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[bookmark: _Toc235142127]Task A: Socialisation, Identity and Business Activism
Helios Urban Mobility (HUM) has seen a tremendous organisational growth, but has had a long employee ramp up period, low engagement and high employee turnover among graduates revealing that they are not on the right path when it comes to integrating their employees. These challenges reflect a transactional onboarding process that primarily concentrates on administrative orientation, instead of establishing organisational commitment and strategic capability. For knowledge-intensive organisations, talent acquisition is not enough to ensure competitive edge, it is as important as fast integration of these talents into the organisation's culture, values and mission. So Helios needs to have a strategic organisational socialisation system that can help new entrants to become involved, committed organisational citizens who can make a contribution in terms of innovation, ethical decision making and the long term performance of the organisation (Yeung and Ulrich, 2019).
Traditional onboarding involves relatively short-term tasks like induction sessions, policy explanations and administrative formalities. While such practices help to orient employees to the company's processes, research indicates that they have minimal impact on organisational commitment and turnover as they focus on transferring information, not creating a sense of belonging (Bauer, 2010). They therefore have a knowledge of the organisation's rules without forming a psychological connection to the organisation, which leads to slower adaption and lower engagement.
By contrast, strategic organisational socialisation is an ongoing developmental process by which employees slowly internalise organisational values, form professional relationships and build an organisational identity. Van Maanen and Schein propose that organisational socialisation is a set of intentional organisational strategies, such as collective learning, sequential development and formal mentoring, which help to minimize uncertainty and manage behaviour. However, it has been argued that over-institutionalised operations can stifle creativity and autonomy, especially in dynamic, innovative environments that require experimentation (Rao, 2020). Thus, Helios should not be too dogmatic and structured, but should offer a mix of socialisation and opportunities for individual learning and job autonomy to prevent organisational rigidity and promote innovation.
Psychological Contract Theory also helps to explain why there is graduate attrition at Helios. Rousseau (1995) argues that employees develop unwritten expectations regarding career development, organisational support and recognition during the recruitment and onboarding process. Unmet expectations result in a psychological contract breach, which lowers trust, engagement and organisational commitment. In recent times, research has shown that psychological contract fulfilment has a positive impact on employee engagement and retention, especially in the case of younger knowledge workers, who are seeking more opportunities to learn, to do meaningful work and to have their needs met in the organisation (Speer, 2024). But psychological contracts are flexible and contingent and are contingent on the expectations of the individual and the experiences of the organisation. To this end, Helios needs to set clear communications prior to the start of employment and continually refresh expectations and vision during the employee lifecycle, rather than as a one-off.
An alternative approach is the Identity Construction Theory which proposes that organisational commitment is a result of employees' continuous building or re-construction of professional and organisational identity. The individuals are not simply learning organisational procedures, but also engaging in interpretation of experiences and making decisions about how they relate to organisational values and their own identities (Pratt et al., 2006). Perceived value congruence is associated with higher organisational citizenship behaviours and engagement and longer commitment among employees. But it is not just formal education that constitutes identity formation, it happens also through true leadership, real working experiences and social interactions. Thus, it is important that Helios develops environments that promote collaboration, mentoring and reflective learning that do not solely depend on induction programmes delivered in the classroom.
When combined, these theory-based approaches provide proof that good organisational socialisation is not just about operational induction. Traditional onboarding focuses on the adjustment process, strategic socialisation develops competence, commitment and organisational identity. Helios' problem is the length of time it takes for people to adjust, the drop in participation and its loss of graduates, and a strategic socialisation strategy is a more viable solution as it tackles both behavioural integration and psychological commitment.
[bookmark: _Toc235142128]Proposed Strategic Socialisation Framework for Helios Urban Mobility
A structured socialisation framework for the employee life cycle is suggested to address these organisational challenges:
Pre-boarding should start as soon as recruitment is completed and should include the provision of personalised welcome communications, digital learning, information on the organisation's values and introducing them to future team members and assigning a mentor who has experience in pre-boarding. Early engagement helps to minimize uncertainty and set realistic expectations prior to starting work, thus enhancing the psychological contract and facilitating the transition process into the role. 
