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[bookmark: _Toc235195038]Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc235195039]1.1 Traditional Onboarding versus Strategic Socialisation
Traditional onboarding is front-loaded, administrative and is made up of contracts, access, policies and induction. Strategic socialisation is an ongoing process that builds mastery of the task, clarity of role, relationship, values and identity. Van Maanen and Schein's socialisation (Maanen, 1978) Perspective can be seen to contrast collective formal and sequential tactics with individualised informal and variable experiences, and it can be argued that HUM needs both structure and room for the agency of newcomers. Rousseau, (1989) further states that the newly hired employee sees any assurances of support, flexibility, and development as a psychological contract, and a promise that is overly positive may be perceived as a violation of this contract.
Successful socialisation is important for adjustment, performance and retention (Bauer et al., (2025), which supports a planned journey beyond orientation. The systematic review by Frögéli, Jenner and Gustavsson, (2023)However, however, showed that the evidence of best practice was mainly focused on structured on-the-job training, and that the overall evidence was low in certainty. Do not assume that increased activity means a shorter ramp-up period, but there must be a mechanism and outcome for each. Socialisation is not only relevant for newcomers but also for a year-long socialisation process, Gardner et al., (2022) demonstrate. 
[bookmark: _Toc235195040]1.2 HUM 365 Socialisation Architecture
Table 2. HUM 365 socialisation architecture
	Stage
	Core actions
	Intended result

	Pre-boarding
	Realistic preview; manager contact; digital team introduction; written development expectations
	Accurate expectations and readiness

	Days 1–30
	Peer buddy; role-specific training; ethics and AI scenarios; first meaningful task
	Role clarity and early contribution

	Days 31–90
	Cross-site innovation sprint; feedback at 30, 60 and 90 days; reverse mentoring
	Voice, networks and confidence

	Months 4–12
	Skills profile; mentor; project rotation; communities of practice; career review
	Identification, mobility and retention


Pre-boarding to Year One
Pre-boarding ought to reveal the boundaries of the function, but also possibilities, since trust is more important than what HUM isn't able to do. Supported practice to replace passive presentation. The buddy is a source of sensemaking in everyday situations; the manager is a source of clarifying priorities and decision rights. An inverted-U shape has been discovered by Zhou et al., (2022), as it shows that indiscriminate networking may generate noise instead of adjustment when it comes to the growth of role clarity. HUM should create a meaningful network that covers the team, another location and a stakeholder function.
From day 31 to day 90, new arrivals are expected to present a bounded cross-location project and get feedback on their ideas. As noted by Zagenczyk and Powell, (2023), identification is socially situated and linked to citisenship action; therefore, it is important that networks do not only reflect sociability. Gomes, Marques and Cabral, (2022) conclude that in their sample of nonprofits, organisational identification acts as a mediator between responsible leadership and commitment and engagement. HUM must do trials on the effectiveness of identification as a means to enhance performance and wellbeing.
[bookmark: _Toc235195041]1.3 Organisational Identification and Ethical Professionalism
Identification needs to be derived from a meaningful engagement with HUM's purpose – safer, cleaner and more accessible urban mobility. City users and clients should be introduced to newcomers; the social impact of analytics should be discussed, and the impact of newcomers' tasks on public outcomes. The link between ethical leadership, employee voice and organisational identity in digital start-ups Hosseini and Ferreira, (2023) is particularly relevant to the context, but causality could not be determined due to the cross-sectional nature of the study with Iranian participants. Gwamanda and Mahembe, (2023) also demonstrate that ethical leadership is not enough without a conducive ethical environment. Project reviews should include protected challenge channels, scenario-based data-ethics discussions and ethical criteria, which should be integrated into the HUM. Strong identification can otherwise have the effect of conformity, over-commitment or silence in the face of a project which is in conflict with public interest.
[bookmark: _Toc235195042]1.4 Business Activism and Strategic HR Partnering
Commercial challenge, not partisan showmanship, is essential for the business-activist mentality. Every mobility activity should be evaluated based on customer value, accessibility, environmental impact, privacy and workforce impact. Authors Wowak, Busenbark and Hambrick, (2022)Demonstrate that the responses to CEO sociopolitical activism are not always positive. According to Ji and Hong, (2023) Transparent communication with the leader contributes to employees' psychological needs and participation in activism. Thus, HUM should only address problems that relate to its mission in a reasonable way, clarify evidence and trade-offs, and allow for principled disagreement.
This challenge needs to be supported by HR and maintain the credibility of operations. Bennett et al., (2024) demonstrate the enduring tensions within HR partnering that exist between the strategic aspirations, line manager expectations and operational demands. Routine administration should be managed through shared-service processes, with HR partners provided authority to participate in product-governance meetings to evaluate stakeholder risks and escalate potential ethical issues. 
But it is the managers who are the key delivery mechanism. Milestones alone are not a substitute for a lack of supervisors, culturally inappropriate mentoring or inadequate protection from workload. HUM should therefore train, assess and support managers, with the flexibility of local adaptation where there are local differences in employment norms and/or communication expectations.
[bookmark: _Toc235195043]1.5 Evaluation Measures
Indicators of success should be determined by a combination of time to proficiency, 90-day role clarity, network quality, psychological-contract fulfilment, identification, ethical voice and twelve-month graduate retention. There should be systematic comparisons between cohorts and locations for improvement; otherwise, a reduction in the time it takes to ramp up may mean that the assignments are easier rather than that the socialisation is better.
[bookmark: _Toc235195044]Task B: Innovative Job Design
[bookmark: _Toc235195045]2.1 Critical Synthesis of Job-Design Theories
The problem HUM faced is that there are specialised positions and projects that are constantly evolving, and they want their staff to grow and make a difference. According to Hackman and Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback are related to Oldham (Job Characteristics Model), meaningfulness, responsibility and knowledge of results provide. These characteristics accounted for intrinsic motivation and work outcomes better than other extrinsic factors in primary care, but sector and national differences limit the ability to predict these factors for HUM (Zhao et al., 2024). The diagnostic value of the model, but the work of employees is still designed by management.
Job crafting is a strategy that sees the employees as creators of task, relational and cognitive boundaries. This agency-based perspective has been introduced by (Wrzesniewski and Dutton, 2001). According to Silapurem, Slemp and Jarden, (2024) longitudinal meta-analysis, the effects of crafting with promotion-oriented strategies are associated with favourable outcomes, but may attenuate over time and crafting with prevention-oriented strategies is less consistently beneficial. Holman et al., (2024) reported that positive attitudes and wellbeing are associated with enhancing job resources through resource crafting, and strain is associated with demanding crafting. To make job crafting a reality for HUM, it should be bounded by safety, regulatory, workload and delivery restrictions.
[bookmark: _Toc235195046]2.2 Skills-and-Project Job Architecture
Table 3. Skills-and-project job architecture
	Element
	HUM design
	Value
	Control

