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[bookmark: _sstyc8y1bc2j][bookmark: _Toc233146274]1. Introduction
[bookmark: _pqpkrvrd3766][bookmark: _Toc233146275]1.1 Aim of the Report
Human capital is becoming a strategic resource for organisations to build sustainable competitive advantage from knowledge, skills and capabilities of employees. Firdaus, et al. (2023) state that investing in human capital is essential for organisations to attain high-level organisation performance and growth. “Resource-based view” stated that resources like valuable, rare, non-substitutable, and inimitable can provide sustainable competitive advantage (Zvarimwa, and Zimuto, 2022).
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Figure 1: “RBV theory”
(Source: Adapted by Zvarimwa, and Zimuto, 2022)
“Helios Urban Mobility (HUM)” is considered as a “European smart-transport” business with around 450 staff members across London, Singapore and Berlin. The venture is an expert in city smart infrastructure analytics and electric mobility systems with AI technologies. HUM is experiencing rapid growth, but has a number of human capital issues. These encompassed weak organisational socialisation processes with an average ramp-up time of 8 months, low engagement score (54%) and high attrition of high-potential graduate employees. The challenges are especially worrying as employee engagement is one of the major problems in the UK labour market. The life expectancy of the workforce and the increasing emphasis on effective people management strategies is clearly reflected in the fact that only 1 in every 10 employees in the UK are engaged at work (Peopleinsight, 2025).
[bookmark: _11sseo4h1dia][bookmark: _Toc233146276]2. Task A: Socialisation, Identity and Business Activism
[bookmark: _wotpp973e5uq][bookmark: _Toc233146277]2.1 Strategic Business Socialisation and traditional onboarding 
Traditional Onboarding
Traditional onboarding is mainly administrative orientation and compliance training, along with short-term job integration. Godinho et al. (2023) stated that it was common for onboarding programmes to begin with an introduction to organisational policies, procedures, systems and immediate job responsibilities. These programmes are beneficial as they offer consistency, legal compliance and readiness for the operation.
Still, the traditional approach to onboarding is often said to be deficient in its focus on integrating the new employee into the culture and developing him long-term. Many organisations focus on the paper work and process learning and fail to understand the social and psychological elements of employee adaptation, as proposed by Kirchner and Stull (2022). Therefore, the employees may be able to grasp organisational processes but may not get emotionally attached to the organisation.
Strategic business socialisation
It is a more comprehensive and ongoing process in which newcomers develop organisational values, behaviors, relationships and identities (Awan and Abbas, 2025). Strategic socialisation is not like conventional onboarding as it emphasizes long-term integration, cultural fitment and commitment to the organization.
Yinusa, and Ogoun, (2024) found that communication is critical to make decisions, change management processes, and problem-solving insights. It offers employees essential insights on organisation, roles, workplaces, and colleagues. This is especially valuable in creative companies where teamwork, knowledge sharing, and flexibility are key elements to success.
Theoretical Discussion
The model of  socialisation, which aims to examine the socialisation processes embedded in the business structure towards training academy (Ricciardelli, 2022). It has six polarised socialisation tactics.
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Figure 2: “Van Maanen and Schein's Socialisation Theory”
(Source: Adapted by Ricciardelli, 2022)
Formal versus Informal
Formal socialisation is structured learning experience, which resolves the uncertainty, while informal socialisation is experiential learning at work.
Sequential versus Random
Sequential tactics can have developmental stages and expectations clearly defined, whereas random may lead to more ambiguity and difficulty in adjusting.
Investiture versus Divestiture
It must differentiate between investiture socialisation values which value the social identity and social experiences of the newcomer, and with divestiture, the values and behaviours of the employees must be abandoned. Today's organizations prefer investiture as it encourages diversity, innovation and employee confidence.
Psychological Contract Theory
Psychological Contract is based on the unspoken expectations that emerge between workers and employees (Tashfeen, and Rizwan, 2023). In the early job market, workers determine whether their employers are delivering on their commitments of support, career advancement and recognition.
Faizan, et al. (2025) proposed that successful fulfillment of psychological contracts leads to increased trust and organisational commitment, whereas violations can lead to a decline in commitment and intentions to leave. Hence, strategic socialisation has crucial role in managing employee expectations and improving the relationship between employees.
[bookmark: _78vdwvcbtu8c][bookmark: _Toc233146278]2.2 Proposed Strategic Socialisation Framework for HUM
Strategic Organisational Socialisation Framework for Helios Urban Mobility
	Stage
	Activities
	Expected Outcomes