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Figure 1: Proposed Strategic Socialisation Framework for Helios Urban Mobility
(Source: Self made)
In the first 90 days, Helios should establish sequence of learning for both technical and cultural integration. New employees should be involved in cross-functional projects, have weekly coaching from line managers and mentors, have regular feedback sessions and collaborate with experienced colleagues for collaborative innovation. This should be based not just on technical skills, but also on enhancing interpersonal skills and organisational identification. Two-way feedback allows monitoring of the psychological contract continuously and helps to address issues that may arise on the job in a way that prevents dissatisfaction (Caldwell and Peters, 2018).
The focus of organisational development should gradually move to capability building over time during year one. Individual development plans, rotation between different departments, leadership coaching, innovation seminars and involvement in sustainability activities that are relevant to Helios' strategy should be provided for employees. Quarterly discussions about career should help reinforce the commitment to the organisation and uncover development opportunities. Helios can invest in ongoing professional development and increase engagement and decrease voluntary turnover from high-potential graduates by providing support beyond induction.
This approach to the lifecycle directly meets the challenges reported by the company. Early expectation management lessens uncertainty, structured mentoring speeds up competence building, regular feedback contributes to strengthening of trust and career development opportunities help in employee retention. As a result, the suggested model is likely to lead to a decrease in the average ramp-up time, increase engagement and enhance organisational commitment.
[bookmark: _Toc235142129]Developing Organisational Identification, Ethical Professionalism and Business Activism
A high level of organisational identification is critical in the process of turning an employee into a loyal organisational citizen. Social Identity Theory is a theory that suggests that social groups are important sources of self-definition and that the distinctive nature of the group self is characterized by a feeling of shared identity (Tajfel, et al., 2001). Those employees who strongly identify with the organisation are more cooperative, more as organisational citizens and more committed. Helios should thus improve organisational identification by communicating with purpose, involving in projects of innovation together, cooperating across countries and continuously reinforcing organisational values through recognition of behaviour. Identification should come from more significant involvement in strategic decisions and collaborative problem-solving, rather than symbolic messages of organisational loyalty.
The proposed strategic socialisation system is a combination of the three theories in the following way that is coherent in covering up human capital management: organisational socialisation theory, psychological contract theory and identity construction perspectives. The onboarding process is not conceived as a one-time HR initiative but is defined as an ongoing development process that builds in and maintains an organisational sense of belonging, ethical professionalism, and business activism. Helios can ensure staff development is aligned with the organisation's goals, cut down on induction periods, enhance staff engagement, keep graduate staff on board, and create a workforce that remains innovative and competitive over time by doing so.
[bookmark: _Toc235142130]Task B: Strategic Job Design 
[bookmark: _Toc235142131]Innovative job design strategy using Job Characteristics Model, Job crafting. theory, and Skills-based architecture
The rapid expansion of Helios Urban Mobility (HUM) has exposed significant limitations in its current job design, evidenced by an eight-month employee ramp-up period, declining engagement and high attrition among graduate talent. These challenges suggest that existing roles are likely characterised by rigid job descriptions, limited autonomy and insufficient opportunities for continuous skill development. In knowledge-intensive organisations operating within artificial intelligence (AI)-enabled industries, traditional job structures are increasingly inadequate because they fail to accommodate technological change, cross-functional collaboration and employee-driven innovation (Cascio and Montealegre, 2016). Consequently, Helios requires a strategic job design architecture that not only enhances individual performance but also develops organisational agility, innovation capability and long-term talent retention.
Traditional job design has historically emphasised task standardisation, specialisation and efficiency, drawing heavily on Taylorist principles. While such approaches improve operational consistency, they often reduce employee autonomy, flexibility and intrinsic motivation, particularly in innovation-driven organisations where creativity and problem-solving are essential. Contemporary research argues that organisations competing in dynamic environments should shift from fixed job descriptions towards flexible, capability-based work systems that allow employees to continuously adapt to changing organisational requirements (Cascio and Montealegre, 2016). Therefore, rather than redesigning individual jobs in isolation, Helios should adopt an integrated strategic job architecture that combines motivational, behavioural and capability development perspectives.