	Role core
	Essential technical, ethical and customer accountabilities
	Clarity and continuity
	Quarterly role review

	Skills profile
	Verified capabilities
	Visible development
	Employee validation

	Project modules
	Time-limited cross-functional assignments
	Variety and learning
	Protected capacity

	Talent marketplace
	Open projects, rotations, mentoring and vacancies
	Mobility and retention
	Transparent matching


Bounded Job Crafting
All staff members must keep their key roles and have a flexible 15% of capacity to work on project modules. In the case of AI engineers, this could involve participation in an accessibility sprint; in the case of HR, it could be responsible-AI governance. In AI Engineering, it can be an accessibility sprint; in HR, it can be responsible-AI governance. Task, relational/cognitive changes are suggested by employees. Managers will approve changes that happen contrary to the Customer, workload, capability and risk, making the informal privilege a process.
At HUM, the findings of Rafiq et al., (2023)on the relationships of job crafting with innovation performance and career satisfaction based on engagement level are confirmed by the relationships they found, but are cautioned by the sample of Pakistani manufacturers and cross-sectional relationships. Project modules, therefore, should be pilot tested and assessed and not offered as motivational for all projects. They should support existing work and not be extra work for the provider.
[bookmark: _Toc235195047]2.3 Internal Talent Marketplace
Short Projects, international rotations, mentoring, learning pathways and permanent roles should be promoted through the internal talent marketplace through skills language. Managers who promote employees get more and more diverse internal applicants, defying the notion of talent hoarding, as revealed in an analysis of 96,712 applications by (Keller and Dlugos, 2023). Cowgill et al., (2025)note a trade-off: Firm-directed matches can leverage existing expertise, while preference-driven matches can help enhance worker satisfaction and skill development. The mechanism for HUM is to be a hybrid. The platform can suggest matches, but there is a self-nomination process for employees, as well as evidence-based access by project owners and HR audits, and for managers, only documented delivery risks would be delayed. This helps to achieve the balance between organisational deployment and employee agency.
[bookmark: _Toc235195048]2.4 Motivation, Innovation and Risk Controls
The sequence of motivational stages is: enriched characteristics lead to meaningfulness, responsibility and feedback, creating more ownership, and mobility signals development, which can enhance engagement and innovation. Boccoli, Gastaldi and Corso, (2023) suggest that engagement is social and contextual, and is not pure discretionary effort but needs to be dynamic in balancing performance and wellbeing. More than 48,000 technology workers participated in a study by Gibbs, Mengel and Siemroth, (2024) that revealed a negative impact on innovation when team schedules were not well managed during hybrid working. Collaboration windows are therefore required across sites, handovers are required, and periodic intensive face-to-face or virtual design sessions are required in a cross-site project. If innovation is to be created, flexibility will not do the job.
Architecture poses risks, too. Kim et al., (2023) showed both empowering and impairing effects of high-performance systems on mental health. Good ideas can focus on the visibly employed, algorithms can create subjective skills labels, and constant transfers can break up teams. Recommendations for controls include having workload caps, removing equivalent routine work, having selection criteria published and documented, conducting quarterly gender and location-by-grade access audits, and incentivising managers to release talent. Zhu et al., (2023) demonstrate that the relationship between engagement and perceived support is inverse, but there is significant heterogeneity, suggesting that there is a need for local evidence, not universal targets. 
