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Executive summary
This report proposed the human capital architecture for a start-up, Helios Urban Mobility, to understand and mitigate the low employee engagement issues, high graduate attrition, and increasing needs for innovation. The task A has recommended to adopt a strategic organisational socialisation framework to focus on its organisational identification, ethical professionalism and stakeholder-focused business activism. The task B has focused on adopting an an adaptive job architecture. This part has covered various aspects like the Job Characteristics Model, Job Crafting Theory and a skills-based talent marketplace to focus on motivation and innovation. The last part is a reflective report focusing on the ethical and responsible use of AI in HR decision-making and outlined personal development plan. 
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[bookmark: _Toc13218]TASK A: Socialisation, Identity & Business Activism
In the rapidly evolving world of smart mobility, Helios Urban Mobility is operating in an industry marked by innovation, sharing of knowledge and involvement of employees. However, on average these users take 8 months to become involved and employees have a 54% engagement score, there are definite integration problems. These issues highlight a need for a strategic organisational socialisation approach to build committed employees who can add value to the organisation's goals and to the stakeholders.
Traditional Onboarding versus Strategic Socialisation
The traditional onboarding involves mainly administrative tasks, job description, compliance issues, etc. Though this can help someone understand the policies and responsibilities of the organisation, it can come across as a one-way lecture exercise for the newcomer. Employees can be taught organisational processes and yet fail to connect with organisational culture, values and purpose.
A study indicates that despite a significant level of investment in employee onboarding initiatives employee engagement is still low (Frögéli et al., 2023). This illustrates that information sharing is not enough to achieve commitment and motivation. There is a growing trend among employees for purpose, belonging, and opportunities for personal growth. Organisations need more holistic socialisation approaches, therefore, to make employees aware of their roles as well as broader significance of their work.
Theoretical Perspectives on Socialisation
The framework of Organisational Socialisation Theory can be helpful to explain when and how employees become integrated. Van Maanen and Schein argue that socialisation includes learning the organisation's knowledge, values and expectations of behavior (DeMark and Kozyrev, 2021). Organizations, however, are dynamic and employees working on trans-functional and trans-geographical boundary.
In addition to highlighting that employees can actively construct their identities within the context of organisational values and stories, Identity Construction Theory provides further insight. In effective socialisation, sponsors must align their identity with that of the recruits in addition to sharing organizational knowledge (Godinho et al., 2023). Helios has a long ramp-up period, suggesting that staff are aware of procedures but are yet to make organisational purpose their responsibility.
Another theory that emphasises employee expectations is Psychological Contract Theory. For employees, entering the workplace is often with the hope of support, development and purposefulness in their roles (Junça Silva et al., 2026). However, if they are not met, commitment wanes and their intention to leave rises. Higher-than-average staff separation rates could, therefore, be due to a mismatch between organisational promises and employee experience at Helios.
Strategic Socialisation Framework
Phase One: Pre-Boarding
Socialisation must start on the day the contract is accepted. Helios should launch an online pre boarding platform for the organisational purpose, innovative priorities, sustainability goals. Senior leaders should welcome new staff in with messages, access for learning materials, introduce new staff to staff members (Hussain and Mubarak, 2021).
Also, it is essential to assign a mentor to each new individual, as well as a mentor in a skill. This integrated solution can benefit their employees' professional development and help them acculturate and align themselves to the company culture and expectations.
Phase Two: First 90 Days
The initial ninety days is for identity development and then understanding about organisations. The first 30 days the employees should carry out organisational history, organisational goals and organisational responsibilities workshops.
From day 30 to 60, new-hires should be assigned to projects across departments, such as engineering and analytics and customer engagement. They foster collaboration and systems thinking experiences (Herrera and De Las Heras-Rosas, 2021).
Stakeholder immersion activities with transport agencies, community groups and external partners should take place during days 60-90. These experiences promote knowledge of the larger social implications of organisational decisions.
Phase Three: First Year Development
Socialisation should not stop after orientation but continue for the whole year. Quarterly development reviews should include career progression as well as innovation contribution and impact on stakeholders. Staff should also have the possibility of being involved in sustainability programs and staff mobility programmes (Davis et al., 2023).
Ongoing learning opportunities build enthusiasm of staff and reinforce organisational values. Successful socialisation leads to long-term employees actively contributing to the success of the organisation.
Cultivating Organisational Identification
Organisational identification is the process in which an employee feels he or she is defined in part by his or her membership in an organisation. For Helios, identification can be enhanced by a strategic process of storytelling and through the employees' and leadership's presence.
