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[bookmark: _heading=h.kyyv1vfass9l][bookmark: _Toc235033343]Introduction 
European smart-transport start-up Helios Urban Mobility (HUM) is experiencing a range of problems, including low levels of socialisation within their workforce, decreased employee engagement by 54% and turnover among high-potential graduates. The power of AI has changed the game of workforce analysis and HR planning, making it a data-driven and agile process. As Strategic Human Capital Advisor, I will leverage AI tools in decision-making, interpreting data and ensuring a balance between automation and empathy. This report will design a system to convert new hires into committed employees, based on the Job Characteristics Model, job crafting theory, skills-based architecture, and talent marketplaces, and finish by reflecting and creating a development plan.

[bookmark: _Toc235033344]1.0 TASK A: Socialisation, Identity & Business Activism
[bookmark: _Toc235033345]1.1 Critical Evaluation: Strategic socialisation vs Traditional onboarding 
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Figure 1: Onboarding Process 
Source: (Key Differences, 2020)
The case study of Helios Urban Mobility indicates that the European startup Helios is suffering from employee ramp up times of 8 months by high graduate attrition and 54% engagement rate decline. It is caused by heavy dependence on administrative transactional on boarding instead of organisational socialisation. Based on the data from the Resourcing and Talent Planning report of Chartered Institute of Personnel and Development, it can be said that challenges of employee retention are increasing due to labour shortage in 2022. It is further evidenced by 33% organisation which reports an inflation which is caused by increasing graduate and technical roles turnover rate (CIPD, 2022). Moreover, data from Gallup indicates that active disengagement of employees causes the loss of approximately 18% of the business salary by losing productivity (Inc, 2017). 
[bookmark: _Toc235033346]1.1.1 Socialisation tactics 
Schein and Van Maanen have outlined tactical structural choices which dictate the process of newcomer orientation, role forming and information processing (Tackett, 2024). 
Individual Vs Collective 
HUM navigates through isolated individualised models in its regional offices. It moves to new comer’s collective model groups in cross border cohorts for building support networks from peers. 
Formal Vs Informal 
A formal structure can separate initial training in an environment of dedication instead of throwing newcomers into municipal live analytics (Frögéli, Jenner and Gustavsson, 2023). It prevents errors from early engineering. 
Sequential Vs Random
Socialisation in a sequential process can outline unambiguous clear milestones. It helps to eliminate common ambiguity from fast grown startups. 
Fixed Vs Variable
Timelines which are fixed can set completion of a fixed specific date to reach milestones by cutting 8 months of ramping up time down.
Serial Vs Disjunctive
Formal mentoring lack of HUM Acts as a disjunctive trap (Zhang, 2024). A serial model implementation utilises experience of engineers for passing mentors in tactic knowledge. 
Investiture Vs Divestiture
An investiture tactic leverages and values the entrepreneurial and technological skill of new joiners instead of stripping away the unique insights of graduates. 
For building creative problem-solving mindsets to smart city analytics, the company requires investiture focused yet institutionalized framework. It supports the structure of the recruitment by welcoming unique innovations individually. 
[bookmark: _Toc235033347]1.1.2 Theory of Psychological Contract 
As opined by Topa, Aranda-Carmena and De-Maria, (2022), the psychological contract includes reciprocal unwritten expectations between employers and employees. In the contemporary landscape of engineering and technology, graduates are not highly expected to have a job for life. As argued by Castro, (2025), in Retention strategies work context, gaps in three areas have driven tech attrition which are reward, purpose and psychological safety.  Low engagements of HUM indicates that it breaches these unwritten agreements. Rapid development is expected by hires though it faces unclear career paths and slow integration. 
[bookmark: _Toc235033348]1.1.3 Construction of Identity 
Identity shakeout has been experienced by new hires after entering the complex environment of HUM. In this context, strategic socialisation poses a supportive framework for guiding employees to transform to internal core from external identities (Wibowo, 2022). This shift is achieved by validation of structured groups, early project wins and clear feedback loops. 
[bookmark: _Toc235033349]1.2 Structured Socialisation Framework 
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Figure 2: Socialisation Framework 
Source: (Miller, 2026)
This framework structures HUM activities in Berlin, Singapore and London for cutting ramp up time from 8 months to 4 months. 
Pre boarding phase (Day 30- day 0)
The objective of this phase is to eliminate anxiety by securing early commitments and handling early compliances. The mechanism of this phase involves local digital portal launch to provide access to digital twin passport simulation of HUM (Ross, 2025). It delivers a Welcome tech pack to the new heir's home, 14 days before joining. 
Accelerating sprint phase: First 90 days 
The objective of this phase is to accelerate productive times, clarify essential requirements and build core capabilities. From the first day to tenth day the company runs a virtual global synchronised cohort bootcamp. It features deep dives of interactive products led by city consulting simulations and senior engineers (Awwad et al., 2024). From the eleventh to thirtieth day, it focuses on mastering specific roles. It completes shadow shifts locally in municipal transport control rooms. After that, from thirty first to sixty days it delivers small first milestones of projects such as budding an analytic dashboard for municipal clients. Finally, the ninety-day milestone is conducting a 90-day review in a formal approach. It transforms the joiners to self-directed work from close supervision.  
Year one (day 91- day 365)
The objective of this phase is to move from functional competence to citizenship of the organisation. During the first six months it executes cross border swap of 2-week projects in offices. For instance, the engineers of Berlin will work with the transit analytics team of Singapore.  During the seventh to eleven months, it participates in the innovation lab quarterly. Additionally, it will collaborate with municipal clients in the translation cohort challenge (Chowdhury et al., 2022). Finally in 12 months it will deliver a   one-year capstone presentation showcasing scalable solutions for HUM and regional leadership presentation. 
[bookmark: _Toc235033350]1.3 Cultivation of Business Activism, professionalism and identity
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Figure 3: HR service market summary 
Source: (Grandviewresearch.com, 2026)


