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Abstract
The report analysed strategic human capital solutions for overcoming organisational issues. Socialisation frameworks had a highly effective relationship in terms of engagement, retention and organisational commitment. The innovative job design increased motivation, capacity building and innovation. Reflective evaluation involved an assessment of how AI is applied in decision-making. Capability building through a professional development plan improved future employability. Recommendations indicated sustainable organisational performance, effectiveness of the workforce and strategic renewal. 
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[bookmark: _Toc232259600]Introduction
The report highlighted strategic human capital interventions to organisational issues. Socialisation, job design, development of employability and sustainment of performance of the workforce in international business operations were the focus of recommendations.  
[bookmark: _Toc232259601]TASK A: Socialisation, Identity & Business Activism
[bookmark: _Toc232259602]A1: Traditional Onboarding versus Strategic Organisational Socialisation 
(i) Van Maanen and Schein's Organisational Socialisation Theory 
The traditional onboarding process primarily conveyed knowledge of the procedures and was not enough to solve Helios' long-term eight-month ramp-up problem. Focusing on the notion of socialisation, Van Maanen and Schein proposed that well-structured experiences helped employees to adjust and integrate into an organisation (Islam et al. 2025). Collective and sequential tactics would have ensured uniform learning experiences in both London and Berlin operations and in Singapore. Labour market employment in the EU went on to create jobs in recent years, although the number of jobs created started to slow down towards the end of the two years due to slowdowns in economic activity. 
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[bookmark: _Toc232259637]Figure 1: Changes in unemployment and labour shortages, EU (2005-2025) 
(Source: Economy-Finance, 2026)
At the end of 2025, labour shortages were no longer at levels reached in late 2022 and were once again at pre-pandemic levels. In the face of this normalisation, however, the EU average unemployment rate has remained at a low level of approximately 6%, the lowest it has been in the past (Economy-Finance, 2026). Helios needed more than just individual onboarding events to enable structured socialisation. 
(ii) Psychological Contract Theory 
Onboarding often focuses on paperwork and the legal and compliance duties and fails to address many of the unspoken expectations that employees have. Relational psychological contracts would have been reinforced with ongoing support mechanisms if there were strategic organisational socialisation. Youth unemployment fell from 16.7% in 2021 to 14.5% in 2022, but remains a major challenge (Europa, 2023). There was a declining engagement rate associated with Helios, as employees may have had expectations that they were not being met regarding career and/or development. 
(iii) Identity Construction Theory 
The theory of identity construction proposed that commitment was related to the meaningful internalisation of organisational values. Helios was embedded in groundbreaking smart-transport markets calling for a high level of collective purpose and collaboration. Only 12% of European workers feel highly engaged in their work in 2025, which has remained consistent since 2012 and is much lower than the average of 20% (Gallup, 2026) observed on a global level. 
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[bookmark: _Toc232259638]Figure 2: Job Market Optimism Among European Employees Remains High
(Source: Gallup, 2026)
No other region has as low an employee engagement as that acts as a proxy for cultural ambition. The traditional onboarding approach was not working because knowledge-sharing didn't lead to an emotional connection with the organisation (Cheikh-Ammar et al. 2024). The employees would have been consistently linked to Helios' sustainable mobility mission with strategic socialisation. The organisation would be united by purpose-driven storytelling, leadership interactions and innovation communities. 
[bookmark: _Toc232259603]A2: Structured Socialisation Framework for Helios Urban Mobility 
Helios needed an integrated socialisation framework that considers the length of time that has to be spent to get people up and running, the high rate of disengagement and graduate attrition. The proposed framework can strategically integrate socialisation theory, psychological contracts, and identity development principles. 
· Pre-Boarding Stage
Pre-boarding began as soon as the candidate was accepted for recruitment and ran up until organisational entry. Digital toolkits were distributed to staff to help them understand Helios' innovation mission and commitments to stakeholders. AI-powered onboarding platforms provided customisable training materials and content based on the needs of the organisation (Jasiak-Kaczmarek, 2025). Early mentoring relationships were formed by assigned mentors, minimising uncertainty before the start of work. This stage validated, confirmed psychological contract formation and sped up future organisational integration processes. 
· First Ninety Days
The first 90 days were dedicated to capacity building, socialisation, and identity. Workers attended and took part in structured group-based programmes in the principle of collective socialisation. Employees were made aware of cross-functional projects in different parts of the world. Leadership interactions helped to build understanding of culture and foster organisational identification and engagement (Pougajendy et al. 2024). This approach minimised the risk of social isolation that is normally offered by the type of graduate flows.
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[bookmark: _Toc232259639]Figure 3: Job Market Optimism Among European Employees Has Risen More Than in Any Other Region
(Source: Gallup, 2026)
· Year One
Year one stage was dedicated to developing commitment, career growth and organisational citizenship behaviours. Employees attended innovation labs on actual smart-mobility business problems in a cooperative manner. Employees were provided with internal mobility opportunities and had the chance to get insights into international projects in strategic locations (Ray, 2024). Skills development programmes have promoted longer-term employment prospects and helped consolidate perceptions of organisations regarding their investments. Collaborative innovation and stakeholder-driven efforts were regularly recognised through programs. 
A3: Mechanisms to Cultivate Organisational Citizenship 
Organisational Identification
Helios should include storytelling that connects employee contributions with sustainable urban mobility outcomes for a specific purpose. Better belongingness and organisational attachment would have been fostered by cross-functional innovation communities (Gutiérrez-Broncano et al. 2024). Leadership Visibility programmes would have helped increase cultural consistency, which would have minimised the risk of disengagement and had a profound impact on strengthening commitment levels among high potential graduates. 
(ii) Ethical Professionalism
Helios should embed a set of ethical rules into its entrance, appraisal and development programs. The application of professional accountability consistently would have been strengthened by responsible AI governance standards (Atoum, 2025). An ethics-based professionalism had the potential to build stakeholder confidence and foster a stable organisational performance across international business activities. 
(iii) Business Activist Mindset
Under the business activist angle of Ulrich, staff members needed to grasp the expectations of organisations, society, and stakeholders at the same time. Stakeholder innovation forums should have been set up by Helios jointly with employees, customers and city authorities. Stakeholder capitalism principles would have led to greater accountability beyond the financial performance targets (Sharma, 2024). Members of the staff in sustainability projects would have contributed to strengthening the awareness of organisational commitment and its impact on society.   
[image: ]
[bookmark: _Toc232259640]Figure 4: 10 Biggest Global Increases in Employee Job Market Optimism Are from Europe
(Source: Gallup, 2026)

