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[bookmark: _Toc234410564]1. Introduction
Helios Urban Mobility is a start-up company that operates within the domain of smart transportation in Europe, including London and Berlin, and also in Singapore. The company at present has 450 employees working in these locations. Despite being in the business for five years, the company has been facing challenges, including a weak organisational socialisation process for new hires, declining engagement rates of employees, and high turnover intentions among high-potential graduates. Focusing on these pressing issues of the company, the report includes an integrated human capital architecture strengthening employee socialisation, and redesigned work to improve motivation and innovation, followed by a short reflective passage.
[bookmark: _ef8wzgv7lpy][bookmark: _Toc234410565]2. Task A: Strategic Socialisation Framework
[bookmark: _m65utqwgfcwn][bookmark: _Toc234410566]2.1 Critical Evaluation of Organisational Socialisation
[bookmark: _vwhqwd5t9k4p][bookmark: _Toc234410567]2.1.1 Traditional Onboarding vs Strategic Organisational Socialisation
To develop a strategic and effective socialisation framework, it is important to understand the traditional onboarding process. Traditionally, onboarding of newcomers is generally tackled by the human resource department by handing over a copy of an onboarding handbook to individual employees, which acts as a guidebook to the new employee pertaining to organisational processes (Godinho et al., 2023). Hence, in essence, traditional onboarding is mostly about administrative orientation of newcomers. However, this approach is inadequate for the case of Helios because it is taking longer than usual for employees to become fully productive, highlighting the ineffectiveness of the traditional approach for administrative orientation of newcomers.
In order to overcome the challenge of the ineffectiveness of the traditional onboarding approach at Helios, it is imperative to consider the strategic organisational socialisation process for the firm. When viewed through the framework developed by Van Maanen and Schein (1979), it becomes obvious that interactional, institutional, and situational attributes influencing the relationships, rewards, potentials, and demands within an organisation shape an employee's overall commitment to the firm. Accordingly, developing a strategic organisational socialisation process would be highly effective for Helios to shape their employees' behavioural values and organisational integration, increasing employee engagement and reducing turnover rates as well.
[bookmark: _f3httu30dzl7][bookmark: _Toc234410568]2.1.2 Psychological Contract and Employee Commitment
Due to the glaring challenge of high employee attrition rates faced by the company, it is essential to understand employee commitment from the perspective of psychological contracts. From the findings presented by Wonda et al. (2024), it can be interpreted that the aspect of psychological contract exists between employees and employers. Further analysis of psychological contract revealed that in exchange for a fair wage and minimal organisational interference with the norms set by employees, individuals working for a firm often become more engaged, productive, and satisfied. The evaluation of this information suggests that Helios' employees might have expected a fair wage and minimal intervention in their work autonomy, which the organisation had the obligation to meet, considering the potential for higher employee engagement, productivity, and satisfaction resulting in lower turnover rates. However, from the perspective of human resource management, these psychological contracts were not met by Helios, leading to a lack of employee commitment and high turnover rates.
[bookmark: _9l7wxlyagj5y][bookmark: _Toc234410569]2.1.3 Identity Construction and Organisational Citizenship
Organisational citizenship behaviour by employees refers to an employee's contribution to their workplace that exceeds what is formally included in their job roles (Widarko and Anwarodin, 2022). As such, helping other employees, or volunteering for extra work, and adhering to the organisational procedures reflect the level of organisational citizenship of an employee. 
However, all these are possible if employees get the opportunity to gradually develop a sense of belonging. Hence, in the context of gradual identity construction within an organisation, it is essential for Helios to formulate a corporate strategy to enhance their employees' organisational citizenship behaviour. From the insights gathered from the findings presented by Kang and Hwang (2023), it is understood that motivating employees for productive behaviour, rewarding them, arranging for organisational citizenship behaviour training, and integrating them into performance evaluations can help Helios' employees with strategic socialisation, developing organisational commitment through interactions, and mentoring, making this a more sustainable approach for Helios than traditional onboarding.
[bookmark: _Toc234410570]2.2 Proposed Socialisation Framework
	Stage
	Key Activities
	Theoretical Justification
	Expected Organisational Outcomes

