[bookmark: _1lor62ehmqe6][bookmark: _Toc234970664]Figure 5: Ulrich’s HR Business Partner evolution
(Source: Author)
[bookmark: _fmk4gky08yyv][bookmark: _Toc234970887]3. Task B: Job Design
[bookmark: _o9n8ulk7zn2w][bookmark: _Toc234970888]3.1 Diagnosing Job Design Challenges at Helios
The reduction in Helios Urban Mobility’s engagement, its prolonged employees’ ramp-up time and the high rate of graduates’ attrition could be the indicators of disadvantages of work design practices. Conversely, other significant factors such as leadership, career development possibilities and corporate culture could be the not less important reasons of presented problems (Hosen et al., 2023). The Job Characteristics Model emphasizes the role of autonomy, task identity, task significance and meaningfulness of work in providing intrinsic motivation (Meynhardt, Hermann and Bardeli, 2024). Additionally, job crafting and skills-based approaches may empower staff to self-design their work, tap into internal opportunities and develop future skills. The surrounding conditions of autonomy, variety, support and challenge can promote knowledge sharing, experimentation and collaboration leading to Helios lowering career uncertainty, improving engagement and creating an innovative human capital architecture.
[bookmark: _738d6x8b2x5p][bookmark: _Toc234970889]3.2 Proposed Innovative Job Design Strategy
[bookmark: _2isggq3w1tmx][bookmark: _Toc234970890]3.2.1 Applying the Job Characteristics Model (Hackman & Oldham)
Helios should participate a Job Characteristics Model by increasing skill variety, task identity, task significance, autonomy and feedback of current jobs. Hackman and Oldham’s Job Characteristics Model define five key elements of a job as follows, they influence the meaningfulness, responsibility and knowledge of results (Cuofano, 2022). These aspects increase experienced meaningfulness, responsibility for outcomes and knowledge of results, strengthening intrinsic motivation (Meynhardt, Hermann and Bardeli, 2024). In Helios innovation focus, increasing autonomy could motivate employees to develop new ideas and greater task significance could strengthen their commitment to avoid relying solely on fossil fuels. In addition, a well-designed feedback system can facilitate continuous learning and quick performance improvements in addition to knowledge sharing, by providing a problem-solving approach and feedback to refine ideas (Crans et al., 2022). As a result, the implementation of Job Characteristics Model can enable Helios to design motivating jobs that increases engagement, initiate innovation process, and develop sustainable human capital capabilities.
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[bookmark: _hr455yjge07w][bookmark: _Toc234970665]Figure 6: Hackman and Oldham’s Job Characteristics Model
(Source: Cuofano, 2022)
[bookmark: _6d6xr61ptfu1][bookmark: _Toc234970891]3.2.2 Applying Job Crafting Theory
Helios requires its employees to be empowered to craft jobs through changes in tasks, relations and work methods according to individual talents and career needs. Job crafting theory highlights that fitting job demands and resources to individual’s abilities can enhance meaningfulness (Liu, Peng and Wen, 2023). This strategy will be especially useful to Helios because it could enhance graduate’s involvement, job transparency and the evolution of the ownership of innovation projects. Through job crafting, employees share and learn about the difficulties around their work, communicate their interests in developing a work performance, elaborating new, innovative ideas and solutions (Pinco et al., 2024). Meanwhile, individual job crafting too often may lead to lack of fit among the teams in London, Berlin and Singapore by decreasing the coalesced coordination. Thus, Helios must supply a rule, such as coaching, shared goals, and guiding of leader, to ensure that the job enhancement is equipped with flexible edges.
[bookmark: _qy1syake84dm][bookmark: _Toc234970892]3.2.3 Skills-Based Architecture and Internal Talent Marketplace
Helios should implement a skills-based architecture via an internal talent marketplace and AI enabled workforce planning to enable a more flexible and adaptive workforce. This is a move beyond roles by resource planning within the organisation based on capabilities, perceiving the right skills, placing people on suitable projects while providing customised career pathways (Yanamala, 2024). This is especially relevant for Helios as it is an AI enabled mobility environment ensuring continual reskilling. It is also a tool to facilitate better skills mapping and forecasting however this must be implemented with trust, transparency and leadership visibility while providing equitable participation in development opportunities (Zervas and Stiakakis, 2025). Human analysis must be employed to ensure no bias in the algorithms. Thus, this approach will enable Helios to reducing attrition of graduates and foster a more committed workforce.