[bookmark: _Toc232259604]TASK B: Job Design
[bookmark: _Toc232259605]B1: Innovative Job Design Strategy
(i) Job Characteristics Model
Helios needed to redesign its roles to meet engagement and retention issues due to the lack of traditional role structures developed using Hackman and Oldham's Job Characteristics Model (JCM). Jobs probably limited employees' involvement in projects, and as a result, lowered their commitment and organisational attachment. Higher-level skills would have allowed workers to participate in various projects relating to analytics, infrastructure, and mobility (Martinez et al. 2025). In 2023, the employment rate (aged 20-64) reached a record 75.5%, and the activity rate went to 80.2% (Europa, 2026a). With this positive labour market performance, employment increased by up to 75.8% in the second quarter of 2024, and it remained a positive development in the first half of 2024 as well. Employee to project outcomes would have been greater, with a more holistic view of task identity rather than activities. 
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[bookmark: _Toc232259641]Figure 5: Annualised growth rates for GDP, employment and productivity in periods of positive GDP growth 
(Source: Europa, 2026a)
Improved task significance would show the positive effects on society regarding sustainable transport and smart-city solutions. More autonomy would have helped strengthen decision-making authority and facilitate effective innovation in knowledge-intensive context (Conti et al. 2024). Knowledge sharing and the creation of project-based multidisciplinary teams should have been put in place to aid Helios in its international operation. This would have shortened ramp-up times through experience and worked with team integration.  
(ii) Job Crafting Theory
According to the Job Crafting theory, workers actively reshape their job experiences to make them more meaningful. Traditional job design can be rigid and limit engagement and innovation at a fairly high level. Smart-transport markets have been evolving quickly, due to technological breakthroughs, and Helios needed adaptive roles. Over 30 million people were working in the manufacturing sector in the European Union, as of 2025, the most of any economic sector. The number of employees in wholesale and retail trade was around 26 million, while slightly more than 22.7 million people were employed in human health and social assistance (Galan, 2026). 
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[bookmark: _Toc232259642]Figure 6: Number of employees in the European Union 2025, by sector 
(Source: Galan, 2026)
The idea of relational crafting would have had a positive impact on collaborating in London, Berlin and Singapore operations. Expecting cognitive crafting to link day-to-day responsibilities to larger urban sustainability outcomes is what one would have expected (Gurcham et al. 2025). This enhanced ownership, commitment and purpose in highly qualified knowledge workers. Helios needed to have made the use of structured job-crafting workshops with the assistance of managerial coaching processes. This meant positioning the employee to create developmental experiences internally was a more strategic way to go. The suggested design enhanced engagement by providing autonomy and quickening organisational socialisation procedures.  
(iii) Internal Talent Marketplace and Skills-Based Architecture
Helios needed the skills-based architecture and to use it strategically through an internal talent marketplace. Engagement and organisational capability utilisation were limited by traditional career structures, which impacted mobility (Ray, 2024). The practice changed the focus from jobs to skills, which helped to ensure that workers are agile in terms of their skills. Helios should have created digital skills profiles of technical and behavioural skills. The employment rate (EMP) of persons aged 20-64 in the EU in the first quarter of 2026 was 76.3%, rising from 76.2% in the fourth quarter of 2025 (Europa, 2026b). The figures suggested that the capability needs could not be met effectively through the application of external recruitment.
[image: ]
[bookmark: _Toc232259643]Figure 7: Labour Market Slack and Employment Rate in the EU, Q1 2013 to Q1 2026
(Source: Europa, 2026b)
Holding temporary jobs, international projects and having cross-functional development will help to build up internal mobility and diminish the need for external recruitment. Through visible developmental opportunities and career progression, high-potential graduates especially appreciated this. Internal labour market strengthened retention through transparent growth pathways and capability expansion (Jafarov, 2025). The method was also conducive to socialisation as workers got to have more exposure to the organisation quickly. The alignment of skills-based architectures was generally strong with the new developments in the labour market across European industries. Helios needed to optimise the talent reserves within itself and not exclusively rely on outside recruitment. Retention, mobility, engagement and capability development would have been enhanced by an internal talent marketplace. 
[bookmark: _Toc232259606]B2: How the Design Stimulated Intrinsic Motivation and Supported Innovation
Proposed Job Design induced intrinsic motivation in terms of autonomy, competence development and meaningfulness. Job enrichment provided more discretion in the execution of innovation and project activities. Employees' sense of ownership was associated with improved commitment and engagement results across the board (Mustafa et al. 2024). Skill diversity helped increase the rate at which knowledge workers became more competent and decreased the likelihood of becoming stagnant. Employees' meaningful work was where they actively participated in sustainable urban mobility objectives (Ahuchogu et al. 2024). Personalised developmental and career experiences were further enhanced with job crafting. Staff had increased autonomy in tasks, interactions and professional development. 
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[bookmark: _Toc232259644]Figure 8: Change in Employment Rate, Q1 2026 compared with Q4 2025 
(Source: Europa, 2026b)
Internalised talent marketplaces were used to ensure regular opportunities for upward mobility and motivation to advance (Wu and Huang, 2024). Such an approach helped to enhance perceptions of fairness and concurred with good long-term psychological contract satisfaction. These mechanisms collectively dealt directly with Helios' disengagement and student attrition issues. There was an increase in innovation due to greater employee exposure to other projects and organisational networks. There were areas where cross-functional cooperation enhanced knowledge sharing and helped to develop creativity and problem-solving skills. Internal mobility also helped to increase organisational learning by capability sharing across international operations. 