	Pre-boarding (Before Day 1)
	· Helios will send personalised welcome package and CEO welcome video
· Candidates will be provided with digital onboarding portal with company values, mission and organisational structure
· They will be assigned a mentor ("Helios Buddy") before joining
	This will establish a positive psychological contract by reducing uncertainty and clarifying mutual expectations before employment begins.
	· Reduced newcomer anxiety
· Positive first impressions
· Higher organisational commitment

	First Week (Organisational Orientation)
	· An induction programme will be hosted on the joining date
· Team introductions and networking sessions will be part of the induction
· Ethical decision-making and compliance workshops will be hosted for them to join
	Institutional socialisation tactics will create consistency in learning while promoting shared organisational values and behavioural expectations.
	· Stronger organisational identification
· Better understanding of organisational culture
· Increased confidence and role clarity

	First 90 Days (Integration Phase)
	· There will be weekly mentor meetings
· A monthly performance and development feedback session by the reporting manager
· Cross-functional project participation
· Innovation and collaboration workshops for the new-hires to join
	Continuous socialisation will strengthen employee identity through meaningful interactions, feedback and experiential learning while reinforcing the psychological contract.
	· Shorter learning curve
· Improved collaboration
· Higher employee engagement

	Months 4–12 (Development & Retention)
	· Individual development plans (IDPs) will be essential for retention
· Leadership development opportunities will be provided for career growth and motivation purposes
· International collaboration opportunities across London, Berlin and Singapore
	It is expected that Long-term socialisation will support identity construction and develops employees into organisational citizens who contribute strategically beyond their formal job roles.
	· Reduced graduate attrition
· Increased innovation capability
· Higher employee retention and leadership readiness