Business activist
HR Business Partner evolution of Dave Ulrich highlights that HR professionals need to move forward to credible activist and strategic positioner from simple administrative work (Ulrich, 2018). Expanding this approach towards staff transformation technically transforms professionals to business activists who are masters in stakeholder capitalism.  HR service market size forecast is £4.78 billion (Grandviewresearch.com, 2026). Hence, in HR, code optimisation in HUM has impacted urban carbon emissions directly. Therefore, HUM will introduce Civic Value Modelling in the architecture of all products.	
Professionalism
Transport analytics who are AI driven pose ethical risks significantly. It includes algorithmic bias and data privacy concerns in software routine (Bezrukov, 2024). Hence, HUM will establish a cross functional regional peer network for halting product roll out at the time of data privacy right breaches of citizens.  Additionally, a mandatory training pathway will be designed for the first 60 days which will train engineers for data set transport audits for socio economic bias. 
Identification 
HUM needs to align its overarching mission with its daily work for building deep identification. A feedback loop can help to achieve this by connecting technical outputs with the outcomes of the real world (Caley McGillvary, 2025). A dashboard with sharing real time metrics with engineer teams shows traffic improvement and carbon reductions in London, Singapore and Berlin from its code. 


[bookmark: _Toc235033351]2.0 TASK B: Job Design
[bookmark: _Toc235033352]2.1 Job design strategy 
In order to boost engagement rate by 54% and retention of high potential graduates, HUM needs to move beyond bureaucratic static job descriptions. Additionally, it needs a unique job design strategy by combining Skills-Based Talent Marketplace, Job Crafting Theory and Job Characteristics Model. The job design challenge at HUM is not just associated with the onboarding, but also with the work organisation once the employees have been hired by the organisation. Graduates and engineers will get demotivated when working in a start-up with rapid growth in AI mobility but with limited involvement in the wider civic benefits of their work, as they are assigned to do narrow coding, clean up data or support roles (Hernaus et al., 2025). This is one of the reasons why HUM experiences a 54-percent level of engagement, high potential graduate turnover and an eight-month ramp up time. 
Skills-Based Talent Marketplace
HUM will demolish rigid job titles by replacing it with skill based decentralised architecture. It breaks down the positions into capability culture specifically such as predictive modelling, governance manipulation and spatial data analytics (Kivak, 2025). Additionally, it can launch an internal talent market place to lead special short-term needs of projects. Besides that, it will allow 20% time of working hours to these gigs. Furthermore, projects can be connected with automated engineering based on their development goals instead of their regional offices (Syrotenko, 2026). A talent marketplace that is based on skills and is skills-based should be established on a well-defined skills taxonomy, as opposed to informal manager judgement.
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Figure 4: Job Flows loop 
Source: (Referred to class material)