[bookmark: _Toc232259607]TASK C: Reflective report 
[bookmark: _Toc232259608]C1: AI as a Decision-Support Tool Without Eroding Critical Human Judgement
The use of Driscoll's (2007) What Model allowed a systematic approach to the evaluation of learning experiences in three stages. This allowed for critical reflection as students identified their experiences, analysed the learning outcomes and considered what might be done in the future. 
The Three Stages:
· What?
This module has developed my understanding of strategic human capital management significantly today. Discovered how bodies increasingly employ artificial intelligence technology to aid managerial decision-making effectively. Understood the benefits of artificial intelligence in terms of speed of data retrieval. I saw evidence of improved organisational decision quality due to analytical insights for the implementation of evidence-based practice. I knew that AI can be used to help with recruitment, workforce planning, and workforce performance management activities. Another thing I learned is that there needs to be more than just numbers considered in strategic decisions. My understanding affected my thoughts on what human resource management tasks would be ahead for me in the future. 
· So What?
I learned that AI provides valuable insights, but with a lack of contextual organisational understanding. I realised that algorithms were able to find patterns, but were not finding many ethical factors. I learned that in a complex organisational context, in order to respond to it appropriately, human judgement was still necessary. Due to just the business activist perspective, Ulrich was able to value stakeholder interests during strategic decisions (Breuer and Ivanov, 2024). I knew that artificial intelligence could help support decision quality, but it wouldn't take the place of the full extent of professional responsibility. 
· Now What?
I will leverage AI to assist with research, analytics and workforce planning processes. I will examine and assess outputs critically and will apply recommendations in organisational contexts. I will make ethical judgments on the basis of employee welfare and stakeholder needs. I will continually improve my evidence-based decision-making practices by engaging in ongoing learning and professional development. I will learn to build analytical skills to effectively interpret workforce information. I will consider technological knowledge and the professional/real-world background when assessing alternatives. This will enable and facilitate responsible decision-making and the effective maintenance of critical human judgment. 
[bookmark: _Toc232259609]Task C2: Personal Capability Development Plan
	Capability Area
	Current Development Need
	Development Action
	Timeline
	Expected Employability Outcome

