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Executive Summary
[bookmark: _59or1w5jeung]This study established a Human Capital Architecture to raise long-term organisational performance emphasizing the organizations’ execution and develop a strong sense of commitment. Task B outlines a unique design of jobs that can be used by Helios Urban Mobility to deal with the problem of decreasing engagement levels and to increase performance levels among workers. The report provides recommendations based on the Job Characteristics Model, the Job Crafting Theory, and the skills-based architecture to help boost autonomy, skill development, and mobility. This design is motivated by certain motivation theories that seek to enhance intrinsic motivation, innovation, involvement, and retention. Therefore, the reflective part helps to mitigate the gaps through improving the skills and helps to achieve the future objectives. 
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[bookmark: _Toc234419401]Introduction 
[bookmark: _Toc234419402]1.1 Background
Helios Urban Mobility is known as the European smart-transport start-up where almost 450 individuals engage from Singapore, Berlin and London [refer to case study]. These firms established an AI-empowered smart infrastructure and electric mobility systems for city governments, and towards strategic renewal, this rapid expansion emerges as important for sustaining a competitive edge and innovation 
[bookmark: _Toc234419403]1.2 Organisational Diagnosis
With the progression, they face multiple issues,
	Strategic Issue
	Evidence
	HR Implication

	8-month onboarding
	Slow productivity
	Weak organisational socialisation

	54% engagement
	Low commitment
	Weak organisational identification

	High graduate attrition
	Talent loss
	Career development gaps

	Multi-country workforce
	Cross-cultural complexity
	Need global HR architecture


Table 1: Issues linking organisational issues to HR implications.
(Source: Self-developed)
This study established a Human Capital Architecture utilising contemporary research (2021–2025), evidence-based HRM, and established theories to raise long-term organisational performance, innovation capability, employee engagement, job design, and improve socialisation. 
[bookmark: _Toc234419404]Task A: Socialisation, Identity & Business Activism  
[bookmark: _Toc234419405]2.1 Critically Evaluate Traditional Onboarding vs Strategic Organisational Socialisation  
Traditional onboarding has concentrated on compliance-based and administrative activities like introducing organisational policies, completing documentation and offering basic role information.  This provides some comfort and rigor, however these approaches can also end up making employees look like they’re the target of an informational delivery rather than the primary agent to their organizations’ execution (Pinco et al. 2025, p.1). On the other hand, to develop a strong sense of commitment, organisational identity and belonging, traditional approaches may fail, which is mainly significant in AI-driven knowledge-intensive organisations like Helios Urban Mobility (Alovius, 2023, p.13). As here, innovation relied on employees’ identification, knowledge sharing and collaboration with organisational purpose.  

  Figure 1: Difference between traditional onboarding and strategic organisational socialisation
(Source: Self-Developed)
In contrast, Strategic organisational socialisation offers a wider approach through concentrating on in which way staff raise their professional identities, relationships and shared values across the company (Chowdhury et al., 2022, p.1). This is appropriate for Helios Urban Mobility as artificial intelligence innovations need staff within Singapore, Berlin and London to understand the company's strategic purpose and collaborate effectively. Van Maanen and Schein’s socialisation model emphasised that forms can encourage newcomers to adapt with the help of structured tactics like investiture, formal, and collective approaches, as it accelerates role adaptation and decreases uncertainty. Alternatively, over-standardization would inhibit individualism and individualistic behaviour, both being very prevalent in tech environments.
 However, Psychological Contract Theory also incorporates a bonding aspect to a degree; this involves emphasis on future opportunities, career progression and organizational support, which employees would typically look for (Wibowo, 2022, p.149). This links directly into HUM's problem of graduate high-potential attrition.  The expectations of most technology graduates going into the employment contract with organisations usually centre on getting good jobs with meaningful roles, quick career advancement and swift learning opportunities. Once the expectations have not been met, this is no longer matching the experience within the organisation which may result in a breach of the 'employment relationship psychological contract' leading to increased intention to turnover and decreased levels of engagement. This, in its turn, the ’employment relationship psychological contracts ‘being by their very nature subjective, thus subjective in each case and between cultures creates problems for the HUM such as the multi-national corporations (Alzaid and Dukhaykh, 2023, p.1).
Identity Construction Theory further demonstrated that staff do not receive the company's culture; they basically construct their identity with participation, experiences and interactions in the organisational processes (Nguyen and Ngo, 2025, p. 3488). For the HUM, adopting this model can create opportunities for their staff to involve with cross broader collaborations, smart city innovation projects and AI ethics discussions, and it also raises identification with the company's objectives. These are key as the staff in technology companies sometimes find strong professional values like responsible technology development, social impact and innovation. In contrast, identity construction needs authentic organisational practice over time, and without genuine cultural support, the symbolic initiatives have built distrust. 
[bookmark: _Toc234419406]2.2 Design a Strategic Socialisation Framework
To address the HRM issues, such as a 54% decline in employee engagement, “High attrition among high-potential graduates”, and new staff needing 8 months to integrate productivity, it reflects ineffective organisational socialisation; a well-designed socialisation architecture is proposed. 