HUM must map essential competencies like predictive modelling, intelligent infrastructure analytics, transport data ethics, simulation design, carbon impact modelling, municipal client consulting and data governance. Every employee is expected to possess a digital skills profile that indicates the current ability, the area of development and past project experience. These short-term internal projects can then be advertised as an innovation gig so that employees based in London, Berlin and Singapore can work on projects outside their department (Heger, 2024). An example is a data analyst in London who has experience in carbon modelling might be able to assist in a project in Berlin to reduce congestion, or a simulation expert in Singapore may be able to help in a London transport dashboard. This would help eliminate silos in the region and facilitate quicker knowledge dissemination.
However, this is a marketplace that HUM has to handle with caution. When the system is fully open, confident employees/previously visible teams will take the most desirable projects, and graduates or less vocal employees might be left out. To prevent this, the access to internal gigs must be done on the basis of transparent requirements, workload ability, development requirement and diversity checks (Kniebel, McMullen and Miner, 2025). Participation should be approved by the line managers but they should not block the mobility just to safeguard the resources of their own teams. A time rule of 20 percent protection should also be established such that working in the marketplace is not a form of unpaid overtime. This renders the strategy more realistic and just.
Job Crafting theory 
As opined by Nagy, Froidevaux and Hirschi, (2019), job crafting is the self-initiated changes by employees for making tasks and boundaries. As the rapid increase of AI utilisation in work, in order to formalise this HUM 	will allow 15% of working hours of their employees for experimental outside AI prototyping from its core product (Füller et al., 2022). 
Application of Job Characteristics Model
Application of Job Characteristics Model
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Figure 5: Planning for growing potential 
Source: (Referred to class material)
HUM will restructure analysts' roles and core engineering is five core job dimensions. It will combine municipal client consultation with algorithmic programming which allows employees to use their diverse technical skills (Hackman and Oldham, 1976). Additionally, it will structure engineer roles in complete modelling instead of isolated fragmented coding (Zhao et al., 2024). This will link explicitly urban life quality metrics with software tasks by showing improving pollution reduction and public safety. Simultaneously, introduction of self-directed working hours let developers choose architectural approaches and testing methodologies. Finally, replacing annual review lags with real time automated quality code metrics and agile retro meetings weekly. 
[bookmark: _Toc235033353]2.2 Stimulation of Intrinsic Motivation and Innovation
The strategy of job designing fuels creative innovation and intrinsic motivation in the offices of HUM. 
Driving innovation and Marketplace
Siloed traditional roles limit ideas breakthrough.  Experimentation and diverse perspectives are required for innovation. This job crafting gives autonomy to the graduates for experimenting with machines learning novel models without the failure of fear. In this context. Creating disruptive innovation, psychological safety is essential (Betül Karadeniz, 2021).  On the other hand, the internal marketplace of talent removes regional silos of Berlin, Singapore and London by bringing together expert talents to solve complex problems. For instance, a data engineer from London can collaborate with simulation experts of Singapore easily on Berlin's infrastructure project. It spreads quick knowledge by speeding product development which transforms HUM into a highly innovative agile marketplace. 
Psychological State Activation 
HUM targets three psychological states for intrinsic motivation by aligning it with the Job Characteristics Model. Skill variety and high task significance highlights that daily work of employees reduces urban carbon emissions which transforms a standard job into a meaningful trait (Vasiliu-Feltes, 2023). Additionally, acceleration of autonomy supports employees with genuine ownership instead of their technical solution (Hauke, Lohr-Berger and Shafir, 2024). While a design is owned by an engineer, real world performance is deeply cared about. Besides that, a real time feedback loop from municipal infrastructure is connected to the real-world core performance of the employees. It fosters a continuous improvement cycle. 
[bookmark: _Toc235033354]3.0 TASK C: Reflective report
[bookmark: _Toc235033355]3.1 Introduction 
This comprehensive report will provide chronological reflection of my experience of using copilot AI and the detail of restructuring my career aspirations and analytical methodologies. 