However, one of the disadvantages is that all the workers are not the same in their preference for autonomy, variety and mobility. HUM should allow for opt-out options and other routes of development, as mandated projects could lead to demotivation or to a bias towards the perceived visibility of the development, rather than towards the longer-term contribution of a particular technical solution.
[bookmark: _Toc235195049]2.5 Evaluation Measures
HUM should monitor internal-fill rates, project engagement, skill development, independence, workload, wellbeing, innovation quality, and retention and project delivery outcomes. A pre-and post-survey with pilot and similar non-pilot groups would be more convincing than a pre-and post-survey with just one of each type. The design should scale only when improvements in mobility and engagement are realised without a decline in wellbeing and without missing milestones and without inequitable access.
[bookmark: _Toc235195050]Task C: Reflective Report
[bookmark: _Toc235195051]3.1 AI as Decision Support
I would leverage artificial intelligence to aid and enhance professional decision-making. They can be used to summarise comments, identify turnover patterns, test scenarios, and make suggestions for skills-to-project matches. According to Budhwar et al., (2023) generative AI provides productivity but also poses risks related to bias, misinformation, privacy and lack of context sensitivity. I would consider outputs as hypotheses, document inputs, and leave human responsibility for consequential decisions.
Oversight should be in effect. Malin et al., (2024) discovered that status quo bias existed with regard to the rank of AI applicants and that intensive information search correlated with high levels of selection quality. According to Hao, Demir and Eyers, (2024)generative AI can alleviate cognitive load in cases where there's a lot of information to process, and it can help drive creativity, but there are issues of contextual creativity and over-reliance. Jain, Garg and Khera, (2023)demonstrate that the nature of task allocation between human and AI is crucial to trust and role clarity. I would make an initial decision before looking at AI advice. I would go through lower priority cases, find contrary evidence and mark acceptance/overriding.
[bookmark: _Toc235195052]3.2 Fairness and Human Accountability
Fairness is perceived. By summarising the literature,Ochmann et al., (2024) identified four dimensions of justice, procedural, distributive, interpersonal and informational, to be important determinants of perceived algorithmic fairness. Starke et al., (2022) note the mixed evidence and its concentration in Western democratic settings and caution against making assumptions about the locations of HUM. Scheibmayr and Reichel, (2024) demonstrate that algorithms can influence behaviour and affect their validity. HUM should provide Bias tests, explanations, appeals and audited overrides. Gomez et al., (2025) conclude that human AI collaboration is frequently limited and basic, and that there is a need for challenge and feedback loops.
[bookmark: _Toc235195053]3.3 Personal Capability Development
Table 4. Personal capability plan
	Capability
	Action
	Evidence

	Data literacy
	Complete advanced HR analytics training and independently validate a workforce dashboard.
	Error log, accurate data interpretation and evidence of improved analytical confidence

	AI augmentation
	Compare AI-generated recommendations with independent human reviews before making decisions.
	Decision journal, documented bias checks and justified acceptance or rejection of AI advice.

	Strategic influence
	Present quarterly evidence-based recommendations to relevant organisational stakeholders
	Stakeholder feedback, stronger presentation confidence and evidence of recommendations being adopted

	Global mobility
	Compare employment regulations, cultural expectations and mobility challenges across all Helios locations.
	Comparative mobility briefing, reflective review and improved cross-cultural decision-making awareness



In 6 months, analytics and responsible-AI training will be completed, a recommendation will be presented with evidence; in 1/7 months, a comparative briefing will be updated for HUM's three sites.
I will assess progress and ask myself whether judgement is being developed or just whether the use of tools is being developed.