Figure 2: Helios Human Capital Socialisation Architecture
 (Source: Self-Developed)
Stage Analysis
The pre-boarding stage is made to identify the company's recent socialisation weakness through developing staff connections before the primary working day. As the AI-empowered onboarding portal offers personalised data and decreases administrative delays, though the primary communication strengthens the psychological contract and develops realistic expectations about organisational values
The Day 1 and first-month stages concentrate on social implementation with th help of manager support, buddy programmes and cultural ambassadors. These initiatives assist the staff to develop connections and realise the HUM culture within various locations. 
The first 90 days guide the newcomers and help them to transition and contribute with leadership monitoring, innovation challenges and cross-functional projects. These activities will raise connection, knowledge sharing, and confidence within HUM’s strategic purpose.
Finally, the first-year stage concentrates on retention with development opportunities, ESG participation and career conversations. This illustrated commitment of organisational and decreases the employee disengagement risk.
Justification 
This model fits within Helios Urban Mobility as the evolving AI company needs staff who are culturally linked and technologically capable, along with innovation-oriented and ethically responsible. Through implementing the designing socialisation with career growth and identity development, the company decreases their recent 8-month ramp-up period and develops as a long-term pipeline in human capital that aids strategic renewal. 
[bookmark: _Toc234419407]2.3 Building Organisational Citizenship  
Organisational Identification
[image: ]
Figure 3: Social Identity Theory
(Source: Structural-learning, 2026)
Organisational identification is strengthened through the HUM through, assisting the staff with connecting with company purpose to establish sustainable AI-empowered mobility solutions. As per Social identity theory, staff raise commitment when they find an opportunity and a sense of belonging towards the company (Mittal et al. 2022, p.1). Besides, the company highlights these by involvement in innovation projects, cross-border collaboration and shared values, and influences the staff to contribute beyond their responsibilities. 
Ethical Professionalism
Helios Urban Mobility must engage more ethical professionals who believe in wider technological impact. Stakeholder Capitalism theory illustrated that staff understand responsibility towards society, communities, governments and customers. The company HUM must follow ethical decision-making, responsible AI practices along with confidential whistleblowing systems and inclusive workplace policies (Mujtaba, 2025, p.1). As a result, these mechanisms assist the staff to become ethical decision-makers who mitigate social impact, data privacy and AI bias. 
Business Activist Mindset
[image: ]
Figure 4: Ulrich Model 
(Source: Cuofano, 2024)
Ulrich's HR Business Partner model provides a service that develops employees to become strategic contributors instead of a mere job-doer (Cuofano, 2024). The HUM would seek to encourage staff to get involved in innovation, sustainability and ESG programmes. This transforms the workforce into citizen developers, sustainability advocates and innovators who would develop organisational value. 