This socialisation framework adopts a phased approach that will extend beyond conventional onboarding and intends to support employees throughout the first year of employment. Beginning with pre-boarding reduces uncertainty and establishes positive expectations, while structured orientation ensures consistent communication of organisational values and behavioural standards. Ongoing mentoring, feedback and cross-functional collaboration during the first 3 months period will facilitate faster learning and resilient workplace relations. The final development stage emphasises continuous learning, leadership development and international collaboration to strengthen long-term organisational commitment. Collectively, the proposed framework will improve employee engagement and minimise graduate attrition, thereby supporting Helios' strategic renewal objectives.
[bookmark: _9telrwnjn8mm][bookmark: _Toc234410571]2.3 Developing Organisational Citizens
Ethical Professionalism
Drawing on the discussion on organisational citizenship behaviour above, it is understood that transforming employees into organisational citizens can help Helios reduce their graduate turnover. In the process, it is important for them to consider implementing ethical leadership by showing genuine concern for them, communicating openly and without consequences, fostering mutual trust and respect, while also offering emotional support to employees even for their personal situations (Djaya, Lataruva and Arminta, 2024). This creates psychological safety for employees, lowering their turnover intentions.
Business Activism
Other than leading employees ethically to develop organisational citizens, Helios may also consider conducting business activism through their HR professionals. The rationale behind this is the fact that if HR professionals keep their promises and communicate clearly with employees while delivering consistent messages, they can foster trust among employees and build long-term relationships with them as well (Ulrich, 2016). This can transform them into stakeholder advocates, noticeably decreasing their turnover intentions.
Stakeholder Capitalism
Building on the discussion up to this point, it can be inferred that with psychological safety, positive relationships with HR professionals, and enhanced trust in them, the employees of Helios would be in a position where they would prioritise customers, investors, society, and the environment as well, alongside focusing on their profits. As a result, these would invariably increase their engagement, enhance their socialisation, and reduce their turnover intentions as well.
[bookmark: _n9t4vtln36g9][bookmark: _Toc234410572]3. Task B: Innovative Job Design Strategy
[bookmark: _d16on2qjb2][bookmark: _Toc234410573]3.1 Critical Evaluation of Job Design Models
Traditional Job Design
The traditional job design model is shaped by the Taylorism principles, which explicitly mention that the management or an organisation needs to inform their employees regarding what tasks to do, when to do them, and how to do them, even including information on rest periods as well (Fleury, 2025). The analysis of this information suggests that traditional job design models mostly prioritise preparing detailed task methods and standard times, besides emphasising training and development, and paying remuneration to employees according to their performance. However, such an approach also has its own limitations. For example, emphasising work methods robs employees of their work autonomy, while performance-based payment can act as a short-term motivational factor for them.
Hackman and Oldham Job Characteristics Model
The job design model developed by Hackman and Oldham (1976) pivots around five core job dimensions. Further analysis of the model reveals that Helios may design jobs in a way that can leverage a variety of skills of an employee; however, an employee with a variety of skills may lack expertise in any particular domain. Likewise, job design models that emphasise visible outcomes may often find it difficult to measure the task identity objectively. Additionally, the job characteristics model also emphasises that through job design, employees understand the significance of their task; however, if employees perceive their tasks as insignificant, they may also be demotivated. Similarly, jobs granting autonomy to employees may face consequences of non-compliance, while feedback for enhancing employee effectiveness may also backfire and demotivate employees if not communicated constructively (Hackman and Oldham, 1976).
Job Crafting Theory
Going by the discussion above, it may appear that none of the job design models discussed so far is suitable for the case of Helios because all of them are designed from the organisational perspective. It is essential that employees redesign the aspects of their own work for better synchronisation. This can be justified through the lens of the job crafting theory, which advocates that the employees need to be granted the autonomy to redesign their task and relational boundaries at a workplace, allowing them to alter their work meaning as per their suitability, while also facilitating better socialisation opportunities (Wrześniewski and Dutton, 2001). However, this approach is particularly suitable for innovative organisations, making it also aligned with the work culture of Helios.
[bookmark: _3dx47hp5qvdk][bookmark: _Toc234410574]3.2 Proposed Job Design Strategy
[bookmark: _9fu7zxzb6xuh][bookmark: _Toc234410575]3.2.1 Recommendation 1: Enrich Jobs Using the Job Characteristics Model
It is recommended that Helios consider designing its jobs guided by the approach illustrated in the model. For example, Helios may choose to increase the skill variety aspect by allowing their employees to work on AI development, infrastructure analytics and client implementation projects. Additionally, Helios may also focus on enhancing their task identity by allowing employees to own complete project stages rather than isolated tasks. Contextually, the company may also choose to increase the significance of their tasks by regularly communicating how Helios' mobility solutions improve sustainable urban transport. Helios may also expand workplace autonomy through flexible work arrangements and decentralised decision-making, while also offering feedback through monthly coaching sessions and project reviews (Khalid Salaudin, Ahmad Kamal and Mohammad, 2022). Together, these changes are expected to increase employees' psychological meaningfulness, responsibility and knowledge of results, thereby improving their motivation and engagement.
[bookmark: _9n4r3if49os4][bookmark: _Toc234410576]3.2.2 Recommendation 2: Encourage Employee Job Crafting
Building on the understanding of the job crafting model, as a practical recommendation, it is suggested that Helios may consider allowing their employees to choose innovation projects, besides encouraging them to establish cross-functional collaboration (Mansour and Mohanna, 2024). These measures not only would grant the much-needed workplace autonomy to their employees, but they also would facilitate better and faster socialisation. Moreover, Helios may also choose to allow their employees to redesign aspects of their work, and to participate in hackathons as well, which would boost their creativity (Garg and Sinha, 2023). It is also suggested that long-standing Helios employees get mentoring opportunities, which can increase their sense of ownership as well.
[bookmark: _gk0otjcj1941][bookmark: _Toc234410577]3.2.3 Recommendation 3: Introduce a Skills-Based Architecture
Being in the smart transportation industry, it is necessary that Helios move away from rigid and generalistic job descriptions, and in place of that, the company is advised to adopt an approach that can enable the company to seek candidates with specific skillsets. For example, in lieu of advertising for the post of software engineer, the company is recommended to seek specialised skills, such as Python, AI, Data Analytics, User Experience designers, and sustainability experts, helping the company to build a skill-based architecture. It is also recommended that Helios allow their employees to move freely between projects according to their capabilities, to leverage the aspect of their skill variety. Moreover, this would also offer flexibility, reduce additional recruitment costs, and improve graduate retention.
[bookmark: _1ssnuqbfq086][bookmark: _Toc234410578]3.3 Motivation and Innovation
Intrinsic Motivation
It is important to note here that the proposed job design strategy recommendations for Helios have been developed with a focus on employee motivation. When viewed through the framework of the self-determination theory, it becomes clear that by allowing decentralised decision-making to fulfil the autonomy of employees, mentoring opportunities for long-standing employees to ensure the competency development of employees, and cross-functional collaboration to foster relatedness, Helios would be able to meet the psychological needs of their employees (Deci and Ryan, 2012; Fishbach and Woolley, 2022). As a result, employees are more likely to develop higher engagement and reduced intentions to leave the organisation.
Innovation
The other rationale behind the recommended job design strategies is to facilitate innovation. For example, the proposed job designs are recommended in a way that emphasises autonomy, which in turn would encourage employees to experiment more. As a result, it can be implied that the job crafting also encourages creative problem-solving (Garg and Sinha, 2023; Mansour and Mohanna, 2024). Moreover, the emphasis on cross-functional collaboration facilitates knowledge sharing and thereby skill enhancement as well, while continuous feedback supports organisational learning. Therefore, these factors create an environment that encourages innovation rather than simply expecting innovation from employees.
Strategic Impact for Helios
The integrated job design is expected to improve employee engagement, shorten the ramp-up period, and reduce graduate attrition. Furthermore, the recommended job design would also strengthen the innovation capability of employees, while enhancing their organisational agility in supporting Helios' long-term strategic renewal. Thus, the proposed job design strategy aligns employee motivation with organisational objectives, enabling Helios to strengthen both workforce performance and long-term competitive advantage.
[bookmark: _7x2l97vjez7i][bookmark: _Toc234410579]4. Task C: Reflective Report
[bookmark: _3oypt9bjp4v6][bookmark: _Toc234410580]4.1 Responsible AI Decision Making
While reflecting on how AI helps, I realised that the technology can contribute in a multifaceted way. For example, with the help of AI, interpreting the findings of reviewed literature becomes faster, while the technology also helped me to identify trends through data analysis, besides contributing to policy comparison activities. In the context of professional judgement, I also noted that AI may support decision-making activities without completely replacing human interventions. The rationale behind this is the fact that for ethical reasoning and critical thinking in any particular context, human judgement is invaluable, which further reinforces the irreplaceability of humans in occupational decision-making.
[bookmark: _Toc234410581]4.2 Personal Capability Development Plan
	Development Area
	Current Position
	Development Action
	Timeline
	Success Indicator