[bookmark: _Toc235033356]3.2 Body: Chronological approach
The chronological reflection is further analysed by Driscoll (2007) The What Model. 
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[bookmark: _heading=h.h1uqirg5dxdj]Figure 6: Driscoll's Model of Reflection
Source: (Referred to class material)
[bookmark: _Toc235033357]3.2.1 What: The experience Description 
I have worked on the data gathering phase of 450 employees across Singapore, Berlin and London of HUM. In this phase, my reflection journey has begun. While working on my assignment I have used different types of AI tools. In this scenario, a generative AI co-processor has been deployed by me to find text files about workforce engagement data, corporate bench marks and academic literature (Nursing Answers, 2024). I was tasked with systems for identification of trends in graduate attrition and summary of structural socialisation tactics of Van Maanen and Schein specifically. Instantly this tool generated a comparing matrix against my onboarding pathways. 
[bookmark: _heading=h.h8s8demj2cl8][bookmark: _Toc235033358]3.2.2 So What: Significance and Critical Analysis 
This experience has forced me to analyse technological roles in workplace architecture critically. AI is operated by me without empathy while excelling at the procession of large data sets. Additionally, it was easily calculated the 18% numerical figure of losing salary portions of the employees in lost productivity. However, it could not analyse anxiety in human nature behind psychological broken contracts. Solely depending on automated outputs poses significant risks for automation bias. As an advisor, I accepted algorithmic data as absolute real world data while ignoring real world dynamics of marketplaces. It taught me that AI cannot replace the judgment of humans while it can serve as a structural presentation of contextualise, refine and review of humans. I succumbed by accepting the provided AI algorithmic data as truth which ignored real workplace dynamics. Hence, I must depend on human judgement and empathy for analysing psychological factors such as anxiety of employees. 
[bookmark: _Toc235033359]3.2.3 Now What: Future Action Plan 
Balancing human centric strategy with data driven insights of AI, I design a capability development plan by focusing on three core pillars. 
Data Literacy
I will enroll myself in People advanced analytics programmer to excel in predictive modelling of Python and R. This training will provide me with a better evaluation of the diversity of the supportive workforce and elimination of bias.  
Strategic Influencing Skills
I planned to redefine my presentation of investments of human capitals in corporate boards. This will help me to secure a strong buy-in executive by pairing operational and financial outcomes with hard data. 
HR and AI augmentation
I will study frameworks of algorithmic accountability for hiring platforms and auditing internal markets. It will support diversity of workforce by ensuring the elimination of bias from automated systems.  
Awareness of Global Mobility
Opportunities will be pursued actively by me for leading cross border projects in APAC (Asia-Pacific) and EU (European Union) regions. Additionally, I will gain hands-on experience with diverse cultural expectations and local employment laws. It will help me to design fairer with more global comprehensive talent strategies.  
[bookmark: _Toc235033360]Conclusion 
Finally, in conclusion, at Helios Urban Mobility, navigation of human capital challenges has highlighted the immense value of combination of strategic human insights with analytical technology. Utilisation of decision support tools with the form of AI has helped me to scale the process of complex data configuration. However, it underscored automated oversights danger in human centric fields. Framework of Discroll has helped me to realise my professional expertise of the balance of emotions; intelligence and technical capabilities. 
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Driscoll (2007) The What Model

« Driscoll based his model of the 3 What's, on the key questions asked by
Terry Borton in the 1970s:

* What? - We should describe what the situation or experience was to set it in
context. This gives us a clear idea of what we are dealing with.

* So what? - We should then reflect on the experience by asking 'so what?' -
what did we learn as a result of the experience?

* Now what? - The final stage asks us to think about the action we will take a:
a result of this reflection. Will we change a behavior, try something new or
carry on as we are? It is important to remember that there may be no changes
as the result of reflection and that we feel that we are doing everything as we
should.

* By asking ourselves these three simple questions we can begin to analyse
and learn from our experiences.
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