[bookmark: _Toc234419408]Task B: Innovative Job Design
[bookmark: _nntv1fsjgl8b][bookmark: _Toc234419409]3.1 Introduction to Job Design 
Job Design is an HRM technique whereby jobs are designed in order to increase the efficiency of organisational processes and enhance the performance and motivation of employees. For Helios Urban Mobility, this will provide a better work experience for employees, improve their engagement, encourage innovation, and ultimately retain them within the organisation. 
[bookmark: _Toc234419410]3.2 Job Characteristics Model
The Job Characteristics Model by Hackman and Oldham (1976) posits that the five key job characteristics, such as skill variety, task identity, task significance, autonomy, and feedback, contribute to improved psychological states of the employees (Omar et al., 2022, p. 52). The problem faced by Helios Urban Mobility can be resolved by restructuring the jobs using this approach.
[image: ]
Figure 5: Job Characteristics Model
(Source: Vskills, 2026)
Firstly, improving skill variety will allow employees to be involved in multidisciplinary projects that include AI, software development, data analysis, and interaction with customers (Babashahi et al., 2024, p. 120). This would create motivations for learning and flexibility among workers required in the modern age. Second, task identity through the empowerment of workers to handle all project components is likely to create more responsibilities and accountability (Adham, and Sukkar, 2024, p. 69). Employees will be motivated if they see immediate results of their work.
Likewise, enhancing the importance of the tasks through communicating the role played by employees in contributing to sustainable urban mobility solutions will improve organizational purpose between the employees and Helios (Harjanto et al., 2023, p. 13). Continuous feedback, alternatively should take place in form of coaching, performance appraisal, and performance dashboards (Jarsh, 2025, p.32). In that circumstance, to grant continuous feedback matches well to Goal Setting Theory in that it aids staff in evaluating their position to specified aims (Latham, 2023, p.84). Conversely, Wang et al. (2024, p.60) argue that the employee becomes motivated when he/she expects good performance and good rewards as a result of the Expectancy Theory.
Therefore, the Job Characteristics Model will ensure that meaningful and motivating jobs are created and will help in fostering innovation, engagement, and retention of employees. The Two-Factor Theory by Herzberg highlights that achievement, responsibility, and personal growth are the primary motivators for retaining employees in organizations.
[bookmark: _Toc234419411]3.3 Job Crafting Theory
As proposed by Wrzesniewski and Dutton (2001), the Job Crafting Theory argues that employees can restructure various aspects of their job roles to develop greater meaning and involvement within them (Demerouti, 2026, p. 2). The application of such an idea will be highly beneficial to Helios Urban Mobility.
[image: ]
Figure 6: Five ways of job crafting
(Source: Delphis, 2020)
Firstly, task crafting entails employees redefining the nature and extent of their tasks. The software engineers and data analysts at Helios can engage in innovation activities in other departments besides their own, hence learning new skills and becoming more engaged (Muppaneni, 2024, p. 62). Secondly, relational crafting entails the change of interactions and relations at the workplace. Creating collaboration among workers in the three offices located in London, Berlin, and Singapore will result in effective sharing of knowledge. Lastly, cognitive crafting happens when employees reframe their tasks and see them differently (Costantini, 2024, p. 1499). By focusing on their input, they will see their work as meaningful and socially significant, which contributes to sustainable urban transportation and smart city infrastructure.  
The implementation of job crafting will have multiple organizational advantages. Autonomy and meaningfulness should positively impact engagement and job satisfaction in line with the Two-Factor Theory by Herzberg. Moreover, teamwork and experimentation will encourage innovation, whereas allowing workers to craft their jobs will ensure the needed adaptability in a dynamically changing technological environment.
[bookmark: _Toc234419412]3.4 Skills-Based Architecture and Internal Talent Marketplace
The skills-based architecture is centred on the ability and competencies of the employees rather than job titles and hierarchies. This form of organisational design becomes more relevant to organisations driven by technology due to rapid changes in skill requirements and continual development of skills by employees (Sidik et al., 2024, p. 2125). In addition, having a skills-based organization at Helios Urban Mobility would be an advantage.
It can be done through the creation of an internal talent market where there is the application of artificial intelligence to match the skills, interests, and career aspirations of the workers to various tasks and developmental activities (Bildirici et al., 2025, p. 210). Moreover, the skill-based structure enables internal mobility through career paths that are open and clear for the employees. As opposed to the conventional hierarchies, which require employees to strive for promotions in one place, where employees gain the skills necessary to move laterally within the organization (Faqihi, and Miah, 2023, p. 31). In turn, this improves the psychological contract between the organization and its employees.
Therefore, the development of a continuous learning culture through mentoring and digital learning platforms is crucial for workforce adaptability. These efforts would be aligned with the principles of Agile Workforce Theory, where continuous learning and rapid capability development are key factors of sustainable competitive advantage.
[bookmark: _Toc234419413]3.5 Motivation and Innovation