	Pre-Boarding (Offer Acceptance to Day 1)
	Digital welcome portal; AI-guided induction modules; leadership welcome videos; mentor assignment; access to organisational values and innovation projects
	Fewer doubts; higher level of psychological commitment; better prepared for first day at work; better engagement.

	First 30 Days
	Induction programme; learning pathway; team introductions; organisational culture workshops; buddy programme
	Enhanced role clarity; improved learning; better social integration.

	Days 31–90
	Cross functional project exposure, Innovation workshops, Manager coaching meetings, Weekly feedback sessions.
	Faster ramp up time; greater confidence; better organisational identification.

	Months 4–12
	Leadership coaching; career development planning; Innovation challenges; international collaboration projects; Sustainability projects
	Increased engagement; stronger commitment; enhanced retention of graduates.

	End of Year One
	The following are all examples of performance-related discussions that can be held using the 360-degree review process.
	Retention, leadership pipeline and organisational citizenship behaviour.


Justification of the Framework
The proposed framework is directly focused on HUM's organisational challenges. First, the expected drop in the current eight-month ramp-up time is to be driven by structured learning pathways and mentoring and coaching to increase knowledge and clarity of roles. Ibrahim et al. (2022) suggest that an effective onboarding programme can enhance the productivity level of new recruit in first year of job. Second, ongoing feedback and career development will likely be able to further enhance current engagement.
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Figure 3: “The Inform-Welcome-Guide framework”
(Source: Ibrahim et al. 2022)
[bookmark: _79du0cuvu2q9][bookmark: _Toc233146279]2.3 Developing Organisational Identification, Business Activism, and Ethical professionalism
Organisational Identification
Social identity theory involves in demonstrating the forms of identity through linking the social categories and groups (Mittal, et al. 2022). It implies that workers' self-awareness in some way comes from the organisation. HUM should conduct mission workshops, corporate stories programmes and employee recognition programmes to enhance organisational identification. These processes can foster organisational values and help to build a sense of belonging and commitment.
Ethical Professionalism
In HUM's context, where artificial intelligence and smart infrastructure technologies are pivotal, ethical professionalism is crucial. Ethical HRM fosters responsible behaviour, trust and organisational legitimacy, (Grobler and Grobler, 2024). Therefore, it is recommended that HUM introduce ethics training programmes, workshops on responsible AI and ethical decision making frameworks. These measures will help ensure that staff are aware of the ethical considerations linked with technology utilisation and that they continue to uphold professional standards.
Business Activist Mindset
Business activism is a concept that saw the rise of expectations for organisations to generate value for multiple stakeholders, beyond simple shareholder returns. The authors of Mukhuty et al. (2022) maintained the view that HR professionals of today must be seen as value creators and solve societal and organisational challenges. Likewise, stakeholder capitalism focuses on the three pillars of economics, social and environment.
Expected Benefits
These interventions will be expected to lead to greater employee engagement, organisational commitment and improved employer brand. Nejati, and Shafaei, (2023) found that employees are becoming more and more inclined towards organizations that are socially responsible and have a positive impact on society. Thereby, the development of organisational identification, ethical professionalism and business activism will improve HUM's capacity to recruit, motivate and retain its talent and improve organisational renewal over time.
[bookmark: _4xx83o1ow52w][bookmark: _Toc233146280]3. Task B: Innovative Job Design Strategy
[bookmark: _mbx9n9lxy5m0][bookmark: _Toc233146281]3.1 Critical Evaluation of Job Design Theories
Job Characteristics Model (JCM)
The Job Characteristics framework is considered as a model that are related to job design (Parker, and Grote, 2022). The model recommends on five types of dimensions that includes “task identity, skill variety, autonomy, task significance, and feedback”. It assists in creating psychological states that leads to boost job satisfaction and performance.
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Figure 4: “Job Characteristics Model (JCM)”
(Source: Adapted by Parker, and Grote, 2022)
Higher levels of autonomy and task significance at the job level are linked to higher employee engagement and organisation commitment. The model is especially relevant in knowledge-intensive businesses like HUM, where a desire for meaningful work and opportunity for personal growth among employees is a common occurrence.
But the model has its drawbacks. Traditional JCM is not suitable for today's digital, agile and cross-functional workplaces. Therefore, complementary measures need to be implemented to promote innovation and flexibility in the workforce.
Job Crafting Theory
The theory of Job Crafting, which focuses on employees proactively adjusting their job in order to enhance its meaning, engagement and performance (Junça-Silva et al., 2022).
Staff may involve in:
· Task crafting (altering work activities)
· Relational crafting (establishing work relationships)
· Cognitive crafting (changing perceptions of work meaning)
The findings of Rafiq et al. (2023) demonstrate that job crafting among employees is significantly related to their work engagement, creativity and job satisfaction. However, if not managed properly, excessive job crafting could lead to role ambiguities and decrease standardisation.
Skills-Based Architecture and Internal Talent Marketplace
The accelerated rate of technological change has facilitated the transition from the traditional job-based structures to skills-based structures within organisations. Skills based workforce models make organisations more adaptable and innovative as it gives them the flexibility to look for skills instead of looking for a job description.
[bookmark: _luzoooh015wa][bookmark: _Toc233146282]3.2 Recommended Innovative Job Design 
HUM is recommended to adopt a “Skills Based Human Capital Architecture” supported by an Internal Talent Marketplace to help overcome issues of declining engagement, graduate attrition and innovation challenges.
Table 2: Proposed Job Design Architecture for HUM
	Component
	Description
	Supporting Theory
	Organisational Benefit