Organisational narratives should highlight achievements in sustainable mobility, on the reduction of transport congestion, and environmental improvement (Love et al., 2023). Periodic global town hall sessions can bridge the gap between offices and help build a sense of unity and common values. Engaging workers in innovation or sustainability considerations can also increase psychological ownership and levels of engagement.
Promoting Ethical Professionalism and Business Activism
Ethical professionalism must be an integral part of socialisation. Employees to be trained in responsible use of AI, data privacy, responsible use of environment and ethics. Ethical behaviors also need to be reinforced by leadership role modelling and performance assessment methods (Costa et al., 2021).
Helios must also impart an attitude towards business activism through stakeholder engagement projects involving employees. These actions enable “thinking with work staff” regarding economic, social and environmental implications in decision-making (Branicki et al., 2021). Helios can socialise their staff to become more ethical, more considerate of stakeholders and contribute to sustainable urban development to assure the success of the organisation in the long-term.
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Helios Urban Mobility is situated in a fast-evolving field defined by technological innovation, disruption and shifting stakeholder expectations. Low staff engagement and high staff turnover of graduates suggest that current structures of employment do not foster motivation, learning and innovation. Traditional job design methods emphasize effective task performance and the degree of task specialization, which are less applicable to knowledge-intensive environments (Kuijpers et al., 2020). Helios would need to implement an adaptive job design encompassing the Job Characteristics Model, Job Crafting Theory and a skills-based talent marketplace to cope with these challenges. This holistic strategy can enhance the motivation of employees, agility of the workplace, and the capacity for innovation within the organisation.
Limitations of Traditional Job Design
Traditional job design was based on Taylorist assumptions that prioritised task simplification, standardisation and managerial control. These methods can boost efficiency but can also limit employee empowerment, creativity and learning. Especially within organisations, where employees are required to find answers to complex technology and mobility issues.
In addition, job descriptions are based on the assumption of stability in the organisation and definite competency requirements. But with the fast-paced evolution of technology and artificial intelligence, constantly evolving needs are reshaping skills at work (Holman et al., 2024). Static job structures can easily result in capability gaps and decrease organisational responsiveness. Helios' jobs need to not only fulfill an operational performance expectation, but must also enable innovation and ongoing capability building.
Applying the Job Characteristics Model
Hackman and Oldham's Job Characteristics Model continues to be one of the most important models of job design. The model pinpoints 5 job factors that promote motivation and performance – skill variety, task identity, task significance, autonomy and feedback.
Skill variety can be improved by having employees work on projects involving cross-functional teams, such as engineers, urban planners, data analysts, and AI experts (Wang et al., 2020). This partnership creates a culture of sharing and creativity for solving problems.
Identification of the task must be highlighted by engaging the employees in every stage of the project and not limited to only some of the activities in the project. Ownership, engagement and commitment to a project will be higher if involved people are from the development to implementation phase (Costantini et al., 2022).
To improve task significance, encourage a reduction of urban congestion and mobility/friendliness to the employees' work environment. A social impact understanding will increase engagement and objectives.
To increase the level of autonomy by teaming and distributing decision-making. Increased autonomy fosters experimentation, creativity and proactive problem-solving (Sahu et al., 2026).
Last but not least, annual assessment should be abandoned for continuous feedback. Immediate feedback helps the workforce learn rapidly and adjust to evolving organisational needs.
Embedding Job Crafting into Work Design
The Job Characteristics Model does not capture the full extent of employee agency, although it does positively impact motivation. Job Crafting Theory suggests that employees actively shape their own jobs by modifying tasks, relationships and perceptions of work.
This may particularly be true for young workers seeking independence, career advancement and meaningful work. Task differentiation has been demonstrated to positively influence employee engagement, innovation and retention (Collings and McMackin, 2025).
Hence, Helios has to institutionalise job crafting as best practices in organisations. Staff had around 15-20% of their time allocated for Innovation around their own strategic priorities. These types of opportunities may stimulate creativity and promote new ideas.
Collaboration networks to enable relationship crafting between employees across London, Berlin and Singapore should also be promoted (Tims et al., 2022). These can help facilitate knowledge sharing, improve network or professional learning and promote organizational learning.
In addition, through cognitive crafting, the communication of leaders focusing on the socio-value of the work of their employees can be supported. The relationship between personal action and sustainable urban mobility boosts motivation and purpose.