The suggested plan for job design takes into account elements of the Job Characteristics Model, Job Crafting, and skill-based design. As per the Two Factor Theory of Herzberg, such factors as achievement, recognition, responsibility, and personal growth motivate people; in this case, the employees will have more freedom and work in multidisciplinary projects to develop skills required for their job (Liu et al., 2024, p. 18434).
Moreover, as per Goal Setting Theory, goal clarity and feedback motivate employees; however, on the contrary, Expectancy Theory says that people put forth extra effort when they feel the connection between performance and future career prospects. This job design will encourage innovation through experimentation, learning, and exchanging information (Li, 2025, p. 1064). Collaboration among different departments and matching of talents with the help of artificial intelligence will enhance organizational flexibility and skill acquisition. Therefore, this job design will result in higher motivation of employees and creativity, providing a competitive advantage to Helios.
[bookmark: _Toc234419414]3.6 Conclusion
In conclusion, the introduction of creative job design, which involves engaging work, autonomy, and skill acquisition for employees, will help boost intrinsic motivation and innovation within Helios Urban Mobility. This approach will benefit the organization in terms of the engagement, retention, and flexibility of the employees, thus creating a competitive advantage for the company.
[bookmark: _Toc234419415]Task C: Reflective report 
[bookmark: _Toc234419416] 3.1 Using AI without Losing Human Judgement 
The growing AI adoption in HR offers key opportunities to raise evidence-based decision-making; in contrast, it must be employed as a decision-making tool in stated of the replacement for human judgement (inspired by Rodgers et al. 2023, p.1). Looking to the future of HR practice, I can see the value of AI to enable the HR profession by using data to work more efficiently and utilising AI to look for patterns in behaviours of employees to assist decision-making in relation to workforce planning, talent development and recruitment and forecasting risks like employee turnover. On the other hand, HR decision-making involves elements of context, ethics and empathy which cannot be completely delivered by the use of algorithms alone.
In an extended technology acceptance model, two factor determining technology success would be technology ease of use and technology usefulness (inspired by Ibrahim and Shiring, 2022, p.1). Though artificial intelligence raises HR efficiency, its limitations have been considered critically. Besides that, the use of biased algorithms could perpetuate injustices if AI systems learn from incomplete historical data. Therefore, lack of transparency in the AI decision process could also lead to accountability problems in sectors like workplace surveillance, staff performance appraisals and recruitment.  
To mitigate these issues, I will employ a human-in-the-loop AI approach, which means that although the insights will come from the analysis done by AI, the decision will be left to be taken by humans. For instance, although AI will alert to people who are about to leave the company, the HR professionals must assess the broader contexts like personal circumstances, workplace relationships, and career aspirations before taking any actions. Therefore, ethical AI practitioners need accountability for decisions, continuous monitoring of bias and transparency. 
[bookmark: _Toc234419417]3.2 Personal Capability Development Plan  
To raise my future employability, global HR capabilities and digital strategies have been developed within me. Therefore, I will review my HR analytics skills as well as data literacy through learning tools, like applying workforce data and Power BI to aid talent management, retention and decisions on engagement [Refer to Appendix].  In light of the above, my plan to develop myself is by acquiring the ability of AI prompt engineering and knowing more about the ways in which artificial intelligence helps in human resources operations while being transparent and ethically judgmental.
In addition to this, I aim to enhance my abilities in stakeholder management and strategic influence via developing business partnership, negotiation and communication skills to be effectively committed to corporate decisions (in line with Teng & Yue, 2023, p.1). In time, I am going to increase my cross-cultural intelligence and global mobility in the light of various perspectives in work and international human resources. Through professional development and reflective practice, my goal is to be an HR professional with global leadership and technological skills.
[bookmark: _Toc234419418]Conclusion
It can be concluded that the strategy of Helios Urban Mobility can be revitalised by organisational socialization, job design, responsible leadership, and ethical decision making by use of AI. It is anticipated that the above suggestions will help the organization engage employees more, retain graduates, improve productivity, and be competitive in the long run.
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[bookmark: _Toc234419420]Appendix 1: Personal Capability Development Plan
	Capability
	Development Action
	Timeline
	Success Indicator

	· Data Literacy
· HR Analytics
	· HR data interpretation
	6 months
	· Capability to evaluate HR data

	· Power BI Skills
	· Complete training
· create HR dashboards
	6 months
	· Produce workforce analytics reports

	· AI Augmentation in HR
	· Raise AI prompt engineering skills
· learn ethical AI applications
	3–6 months
	· For HR decision support, use AI effectively

	· Strategic Influencing
	· Improve communication, negotiation
· business partnering skills
	12 months
	· Increased confidence
· Influencing stakeholders

	· Stakeholder Management
	· Engaged in cross-functional projects
	12 months
	· Improved collaboration
· relationship management

	· Global Mobility
· Cross-Cultural Intelligence
	· Study international HR practices
· cultural management
	12 months
	· in global teams, ability to work effectively

	· Ethical Leadership
· Continuous Learning
	· Engage in professional development
	Ongoing
	· Illustrate responsible HR decision-making
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