	Skills-Based Roles
	Employees organised around skills rather than rigid job titles
	Skills-Based Architecture
	Workforce flexibility

	Internal Talent Marketplace
	Employees apply for short-term innovation projects
	Internal Talent Marketplace
	Internal mobility

	Agile Project Teams
	Cross-functional teams formed around business problems
	Job Crafting Theory
	Knowledge sharing

	Personalised Learning Pathways
	Continuous upskilling through AI-supported learning systems
	Human Capital Theory
	Future capability development

	Innovation Challenges
	Employees contribute solutions beyond formal job scope
	Job Characteristics Model
	Creativity and innovation

	Career Mobility Framework
	Progression based on skill acquisition and contribution
	Skills-Based Workforce Model
	Retention and engagement


Internal Talent Marketplace
The internal talent marketplace would allow staff members in London, Berlin and Singapore to join innovation initiatives other than their main job functions. Employees might participate in smart city projects, in AI mobility and sustainability projects, depending on their interests and competencies.
Internal talent marketplaces are crucial for reducing employee turnover rates, as employees feel more supported to advance their career in the company.
Agile and Project-Based Work Design
HUM should create agile project teams of engineers, data analysts, software developers and urban mobility specialists, instead of assigning employees to a specific department.
This helps to improve knowledge sharing and collaborative problem solving. Nanduri and Rincón (2026) suggest that the success of innovation in tech-intensive companies is greatly enhanced through cross functional collaboration.
Employee Job Crafting Opportunities
Encouraging employees to work on projects that are of particular interest and strength to them, to do job crafting activities. This way, there is a boost to ownership, engagement and work meaningfulness.
[bookmark: _syjilalhvi89][bookmark: _Toc233146283]3.3 Intrinsic Motivation and Innovation
The job designed is directly linked with the five dimensions of the Job Characteristics Model.
Table 3: Job Characteristics Model Application at HUM
	JCM Dimension
	Application within HUM
	Expected Outcome

	Skill Variety
	Participation in multiple projects and roles
	Enhanced learning

	Identification of tasks
	Ownership of complete project outcomes
	Improved accountability

	Significance of task
	Contribution to sustainable urban mobility
	Greater work meaning

