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Executive Summary 
Helios is required to focus on developing a strategic shift from traditional onboarding towards modernisation and digitalisation. Identity Construction Theory suggests to handle new employees by creating the chance to act as passive recipients of organisational information and also fixed role expectations. The psychological contract fulfilment often impacts employee engagement in various work units. Establishment of the strategic socialisation framework, Helios needs a strong mechanism that can motivate to utilise all the organisational resources as well as improve the business performance in an effective manner.
The proposed job design includes intrinsic motivation through transparency in job roles, responsibilities and required skills based on the skills, knowledge and capacities of the employees. The implementation of the theoretical aspects of the job characteristic model, job crafting framework and skills-based architecture will benefit the proposed job design for HUM in terms of driving employee engagement with mental or psychological satisfaction. 
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[bookmark: _mz1k5ktu1vro][bookmark: _Toc234074610]TASK A: Socialisation, Identity & Business Activism 
[bookmark: _Toc234074611]1. Traditional Onboarding Vs Strategic Organisational Socialism 
It has been recognised that Helios Urban Mobility is experiencing major organisational constraints after five years of rapid expansion that are related to an eight-month ramp-up period and weak organisational socialisation. As per the views of Godinho et al. (2023), organisational socialisation defines the process of familiarising new employees with the organisational values, norms, job roles, culture and behaviours. Addressing the current organisational challenges regarding the organisational socialisation scenario, Helios is required to focus on developing a strategic shift from traditional onboarding towards modernisation and digitalisation. Somu and Ali (2025) have highlighted the limitations of traditional onboarding regarding complex paperwork and system access, as well as deeper psychological and behavioural processes. On the contrary, this case company is suggested to shift to modern onboarding and strategic socialisation by focusing on building commitment as well as exposure to culture, purpose, and relationships. Sani et al. (2023) have reflected the strategic socialisation in the employee onboarding process for building a positive and trusted relationship. Evaluation of the suggested approaches and the existing ones at Helios Urban Mobility is conducted through Identity Construction and Psychological Contract Theory.
Identity Construction
The theoretical aspect of identity construction defines how an individual builds, shapes, and manages their identity via social interaction, experiences, as well as navigating cultures (Hammond et al. 2025). This theory has also established the viewpoint that new employees can actively interpret organisational aspects to build a professional self-concept despite simply fulfilling the job roles. In the case of traditional onboarding, Helios new employees get the chance to act as passive recipients of organisational information and also fixed role expectations. The suggested points of view regarding strategic organisational socialism, with the support of Identity Construction, have evaluated that the construction of the self-concepts by the new employees should be meaningful and interactive. Helios can provide opportunities for conducting interaction, participating in training and development, and sharing the experiences. Strategic organisational socialism is critically valuable, as new hires get the chance to develop a better self-concept. A better understanding of the job roles, effective communication and guidance can make the strategic organisation socialism valuable to  Helios. Therefore, adapting this aspect can result in fostering better identity development than traditional onboarding at Helios.
Psychological Contract Theory
[image: ]
Figure 1: Psychological Contract Theory
(Source: Inspired by Topa et al. 2022)
The above figure has highlighted the main concept of Psychological Contract Theory, which explains the unwritten negotiation, expectations, obligations, as well as beliefs between employees and management in shaping workplace relationships (Topa et al. 2022). It has been recognised that psychological ownership balances onboarding quality and commitment for developing a successful team. On the other hand, the psychological contract fulfilment often impacts employee engagement in various work units (Gong and Wang, 2022). At Helios, the traditional onboarding compliance overlooks the side of employee relationships, focusing more on flexibility, security, and career development. On the other hand, strategic organisational socialisation supports this company to manage the unwritten expectations through continuous communication (Pianese et al. 2023). Contributing to the psychological facts, Helios can deal with realistic role clarification, mentoring, as well as relationship-building. Thus, following the strategic organisational socialisation, Helios can connect to newly hired employees in an effective manner and make them aware of the organisational culture, set the expectations, as well as leading to a stronger psychological contract.
[bookmark: _Toc234074612]2. A structured socialisation framework for Helios 
	Phases
	Duration
	Core activities
	Theoretical anchor

	1st phase
(pre-boarding)
	1 day
	· Digital welcome portal
· Sharing of role-purpose
· Work culture video
· Mission storytelling
	Psychological contract formation

	2nd phase
	1 to 90 days
	· Structured team pairing
· Cross-site rotation 
· Check-ins at each 30-minute
· day interval
	Organisational socialisation dimension

	3rd phase
	Next 4 to 12 months
	· Identity-shaping project
· Formal Guidelines
· Internal mobility taster
· Ethics and sustainability sharing 
	Identity construction theory


