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[bookmark: _Toc234861710]Introduction
Helios Urban Mobility (HUM) has confronted the strategic human capital challenges such as low employee involvement (54%), inefficient onboarding, and persistent employee ramp-up within 8 months and high gratitude erosion within its international workforce.  This report has designed an integrated human capital architecture, which helps to strengthen socialisation, innovation and commitment across organisations to get long-term strategic renewal.  
[bookmark: _Toc234861711]Task A: Socialisation, Identity & Business Activism
[bookmark: _Toc234861712]2.1 Introduction to Strategic Socialisation
Strategic organisational socialisation processes have an impact on newcomers' well-being and work involvement. By improving values, knowledge and identity of employees, the organisational socialisation has expanded its traditional onboarding procedures to reach the organisational goals (Rani et al., 2024). It is mainly a constant procedure, which increases collaborations, long-term organisational citizenship and commitment rather than introducing the roles of new hire employees.  According to Helios Urban Mobility (HUM), the firm operating in London, Berlin and Singapore, that the unstructured nature of socialisation slows productivity ramp-up, creating low employee engagement (Sullivan, G. and Van Den Meerssche, 2024). It leads to high graduate attrition. Thus, a well-structured and strategically aligned socialisation framework is the need of the hour.
[bookmark: _Toc234861713]2.2 Critical Evaluation: Traditional Onboarding versus Strategic Organisational Socialisation

Figure 1: Traditional Onboarding to Strategic Organisational Socialisation
(Source: Self-developed)
Traditional onboarding is an administrative process that familiarizes new employees with the organisation’s policies, procedures and operational requirements (Godinho et al., 2023). Completing essential paperwork, setting up IT systems, compliance training, and induction are included in its techniques. 
The organisation uses Van Maanen and Schein's model which helps them to do an onboarding system for employees which leads to focus on their frequently used formal, collective and sequential tactics (Godinho et al., 2023). Though having their success, these strategies help to achieve instrumental and short-term goals.  Therefore, they afford only limited opportunities for investiture and serial socialisation through mentoring and recognition (Houle et al., 2025). As a result, employees may have a weaker organisational identity, limited cultural integration and lower retention within knowledge-intensive organisations.
An ongoing strategic organisational socialisation develops employees’ identity, commitment, and behaviours in line with organisational goals. Rousseau (1995) in his Psychological Contract Theory states that employees expect, among others, career development, management support, learning opportunities and meaningful work. Breaching employees’ contracts reduces an employee’s level of engagement or increases their intention to leave or quit.
According to Identity Construction Theory (Pratt, Ashforth and Mael). They state that employees exhibit commitment through understanding who they are in an organisation and their contribution to organisational success (Ashforth, and Mael, 2024). Strategic socialisation, therefore, strengthens organisational identification, knowledge sharing, citizenship behaviour, and employee commitment. In Microsoft’s onboarding programme, structure check-ins with managers and peer mentoring are introduced to get quicker productivity and better retention (McCall, 2024). 
Compared to the traditional onboarding process, strategic organisational socialisation would create a stronger psychological attachment, cultural integration and organisational commitment within the workforce of Helios Urban Mobility that is globally dispersed although innovation driven.
[bookmark: _Toc234861714]2.3 Design a Structured Socialisation Framework for Helios
	Stage
	Objectives
	Key Activities
	Theoretical Justification
	Expected Outcomes

	Stage 1: Pre-Boarding (Before Day One)
	uncertainty can reduce and create   anticipation
	• Digital welcome platform and mobile app
• AI-supported learning portal
• Assign mentor/buddy
• CEO welcome message
• Introduce organisational values and culture
• Cross-location virtual networking (London, Berlin, Singapore)
	Psychological Contract Theory - establishes positive expectations before joining.
Anticipatory Socialisation Theory - prepares employees psychologically and socially before entry.
	• Reduced anxiety
• Stronger commitment
• Faster organisational integration
• Positive first impressions