[bookmark: _uobnl7o8w21z][bookmark: _6ams88svs12e][bookmark: _Toc234970893]3.3 How the Proposed Job Design Supports Motivation and Innovation
[bookmark: _Toc234970894]3.3.1 Enhancing Intrinsic Motivation
The job design proposed also positively impacts on intrinsic motivation by raising the levels of employee job autonomy, job importance, job skills and feelings of ownership. The enriched jobs, opportunities for job crafting, and skills utilization careers created can promote feelings of competence and purpose among employees (Popaitoon et al., 2025). These benefits are contingent upon strong leader support, employee preferences, and equal access to development opportunities. Thus, Helios should guarantee proper implementation to support motivation and engagement and promote retention and ongoing employee contribution.
[bookmark: _Toc234970895]3.3.2 Supporting Innovation through Job Design
The suggested job design fosters innovation through facilitating experimentations, knowledge sharing and collaboration from different functions. Job autonomy allows employees taking initiatives while job crafting offers a field in identifying problems and coming up with creative solutions (Nie et al., 2023). Skills-based talent systems enable Helios to deploy talent where it is most needed. Yet, too much flexibility may cause coordination problems across three teams in London, Berlin and Singapore. Hence, Helios needs to balance autonomy and strategic renewal with shared direction and mechanisms for collaboration.
[bookmark: _m4a44s3tclsk][bookmark: _Toc234970896]4. Task C: Reflective report
[bookmark: _29dvknn1fkht][bookmark: _Toc234970897]4.1 Using AI as a Decision-Support Tool While Maintaining Critical Human Judgment
AI is increasingly an important decision-support tool in strategic HR by providing better data analysis, workforce planning and evidence-based decision-making (Bositkhanova and Dadaboyev, 2025). Nevertheless, they should not substitute professional judgement since other elements of HR decision-making such as moral judgment, the organisational framework and interpersonal skills are humans’ contributions. As a result, I am going to employ AI as a supportive tool rather than a replacement of skill in my HR decision-making.
[bookmark: _lbaxw63cvmjx][bookmark: _Toc234970898]4.1.1 Role of AI in Strategic HR decision-making
[bookmark: _c3sssfw12vvm]In my perspective, AI is beneficial in enhancing my strategic HR decisions by providing analysis of workforce data, showcasing trends, and facilitating improved evidences for some of its HR decisions. For instance, use of predictive analytics would facilitate faster detection of learning requirements, skills shortages and impending turnovers than manual review (Cvescu and Popescu, 2025). However, all AI application ideas need to be directly overseen by HR managers due to legal, ethical and organizational issues.
[bookmark: _Toc234970899]4.1.2 Balancing AI Insights with Critical Human Judgment
I will examine directions offered by AI along with organisational context, employee and personal factors, professional experience, and judgment. AI has the benefit of speed, cannot account for all factors and can eventually perpetuate bias or poor advice (Bositkhanova and Dadaboyev, 2025). I understand suggestions may be derived from skewed or inadequate data. I will challenge AI advice using alternative reliable evidence, considering stakeholders’ views, and questioning AI prescription prior to HR decision. This should give me the possibility to reach fair, transparent and responsible decision.
[bookmark: _k0mcbylmkbzp][bookmark: _Toc234970900]4.1.3 My Personal Approach to Responsible AI Use
My plan is to integrate AI in to my role as a strategic HR practitioner to support research and analyse workforce data, and explore alternative HR approaches, while remaining ultimately responsible for decisions taken. Critical evaluation of the recommendations provided by AI, cross reference with reliable academic and business sources, examine ethical considerations is part of my approach before implement the suggested solutions. In addition, colleagues audit and learning to continue developing my AI-awareness, therefore technology rather than innovative thinking would enhance my professional practice.
[bookmark: _Toc234970901]4.2 Personal Capability Development Plan
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[bookmark: _f8zm286z5sv][bookmark: _Toc234970672]Table 1: Personal Capability Development Plan
(Source: Author)
[bookmark: _ipy5q6ry9m2m][bookmark: _Toc234970902]5. Conclusion
Overall, the report concludes that two methods to improve levels of employee engagement and innovation in HUM are immediate organisational socialisation and innovative job design. In the long run, effective human capital management was encouraged through the development of skill sets in AI, data literacy, strategic effecting and global mobility.
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Regular conversations to set goals,
track progress, and plan growth.

INTERNAL MOBILITY OPPORTUNITIES
Explore new roles and experiences
within the organisation.

STRATEGIC INNOVATION PROJECTS
Contribute to high-impact projects
that shape the future of Helios.
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