	Data Literacy
	I have a basic understanding of HR metrics but limited experience interpreting workforce analytics for strategic decision-making.
	Complete an online course in HR analytics (such as, Power BI or Excel for HR), practise analysing HR datasets, and apply data interpretation techniques in academic projects.
	Within 6 months
	Ability to interpret HR dashboards and make evidence-based HR recommendations confidently.

	AI Augmentation in HR
	I am familiar with AI tools for research but need to improve my ability to use AI responsibly while maintaining critical judgement.
	Learn HR applications of generative AI, predictive analytics and AI ethics through professional courses and industry webinars, while practising critical evaluation of AI-generated outputs.
	Within 6 months
	Ability to integrate AI into HR decision-making while ensuring accuracy, fairness and ethical compliance.

	Ethical Leadership and Professional Judgement
	I recognise the importance of ethical HR decision-making but need more practical exposure to complex workplace dilemmas.
	Study professional HR ethical frameworks (such as, CIPD guidance), analyse organisational case studies, and reflect on ethical decision-making during academic assignments.
	Ongoing
	Consistently demonstrate ethical reasoning and balanced judgement when evaluating HR issues and organisational challenges.



[bookmark: _w8dcz5s68vmt][bookmark: _Toc234410582]5. Conclusion
From the discussion above, it can be concluded that Helios needs to strengthen the aspect of their employee socialisation, while also focusing on job redesign in order to foster motivation, innovation and employee retention. With ethical leadership, skill-based architecture, psychological contract, and strategic onboarding, the company would be able to enhance employee engagement, reduce graduate turnover, shorten the ramp-up period, and create a competitive edge in markets as well.
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