	Data Literacy
	Advanced workforce analytics knowledge required
	Complete HR analytics and data visualisation training programmes
	12 Months
	Improved evidence-based decision-making capability

	AI Augmentation in HR
	A greater understanding of AI applications is required
	Complete AI and HR technology certification programmes
	12 Months
	Enhanced technology-enabled HR capability

	Strategic Influencing Skills
	Executive communication capability requires strengthening
	Attend leadership communication and stakeholder management workshops
	9 Months
	Stronger strategic influence and leadership effectiveness

	Global Mobility Awareness
	International HRM knowledge requires further development
	Study expatriation management and cross-cultural leadership practices
	12 Months
	Improved global employability and mobility readiness


[bookmark: _Toc232259654]Table 1: Personal Development Table
(Source: Self-made)


[bookmark: _Toc232259610]Conclusion
Proposed interventions increased engagement, retention, innovation and organisational commitment. Future capability development advanced the Professional Effectiveness and facilitated Responsible Decision-Making and Sustainable Career Progression Opportunities.  
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(age group 20-64, in percentage points, seasonally adjusted data)
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Shortages - industry and services
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Thinking about the job situation in the city or area where you live today, would you
say that it is now a good time or a bad time to find a job?

— % Good time

60

50

40

30

20

10

57

0
2011

2013

2015

2017

2019

2021

2023

2025




image9.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