Table 1: Strategic socialisation framework for Helios
(Source: Self-developed)
The above table has highlighted the strategic socialisation framework for Helios for improving the onboarding process and addressing the current organisational challenges. This strategic socialisation framework for Helios includes the psychological aspects and behavioural facts. At the forest stage, a positive relation between employees and employers can be established through tasks such as a digital welcome portal, sharing of role-purpose, work culture video and mission storytelling. The 2nd phase of this framework includes tasks such as Structured team pairing, cross-site rotation, and check-ins at each 30-minute day interval within a maximum of 3 months. The new hires can get to know the current workplace at this stage. With the support of Identity construction theory, the strategic socialisation framework for Helios will include tasks such as an identity-shaping project, providing formal guidelines, process with internal mobility taster and ethics and sustainability sharing. Ibrahim et al. (2022) have stated the importance of the onboarding process to lower employee burnout in future and ensure the productivity level. Therefore, Helios can address the organisational challenges by following the strategic socialisation framework.
[bookmark: _Toc234074613]3. Propose a Mechanism for Cultivation 
Establishment of the strategic socialisation framework, Helios needs a strong mechanism that can motivate to utilise all the organisational resources as well as improve the business performance in an effective manner. There are three discussions regarding the case company for adopting the new onboarding process. 
Ethical professionalism
It has been recognised that ethical professionalism refers to the integration of moral principles established in the workplace as a major competence.  As per the views of Sarma et al. (2024), ethical professionalism in the corporate environment is required for holding high standards of integrity, accountability, as well as respect. Therefore, the executive team of Helios is required to show respect to new employees' cuisine, combining culture and belief for a strong moral compass and long-term trust.
Business activist mindset
The business activist mindset commonly combines the aggressive and value-driving approach to address the social and environmental issues (Medine et al. 2025). Applying this aspect during employee onboarding, Helios' new hires can view obstacles as opportunities as well as proactively optimise operations or champion ethical causes.
Organisational professionalism
This dimension can suggest that Helios values new hires and their personal needs. Effective employee engagement can be established when the business executives use organisational professionalism. Thus, the organisation can be improved in the operating market by following this dimension. 
[bookmark: _Toc234074614]TASK B: Job Design
[bookmark: _h09akru071al][bookmark: _Toc234074615]1. Proposal of an innovative job design strategy using the Job Characteristics Model, Job crafting theory, and Skills-based architecture 
Job Characteristics Model
According to the current challenging situation of Helios Urban Mobility (HUM), the company is failing to engage the required talented employees to execute the technical advancement within the operational practices. During this stage, the consideration of the theoretical aspects of the Job Characteristics Model can benefit the company in addressing the issues effectively. As per the views of Muñoz et al. (2024), the job characteristic model is a theoretical aspect for designing the working process within organisations to develop a suitable job design through key characteristics. The core characteristics of the job characteristic model are skill variety, task identity, task significance, task autonomy and job feedback. This implies that considering these key characteristics of job design with transparency can help employees understand their roles and responsibilities to contribute their best with mental or psychological satisfaction. 
The implementation of the job characteristic model is effective in enhancing job design for HUM in terms of handling its AI-enabled electric mobility systems and smart infrastructure analytics. As per the demonstration by Judge et al. (2023), the job characteristic model has underlined that the intrinsic nature of work is an influential factor in terms of employee satisfaction. This theoretical knowledge implies that the development of the intrinsic nature of work can help organisations in developing employee satisfaction, which is strongly required in the case study of Helios Urban Mobility. Implementing these characteristics-related aspects within the hiring process can help the case study company in increasing employee satisfaction, which stimulates employee engagement as well. Moreover, prioritising employee satisfaction with consideration of the key characteristics of the model is beneficial to address the employee engagement reduction-related challenges. 
 (
The Job Characteristic Model 
Skill variety
Task identity
Task significance
Task autonomy
Job feedback
)
Figure 2: The Job Characteristic Model 
(Source: Developed by Learner)
Job crafting theory
Job crafting theory can be described as an organisational employee-driven approach in terms of developing a work or job design by customising task features, cognitive behaviour of individuals and relationships. As per the perspectives of Tims et al. (2022), job crafting is a proactive working behaviour, which is applicable in organisations to engage employees to adjust their job design based on their skills, needs and preferences. This implies that organisational behavioural aspects have to be developed to engage talented employees according to their skills, needs and preferences, which are needed in the case study of HUM. On the other hand, Costantini et al. (2022) demonstrated job crafting as an intentional and conscious change within one’s working approach by maintaining or improving job motivation. This implies that the job crafting theory suggests to organisations, such as HUM, to improve motivational aspects within the workplace by making required changes or adjustments in job designs. Thus, the implementation of the theoretical aspects of the job crafting theory can help HUM in designing a suitable job design that supports employee motivation with an improved working environment with a positive behavioural approach. 
 (
Job Crafting Theory 
Employee-driven approach 
Customised task features
Customised cognitive behaviour of individuals
Customised relationships among individuals 
Job Motivation 
)
Figure 3: Key aspects of Job Crafting Theory 
(Source: Developed by learner)
Skills-based architecture 