[bookmark: _Toc235195054]4. References
Bauer, T.N. et al. (2025) “New Horizons for Newcomer Organizational Socialization: A Review, Meta-Analysis, and Future Research Directions,” Journal of Management, 51(1), pp. 344–382. Available at: https://journals.sagepub.com/doi/10.1177/01492063241277168
Bennett, H. et al. (2024) “The elusiveness of strategic HR partnering: Using paradox theory to understand tensions surrounding the HR business partnering role,” Human Resource Management Journal, 34(4), pp. 942–959. Available at: https://onlinelibrary.wiley.com/doi/10.1111/1748-8583.12538
Boccoli, G., Gastaldi, L. and Corso, M. (2023) “The evolution of employee engagement: Towards a social and contextual construct for balancing individual performance and wellbeing dynamically,” International Journal of Management Reviews, 25(1), pp. 75–98. Available at: https://onlinelibrary.wiley.com/doi/10.1111/ijmr.12304
Budhwar, P. et al. (2023) “Human resource management in the age of generative artificial intelligence: Perspectives and research directions on ChatGPT,” Human Resource Management Journal, 33(3), pp. 606–659. Available at: https://onlinelibrary.wiley.com/doi/10.1111/1748-8583.12524
Cowgill, B. et al. (2025) “Stable Matching on the Job? Theory and Evidence on Internal Talent Markets,” Management Science, 71(3), pp. 2508–2526. Available at: https://pubsonline.informs.org/doi/10.1287/mnsc.2023.01373
Frögéli, E., Jenner, B. and Gustavsson, P. (2023) “Effectiveness of formal onboarding for facilitating organizational socialization: A systematic review.” Available at: https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0281823
Gardner, D.G. et al. (2022) “Not just for newcomers: Organizational socialization, employee adjustment and experience, and growth in organization‐based self‐esteem,” Human Resource Development Quarterly, 33(3), pp. 297–319. Available at: https://onlinelibrary.wiley.com/doi/10.1002/hrdq.21458


Gibbs, M., Mengel, F. and Siemroth, C. (2024) “Employee innovation during office work, work from home and hybrid work.” Available at: https://www.nature.com/articles/s41598-024-67122-6
Gomes, J.F.S., Marques, T. and Cabral, C. (2022) “Responsible leadership, organizational commitment, and work engagement: The mediator role of organizational identification,” Nonprofit Management and Leadership, 33(1), pp. 89–108. Available at: https://onlinelibrary.wiley.com/doi/10.1002/nml.21502
Gomez, C. et al. (2025) “Human-AI collaboration is not very collaborative yet: a taxonomy of interaction patterns in AI-assisted decision making from a systematic review,” Frontiers in Computer Science, 6. Available at: https://www.frontiersin.org/journals/computer-science/articles/10.3389/fcomp.2024.1521066/full
Gwamanda, N. and Mahembe, B. (2023) “The influence of ethical leadership and climate on employee work engagement,” SA Journal of Industrial Psychology, 49. Available at: https://link.springer.com/article/10.1007/s13520-023-00178-1
Hao, X., Demir, E. and Eyers, D. (2024) “Exploring collaborative decision-making: A quasi-experimental study of human and Generative AI interaction,” Technology in Society, 78, p. 102662. Available at: https://www.sciencedirect.com/science/article/pii/S0160791X24002100?via%3Dihub
Holman, D. et al. (2024) “Does job crafting affect employee outcomes via job characteristics? A meta‐analytic test of a key job crafting mechanism,” Journal of Occupational and Organizational Psychology, 97(1), pp. 47–73. Available at: https://bpspsychub.onlinelibrary.wiley.com/doi/10.1111/joop.12450
Hosseini, E. and Ferreira, J.J. (2023) “The impact of ethical leadership on organizational identity in digital startups: does employee voice matter?” Available at: https://link.springer.com/article/10.1007/s13520-023-00178-1
Jain, R., Garg, N. and Khera, S.N. (2023) “Effective human–AI work design for collaborative decision-making,” Kybernetes, 52(11), pp. 5017–5040. Available at: https://www.emerald.com/k/article-abstract/52/11/5017/459238/Effective-human-AI-work-design-for-collaborative?redirectedFrom=fulltext
Ji, Y.G. and Hong, C. (2023) “Engaging Employees in CEO Activism: The Role of Transparent Leadership Communication in Making a Social Impact,” Journalism & Mass Communication Quarterly, 100(1), pp. 78–99. Available at: https://journals.sagepub.com/doi/10.1177/10776990221086977
Keller, J. and Dlugos, K. (2023) “Advance ’Em to Attract ’Em: How Promotions Influence Applications in Internal Talent Markets,” Academy of Management Journal, 66(6), pp. 1831–1859. Available at: https://journals.aom.org/doi/abs/10.5465/amj.2021.1174?journalCode=amj
Kim, K.Y. et al. (2023) “High performance work systems and employee mental health: The roles of psychological empowerment, work role overload, and organizational identification,” Human Resource Management, 62(6), pp. 791–810. Available at: https://onlinelibrary.wiley.com/doi/10.1002/hrm.22160
Maanen, J. Van (1978) “People processing: Strategies of organizational socialization.” Available at: https://www.sciencedirect.com/science/article/abs/pii/0090261678900323?via%3Dihub
Malin, C.D. et al. (2024) “The application of AI in digital HRM – an experiment on human decision-making in personnel selection,” Business Process Management Journal, 30(8), pp. 284–312. Available at: https://www.emerald.com/bpmj/article/30/8/284/1229869/The-application-of-AI-in-digital-HRM-an-experiment
Ochmann, J. et al. (2024) “Perceived algorithmic fairness: An empirical study of transparency and anthropomorphism in algorithmic recruiting,” Information Systems Journal, 34(2), pp. 384–414. Available at: https://onlinelibrary.wiley.com/doi/10.1111/isj.12482
Rafiq, M. et al. (2023) “Linking job crafting, innovation performance, and career satisfaction: The mediating role of work engagement,” Work, 75(3), pp. 877–886. Available at: https://journals.sagepub.com/doi/abs/10.3233/WOR-211363
Rousseau, D.M. (1989) “Psychological and implied contracts in organizations.” Available at: https://link.springer.com/article/10.1007/BF01384942