	Stage 2: First 90 Days
	Accelerate learning and relationship building
	Week 1: Culture workshops, team integration, role clarity.Month 1: Job shadowing, learning sprints, manager coaching.Month 2: Cross-functional project assignment, city-government client exposure.Month 3: Performance conversations, identity reflection sessions.
	Van Maanen & Schein (1979)
Learning
Mentoring
Organisational belonging 
	• Reduced ramp-up time
• Early engagement
• Faster capability development
• Stronger team relationships

	Stage 3: Year One
	Build long-term commitment and organisational citizenship
	• Innovation communities
• Graduate acceleration programme
• International assignments
• Leadership mentoring
• Quarterly career discussions
• ESG and stakeholder projects
	Social Identity Theory- strengthens organisational belonging. Psychological Contract Theory- fulfils development expectations. Communities of Practice (Wenger)-supports continuous learning and knowledge sharing.
	• Higher employee engagement
• Lower graduate turnover
• Greater innovation participation
• Stronger organisational citizenship


Table 1: Socialisation Framework for Helios
(Source: Self-developed)
Unilever’s integration of graduates is empowered by a combination of digital pre-boarding, personalized learning and rotations programmes. Siemens employees are socialised faster due to structured mentoring, international mobility and leadership development. This leads to greater employee engagement and collaboration globally.
The framework we are proposing will aid HUM to meet strategic workforce challenges. The framework includes structured learning mentoring and career development (Ferdousi, and Abedin, 2023). It will take place during the employee’s lifecycle. Pre-boarding decreases uncertainty and facilitates integration. The first 90 days helps to focus on creating capabilities and embracing relationships (Godinho et al., 2023). In the first year, initiatives strengthen organisational identity and global collaboration for career development and reduce attrition and engagement. The framework subsequently establishes a workforce that is committed, innovative and globally connected, enabling HUMs long-term strategic renewal.
[bookmark: _Toc234861715]2.3 Developing Organisational Identification, Ethical Professionalism and Business Activism
Organisational Identification
It can be defined as the degree of cognitive, affective, and evaluative connection between self and organisation, namely the degree to which an individual considers organisational membership a significant basis of his or her self-identity. It is a variable that demonstrates a person’s sense of belonging, commitment, and identification with an organisation, group, or other social entity. 
As per the Social Identity Theory (Tajfel and Turner), the commitment of employees to the organisation will enhance when the employees identify with the values and goals of the organisation (Khadka, 2024). Helios must promote this with a shared purpose focused on sustainable mobility, innovation communities, organisational storytelling and recognition programs as well as cross-country collaboration among employees in London, Berlin and Singapore (Houle et al., 2025). Through these mechanisms, employees feel a stronger sense of belonging, they share knowledge with one another and they engage in organisational citizenship behaviours that will support innovation and the long-term performance of the organisation.
Ethical Professionalism
Ethical professionalism can be strengthened by the implementation of AI ethics training, a responsible innovation charter, ethical leadership workshops and  ESG-based performance indicators to encourage responsible decision-making (López et al., 2025). Patagonia, for instance, integrates environmental responsibility into its organisational culture, specifically by linking employee behaviours with sustainability values, which helps improve their organisational purpose and ethical commitment (Patagonia, 2026). In the same way, Helios can instill trustworthiness of employees, accountability and socially responsible innovations and ethics into everyday operations. 
Business Activist Mindset 
By Ulrich’s HR Business Partner Evolution, Helios must develop employees as strategic problem solvers, stakeholder advocates, sustainability champions and business contributors (Weijers, 2025). According to Freeman's Stakeholder Capitalism Perspective, employees should create value for customers, community, government, investor and environment. For example, Microsoft does so when it engages its staff in its accessibility and sustainability initiatives that help influence its strategic decisions; business activism fosters innovation and stakeholder value creation and helps build organisational resilience. Strategic socialisation develops an employee’s engagement as an organisational citizen or business activist who enables sustainable strategic renewal (Khawand et al., 2022).
[bookmark: _Toc234861716]Task B: Job Design
[bookmark: _Toc234861717]3.1 Introduction 
Conventional job designs tend to demotivate and stifle employee creativity due to their restrictive nature. As a knowledge-intensive organisation, Helios Urban Mobility (HUM) needs an innovative job design that promotes employee autonomy, continuous learning, cross-functional collaboration & flexible skills deployment so that engagement, creativity, and performance are enhanced.
[bookmark: _Toc234861718]3.2 Innovative Job Design Strategy