Employee autonomy, however, should be within a clear strategic boundary, all while avoiding role ambiguity and alignment with organisation.
Implementing a Skills-Based Talent Marketplace
There are a growing number of modern organisations that are getting away from job structures and toward skills-based methods. Emphasising skills and competencies over job roles means that the organisation can now deploy the talent more effectively.
Helios should create an ongoing list of technical, analytical, leadership and innovation proficiency. This would help to improve awareness of workforce skills and facilitate strategic workforce planning (Dwivedula, 2020).
This should be coupled with an internal talent marketplace. Employees were able to get involved in short-term projects, mentoring, innovative project development and cross-functional projects of interest and skill through a digital platform.
This has a number of advantages. It enhances the agility of the workforce by aligning skill sets with organisational needs and beliefs, establishes recurring training opportunities and promotes career ladders. It is, therefore, likely to increase employee engagement/retention and organisational adaptability.
Supporting Motivation and Innovation
The proposed job architecture facilitates intrinsic motivation in several ways. According to Self-Determination Theory, employees' motivation is enhanced if they felt autonomous, competent, and connected.
The Job Characteristics Model states that an enriched work design makes workers more autonomous and competent. Job Crafting boosts personal agency and meaningfulness. The internal talent marketplace helps identify learning opportunities, develops and tracks careers (Kamani, 2020). These, in addition to other elements, also address psychological needs for long-duration engagement and performance.
The framework also promotes the development of knowledge and experimentation via innovation perspectives. Cognitive diversity through cross-functional collaboration and proactivity and creativity through job crafting. Skills based deployment to quickly and easily pool to help with new challenges.
Helios can develop a flexible and future-focused job structure by incorporating the Job Characteristics Model, Job Crafting Theory, and a skills-based talent marketplace. This is beyond the traditional roles and enables workers to always be learning and adaptable while fostering innovation. Finally, the suggested framework will enhance the motivation, employees retention and the long-term competitiveness of the organisation in the smart mobility market.
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Using AI Without Eroding Human Judgement
This module has helped me to gain a better understanding of the potential for and challenges of artificial intelligence (AI) in strategic HRM. I understand how AI can help make better decisions by processing vast amounts of workforce information to uncover patterns and make forecasts. But I also know that AI systems are constrained by the quality of data, and implicit assumptions and possible algorithmic bias. I would then employ AI to aid in decision making, but not in the making of decisions.
My future occupation involves taking advice from AI models critically as the primary step. Important data is useful, but it is not, nor can ever be, the final word on the nature of ethical and un-quantifiable contextual, stakeholder and organisational concerns. So, I believe, to achieve a successful role in HR, one should be technologically skilled, mentally analytical, ethical and professional judgment oriented. This will enable me to have the best of both worlds – AI insights, but without depending too directly on the AI-generated output.
Personal Capability Development Plan
	Capability Area
	Current Development Need
	Planned Actions
	Expected Outcome

	Data Literacy
	• Limited experience in advanced HR analytics.
• Need stronger capability in interpreting workforce data.
	• Complete HR analytics and data visualisation courses.
• Practise analysing workforce metrics and dashboards.
• Engage with people analytics case studies.
	• Improved ability to make evidence-based HR decisions.
• Greater confidence in analysing and communicating workforce insights (Bandvi, 2026).

	AI Augmentation in HR
	• Need deeper understanding of AI applications in HR functions.
• Limited knowledge of AI ethics and governance.
	• Attend HR technology workshops and webinars.
• Explore AI tools used in recruitment and talent management.
• Study responsible AI implementation practices.
	• Ability to use AI as a strategic decision-support tool.
• Enhanced capability to balance AI insights with human judgement.

	Strategic Influencing Skills
	• Further development required in stakeholder engagement and persuasive communication.
• Need greater confidence when presenting strategic recommendations.
	• Participate in leadership and communication training.
• Practise presentation, negotiation and influencing techniques.
• Seek opportunities to lead group projects.
	• Stronger ability to influence decision-makers.
• Improved effectiveness in aligning HR initiatives with organisational strategy.

	Global Mobility Awareness
	• Limited exposure to international HRM and global workforce challenges.
• Need broader understanding of cross-cultural management.
	• Study international HRM practices and global talent strategies.
• Follow global labour market trends.
• Engage with multicultural case studies and professional networks.
	• Increased capability to work within international environments.
• Enhanced understanding of global talent and mobility issues.
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