The theoretical aspect of skills-based architecture supports the alignment of skills of employees with their job designs to ensure their best contribution quality. According to the description by Oschinski and Nguyen (2022), a skills-based approach is effective in enhancing job design with support for an effective career planning process. This implies that the companies, such as HUM, should design job features by ensuring maximum transparency about the required skills, knowledge and competencies of employees. In addition to this, HUM can implement the theoretical aspect of skills-based architecture by prioritising employing capacities to complete their allocated roles and responsibilities to drive productivity. Apart from this, the proposed job design can include additional technical training for the new employees in HUM to ensure maximum efficiency in handling its AI-enabled electric mobility systems and smart infrastructure analytics. Moreover, the implementation of this dynamic workforce management framework within the workplace requires transparency in roles and responsibilities during the hiring process. 
[bookmark: _wr51y17eca60][bookmark: _Toc234074616]2. Explanation on the relation of proposed design with intrinsic motivation and support innovation
Intrinsic motivation
Intrinsic motivation refers to the internal motivation of employees within the workplace, such as mental satisfaction, personal fulfilment, and joy that inspire them to contribute their best performance. According to the discussion by Fishbach and Woolley (2022), intrinsic motivation can be described as a key to ensuring persistence in the workplace. The consideration of intrinsic motivation is possible through the proposed job design where employees’ workplace behaviour and relationships with colleagues can be developed with maximum transparency of job roles and responsibilities. Furthermore, it has been observed in the above theoretical description that the job characteristic model supports job satisfaction with identification of tasks and respective significance with skills variety. Hence, the proposed job design can help HUM in developing intrinsic motivation for its employees with maximum transparency, workplace flexibility, improved behavioural approach and job satisfaction. 
Support innovation 
The proposed job design has directly fostered an ecosystem of innovation in Helios Urban Mobility in terms of transforming rigid roles into a problem solving environment. The implication of the Job Characteristic model signifies that employees can gain creative freedom in terms of experimenting with AI-enabled electric mobility systems as well as pioneer novel solutions regarding smart infrastructure analytics. As per the opinion of Gull et al. (2022), Job Characteristics Model is considered to be an organizational psychology framework that proposes design of a job, which directly impacts employee motivation, satisfaction and performance. The application of such a model signifies that autonomy eliminates the fear of failure as well as encourages calculated risk-taking, signifying the bedrock of innovative thinking. However, the integration of Job Crafting theory can allow technical talent to reshape their task as well as collaborate across traditional boundaries. 
[bookmark: _Toc234074617]‌TASK C: Reflective report 
[bookmark: _Toc234074618]1. Discuss how you will use AI as a decision-support tool without eroding critical human judgment.
I have realised that AI serves as a powerful engine for predictive insights in managing complex organisational transformations, such as the transitioning Helios Urban Mobility from traditional onboarding to strategic socialisation. As per the opinion of Michael et al. (2024), leveraging analytical work in the initial stage can help in using AI as a decision-support tool without eroding human judgment. However, I have realised that the true efficiency of human capital architecture relies on balancing algorithm efficiency within human nuance. Ajegbile et al. (2024) have highlighted that the most effective systems treat algorithms as analytical tools and humans as strategic guides. Based on this aspect, I believe that positioning AI as an informational advisor rather than a primary decision-maker can help to use AI effectively as a decision-support tool without eroding critical judgment. 
I have realised that AI can process vast streams of employee touchpoints in terms of forecasting attrition trends among high-potential graduates or flag specific phases of Helios Urban Mobility. As per the analysis of Krishna and Sidharth (2023), AI can process vast streams of employee data in terms of predicting when workers might leave. Apart from this, I believe that AI lacks visibility into the unwritten relational dynamics defined by Psychological Contract Theory. According to KG and Joseph (2025), AI can simulate empathy, but it does not feel it. I believe that my approach will follow the Human-in-the-Loop framework. In essence, I will use AI in terms of handling automated skill-gap mapping within our skills-based architecture, high-volume text mining of engagement surveys as well as simulating the organisational impact of different job designs.
[bookmark: _Toc234074619]2. Outlining a personal capability development plan to enhance future employability 
	Objective 
	Capability area 
	Actionable strategy
	Impact on employability 

	To adopt the transition from descriptive metrics to predictive analytics
	Data Literacy and Analytics
	Need to complete a certified program in People Analytics
	Gain the ability to present data-validated business cases directly to C-suite stakeholders

	To master the deployment of generative AI and ML tools
	AI Augmentation in HR
	Need to complete advanced courses on AI prompt engineering for ethical workforce modelling.
	Gain capabilities for designing automated, highly personalised onboarding journeys that actively shorten time-to-productivity.

	To manage talent ecosystems across distinct regulatory
	Cultural awareness and global mobility 
	Need to seek active mentorship from global mobility specialists
	Gain preparedness to design compliant

	To shift from a functional executor to a trusted board-level advisor.
	Strategic Influencing Skills
	Need to engage in executive communication coaching
	Gain the capacity to secure executive buy-in for systemic changes


Table 2: Personal capability development plan
(Source: Self-developed)
I must develop capabilities at the intersection of data analytics, technological augmentation as well as cross-cultural leadership in terms of thriving as a strategic partner capable of steering agile organisations such as Helios Urban Mobility. Thus, the goal of developing the above plan can help in improving my employability skills in the coming time. Improving my employability skills can help me to diagnose organisational issues swiftly, while relying on core human values to design the actual remedies.
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