Figure 2: Job Characteristics Model
(Source: Self-developed)
According to Hackman and Oldham job design theory. Helios should implement the Job Characteristics Model (Hackman & Oldham, 1976), which could enhance motivation and innovation in employees through five core dimensions of jobs. When AI engineers are permitted to take on product design, infrastructure analytics, skill variety can be enhanced through client engagement. By allowing the employee’s space for ownership, they must balance the whole project from conception to implementation, (Peráček, and Kaššaj, 2025). The importance of a task can be enhanced through showing how the efforts of employees contribute to sustainable urban mobility and smarter cities. For executing projects, employees are empowered with more freedom to decide and solve problems (Ahmad et al., 2022). Finally, feedback would be provided to drive improvement through real-time project dashboards, regular coaching and performance discussions. These facets are expected to enhance intrinsic motivation, employee engagement, accountability, and creativity, which will allow HUM to adapt complex technological and customer challenges.
Job Crafting Theory
Employees use parts of their job to increase meaning and satisfaction, which comes from Job Crafting Theory (Wrzesniewski and Dutton, 2001). In innovation projects, the task crafting at HUM allows employees to engage outside of their job requirements for enriching their skills. By encouraging relational crafting across London, Berlin and Singapore, these will help to increase knowledge sharing and a diversity of solutions (Costantini et al., 2022).  To boost environmentally sustainable urban mobility, Cognitive crafting can help employees to re-imagine their work rather than doing their technical job (Ahmad et al., 2022). Commitment, motivation and organisational values are enhanced for the wider purpose.  Within international teams, HUM can enhance job satisfaction, boost engagement and lessen turnover intentions of high-potential graduates to enhance creativity, responsiveness and ongoing innovation.
Skills-Based Architecture/Internal Talent Marketplace
Based on competencies, a skills-based architecture enables employee allocation, fixed roles, by enhancing organisational agility. Here, HUM may develop an inventory skill which highlight an opportunity which is AI supporting system which lead to demonstrate the employees training and development (Sanguino et al., 2025). As a result, employees would be assigned to project-based work and have transparent opportunities to upskill and reskill. By this approach, constant learning is promoted with optimal deployment of critical skills that create the highest value.
Unilever has an internal talent marketplace through which employees can participate in projects according to their capabilities (Akter, 2025). This increases workforce flexibility and employees’ career development. Schneider Electric employs AI internal mobility platforms to redeploy skills, boost retention, and tackle capability gaps. A model of that type will allow HUM to optimise the utilisation of talents, boosting innovation and workforce resiliency.
[bookmark: _Toc234861719]3.3 How the Design Stimulates Intrinsic Motivation and Innovation