Scheibmayr, I. and Reichel, A. (2024) “The Future of HRM Incentivizing Strathern’s Paradox? Workers’ Responses to Algorithmic Human Resource Management,” Academy of Management Discoveries, 10(3), pp. 393–415. Available at: https://journals.aom.org/doi/abs/10.5465/amd.2022.0091?journalCode=amd
Silapurem, L., Slemp, G.R. and Jarden, A. (2024) “Longitudinal Job Crafting Research: A Meta-Analysis.” Available at: https://link.springer.com/article/10.1007/s41042-024-00159-0
Starke, C. et al. (2022) “Fairness perceptions of algorithmic decision-making: A systematic review of the empirical literature,” Big Data & Society, 9(2). Available at: https://journals.sagepub.com/doi/10.1177/20539517221115189
Wowak, A.J., Busenbark, J.R. and Hambrick, D.C. (2022) “How Do Employees React When Their CEO Speaks Out? Intra- and Extra-Firm Implications of CEO Sociopolitical Activism,” Administrative Science Quarterly, 67(2), pp. 553–593. Available at: https://journals.sagepub.com/doi/10.1177/00018392221078584
Wrzesniewski, A. and Dutton, J.E. (2001) “Crafting a Job: Revisioning Employees as Active Crafters of Their Work,” The Academy of Management Review, 26(2), p. 179. Available at: https://www.jstor.org/stable/259118?origin=crossref
Zagenczyk, T.J. and Powell, E.E. (2023) “Social networks and citizenship behavior: The mediating effect of organizational identification,” Human Resource Management, 62(4), pp. 461–475. Available at: https://onlinelibrary.wiley.com/doi/10.1002/hrm.22144
Zhao, S. et al. (2024) “Job characteristics model-based study of the intrinsic motivations for primary care practitioners,” Chinese General Practice Journal, 1(1), pp. 3–10. Available at: https://www.sciencedirect.com/science/article/pii/S295055932400004X?via%3Dihub
Zhou, L. et al. (2022) “Rookies connected: Interpersonal relationships among newcomers, newcomer adjustment processes, and socialization outcomes.,” Journal of Applied Psychology, 107(3), pp. 370–388. Available at: https://psycnet.apa.org/doiLanding?doi=10.1037%2Fapl0000894
Zhu, L.-L. et al. (2023) “The Effect of Work Engagement and Perceived Organizational Support on Turnover Intention among Nurses: A Meta-Analysis Based on the Price–Mueller Model,” Journal of Nursing Management. Edited by Y.S. Goh, 2023, pp. 1–14. Available at: https://onlinelibrary.wiley.com/doi/10.1155/2023/3356620

2

image1.png
»N] < rysgol Cymru
3N ¥ Drindod Dewi Sant
S University of Wales

Tk Salt David