	Autonomy
	Employee choice regarding projects and development
	Higher intrinsic motivation

	Feedback
	Continuous coaching and AI-supported performance insights
	Improved performance


The model enhances intrinsic motivation by fulfilling the needs for autonomy, competence and purpose of employees. Karimi, et al. (2022) stated that workers who are motivated are more likely to display creativity, persistence and innovative behaviour.
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Figure 5: “Intrinsic motivation and employee creativity”
(Source: Karimi, et al. 2022)
Further support for innovation comes from cross functional working, movement and sharing of expertise within the organisation. There is exposure to a variety of opinions and opportunities to use staff's skills in a variety of projects. This exposure encourages innovative problem solving and helps to speed up organisational learning.
HUM's proposed strategy directly tackles the issues of decreasing engagement and graduate attrition by providing a meaningful career pathway, making it more flexible, and providing for ongoing career development.
[bookmark: _cxhdlk7l474][bookmark: _Toc233146284]4. Task C: Reflective Report
[bookmark: _xsoc7x2v5fpi][bookmark: _Toc233146285]4.1 Using AI as a Tool 
The human resource management industry is being revolutionized by Artificial Intelligence, with workforce analytics, recruitment automation, and predictive decision-making being just a few examples of its impact and influence. I understand the immense potential of AI in enhancing efficiency and aiding in data-informed decision making, as I will soon be working as an HR professional. I'm also aware of the dangers of relying too heavily on technology, though.
By analysing vast amounts of data, AI can help HR professionals spot patterns in the workforce, and forecast employee attrition. By leveraging AI, decision quality is improved by generating insights from data that may not be apparent in traditional analysis. For instance, employees who are likely to quit can be identified using predictive analytics and proactive measures can be taken to retain them.
While these benefits are clear, it is crucial to discuss on AI which is not a replacement for human decision-making, but rather a tool to assist in the process. Algorithms can also have biases arising from past data, which may result in unfair outcomes with respect to recruitment, promotion and performance assessment (Kordzadeh, and Ghasemaghaei, 2022). However, human expertise will still be needed for the interpretation of AI-generated recommendations.
I plan to utilise the "human-in-the-loop" method, with the AI supporting HR analysts with the final decision making task left to the HR person. This is in line with the ethical HRM principles which emphasize fairness, transparency and accountability. I can evaluate AI outputs with a critical lens and take context into account so that technology doesn't supplant professional judgment.
[bookmark: _kugrr75u2dyk][bookmark: _Toc233146286]4.2 Personal Capability Development Plan
	Capability Area
	Activities
	Timeline
	 Outcome

	Data Literacy
	Complete Power BI and HR Analytics certifications
	6 Months
	Improved analytical capability

	AI Augmentation in HR
	Undertake AI and HR technology training programmes
	12 Months
	Effective use of AI tools

	Strategic Influencing Skills
	Attend leadership and stakeholder management workshops
	12 Months
	Enhanced organisational influence

	Global Mobility Awareness
	Study international HRM and cross-cultural management
	Ongoing
	Greater global workforce understanding

	Ethical Decision-Making
	Complete AI ethics and responsible leadership training
	6 Months
	Improved ethical judgement


I will build these skills to enhance my employability and leadership in strategic HRM. Data literacy and AI skills will assist in provide evidence based decsion rather than assumptions and making skills that will improve recommendations and stakeholder management. In addition, global mobility awareness will help the proper management of the human resources in multinational companies. Through ongoing investment in these areas, I will be equipped to make a greater impact on my organisations performance as well as meet future workplace demands.
[bookmark: _e2lcu2sn9irb][bookmark: _Toc233146287]5. Conclusion
This report suggested a strategic approach to human capital architecture to solve the problem of Helios Urban Mobility (HUM) with weak socialisation, lower engagement among workers, and high graduate attrition. The analysis indicated socialisations that are more effective than traditional onboarding in increasing organisational commitment, organisational identity development and employee retention. It was recommended that a structured socialisation framework should be developed that includes pre-boarding, the first 90 days and year one, to speed up the integration process and shorten the current period.
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