Figure 3: Hybrid Job Design Framework for Enhancing Intrinsic Motivation and Innovation
(Source: Self-developed)
The hybrid design represents a potential solution to HUM’s top workforce challenges. These solutions would help improve graduate retention with career mobility, solve capability shortages with skills-based deployment, promote cross-location collaboration across global teams, and foster continuous innovation through flexible project assignments. As a result, it develops a versatile, involved, and forward-thinking workforce to back up strategic renewal.
The hybrid job design discussed in this paper enhances intrinsic motivation in employees. This is achieved by adhering to the explanation given by Deci & Ryan in Self-Determination Theory (Gagné et al., 2022). Their assertion that the motivation of people is strengthened when they feel autonomy, competence and relatedness will be examined later in the paper.
To choose assignments, internal talent marketplaces, flexible project assignments, and job crafting favour autonomy allowing employees for their interests and skills. “Collaboration across multidisciplinary teams is helping London, Berlin and Singapore build commonality, through trust, knowledge exchange and belonging to the organisation.
According to Amabile’s Componential Theory of Creativity, creativity requires expertise, intrinsic motivation and a supportive creative environment (Rahayuningsih et al., 2024). The framework makes reference to these essential drivers of innovation. Continuous skill updates and project rotations add to their skill set. In addition, greater autonomy and meaningful work increase the employee’s motivation.  In addition, innovation-management conditions, which encourage experiments and creative problem solving, occur in the workplace when teams work together, leaders support experimentation, and assignments require innovation.  
Through Communities of Practice (Wenger) employees across HUM’s global offices share technical knowledge and best practices, as well as innovative ideas (Tripathi et al., 2025). These communities help organisations learn, reinforce collaboration across nations and speed up spread of innovations. Through such interactions, the ability of the employees to solve problems improves and they can apply their insights from various fields to deal with complex urban mobility challenges.
The hovering HUM design proposal can raise the employee engagement level at HUM from the current 54% to a much higher level through the greater intrinsic motivation and meaning of work. Opportunities for career mobility and continuous development allow graduates to stay longer, while well-structured learning pathways enhance capability development and reduce the current 8-month ramp-up by half. Additionally, flexible collaboration across teams encourages experimentation and sharing new knowledge.
[bookmark: _Toc234861720]Task C: Reflective Report
[bookmark: _Toc234861721]4.1 Using AI as a Decision-Support Tool Without Eroding Human Judgement
Through Gibbs’ Reflective Cycle, I acknowledge that artificial intelligence is now an important decision-support tool in strategic human resource management. AI can add value to workforce analytics, talent forecasting, employee sentiment analysis, recruitment screening and skills mapping through the analysis of large data sets (Tripathi et al., 2025). The capabilities make decisions based on evidence and enhance workforce planning. As revealed in the World Economic Forum’s Future of Jobs Report, which confirms that productivity is steadily improving thanks to AI and that the technology is supporting better decisions, world leaders are also using the same to make decisions. According to the CIPD People Profession Survey, most HR functions are using the technology to get the best fit for candidates.
On the other hand, I acknowledge the potential risks of AI. This includes algorithmic bias, reliance on automation, a lack of contextual judgement and ethical issues relating to fairness and transparency. These limits reinforce AI should assist rather than substitute human knowledge.  In planning for my professional practice of the future I will adhere to the principle that ‘AI informs decisions; humans make decisions’. I will use AI to spot patterns, generate evidence and model alternative scenarios. But I will never relinquish my personal accountability for ethical judgement, employee wellbeing, interpretive strategy and decision-making.  I will be able to leverage AI’s analytical power by adopting the balanced approach, complex people-centred decisions for remaining transparent, fair and aligned across the organisation’s values.
[bookmark: _Toc234861722]4.2 Personal Capability Development Plan
	Capability
	Development Actions
	Timeline
	Expected Outcome

	Data Literacy
	Complete a certification in HR analytics 
Understand data interpretation and visualisation
	6 months
	HR decision-making based on evidence.
Enhanced analytical ability.

	AI Augmentation in HR
	Get skilled in power Bi, Generative AI and workforce analytics tools.
	6–12 months
	AI-enabled HR planning. Effective use of AI for decision-support.

	Strategic Influencing Skills
	Stakeholders are Engaged in the workshops to present the presentations and consult simulations.
	Ongoing
	Enhanced abilities in communication and negotiation.

	Global Mobility Awareness
	Study International HRM, cross-cultural management and global talent strategies.
	Ongoing
	Improved ability to handle diverse global workforce culture.

	ESG and Sustainability Knowledge
	Programs for sustainability, ESG and responsible leadership completion.
	12 months
	Capability to back ethical leadership and stakeholder-centred organisational strategies.


Table 2: Personal Capability Development Plan
(Source: Self-developed)
The planned skills development initiative will promote ongoing development of skills associated with selected professional and managerial competencies required in modern human resource management. Expertise in AI, HR analytics, stakeholder management, global mobility and ESG helps leaders take evidence-based and ethical decisions (Sklavos et al., 2024). In short, ability, affinity and agility when combined can make the person more adaptable, employable and able to contribute strategically to an organisation in both the digital world and among other global businesses.
[bookmark: _Toc234861723]Conclusion
It can be concluded that the suggested human capital framework responds to Helios Urban Mobility’s challenges through strategic socialisation, innovative job design and responsible AI-assisted decision-making. Therefore, these activities will enhance employee engagement, organisational commitment, innovation and retention of talent leading to a future-ready workforce that can drive sustainable organisational performance and long-term strategic renewal.
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