The Job Characteristics Model (JCM) developed by Hackman and Oldham (1976) provides an important foundation for improving employee motivation. According to the model, five core job characteristics - skill variety, task identity, task significance, autonomy and feedback, generate meaningful work experiences that enhance intrinsic motivation, job satisfaction and organisational commitment. Empirical research consistently demonstrates positive relationships between enriched job characteristics and employee engagement (Humphrey et al., 2007). However, the model has also attracted criticism for assuming that all employees respond similarly to enriched work designs. Individual preferences, cultural differences and varying levels of growth need strength influence how employees perceive autonomy and responsibility. Furthermore, the model was developed before the emergence of AI-driven workplaces, limiting its consideration of rapidly evolving technological environments. Consequently, although JCM remains valuable for increasing motivation, it requires adaptation within digitally enabled organisations such as Helios (Oldham and Fried,  2016).
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Figure 2:Job Characteristics Model
(Source: Self-made)
Complementing the Job Characteristics Model, Job Crafting Theory argues that employees should actively shape their own work rather than simply perform predefined tasks (Wrzesniewski and Dutton, 2001). Employees modify task boundaries, workplace relationships and perceptions of work to create roles that better align with their skills, interests and professional identities. Recent studies suggest that job crafting positively influences innovation, resilience and employee wellbeing because individuals gain greater ownership over their work (Tims and Bakker, 2010). 
A further limitation of traditional job design is its dependence on static job descriptions that rapidly become obsolete in technology-intensive industries. Increasingly, organisations are adopting skills-based architectures, where work is organised around employee capabilities rather than fixed positions. Instead of recruiting or promoting employees solely according to job titles, organisations identify transferable skills and dynamically allocate work according to emerging business needs. 
[bookmark: _Toc235142132]Stimulating Intrinsic Motivation and Supporting Innovation
Building upon these theoretical perspectives, an integrated Strategic Job Design Framework is proposed for Helios Urban Mobility. Rather than implementing the three approaches independently, the organisation should combine them into a unified human capital architecture.
First, every role should be redesigned using the Job Characteristics Model by increasing skill variety through cross-functional assignments, strengthening task identity by allowing employees to complete end-to-end project activities, reinforcing task significance by communicating how AI-enabled mobility solutions contribute to sustainable urban development, increasing autonomy through delegated decision-making and hybrid working arrangements, and providing continuous developmental feedback using regular coaching sessions and digital performance dashboards (Rudolph, et al., 2017). These interventions are expected to increase meaningful work experiences and reduce disengagement.
Second, Helios should institutionalise guided job crafting by allowing employees to customise aspects of their work while maintaining alignment with organisational priorities. Employees should be encouraged to propose innovation projects, participate in interdisciplinary problem-solving teams and select learning opportunities that complement their career aspirations. Managers should function as coaches rather than supervisors, supporting employee experimentation while ensuring accountability for organisational outcomes. Such an approach strengthens psychological ownership and encourages proactive behaviour without sacrificing strategic coherence (Zhang and Parker, 2019).
Third, Helios should establish a skills-based talent architecture supported by an internal talent marketplace. Employees' technical, digital and leadership competencies should be continuously mapped through a central digital platform. Rather than assigning work exclusively through departmental hierarchies, project leaders could identify employees possessing relevant skills and allocate them to short-term innovation projects across business units (Tims and Bakker, 2010). Employees would simultaneously gain exposure to diverse technologies, strengthen cross-functional collaboration and develop future leadership capabilities. Internal mobility would also provide attractive career development opportunities, thereby reducing graduate attrition while improving organisational flexibility.
In conclusion, no single job design theory adequately addresses the complexity of contemporary AI-enabled organisations. While the Job Characteristics Model enhances intrinsic motivation, Job Crafting Theory promotes adaptability and innovation, and skills-based architectures improve organisational agility. Integrating these complementary perspectives enables Helios Urban Mobility to move beyond traditional job descriptions towards a dynamic human capital system that supports employee engagement, continuous learning and strategic renewal. Such a holistic approach positions job design not merely as an operational HR activity but as a strategic capability that strengthens innovation, organisational resilience and long-term competitive advantage.


[bookmark: _Toc235142133]Task C: Reflective Report 
As artificial intelligence (AI) continues to evolve, its application in Human Resource Management (HRM) has revolutionized the way organizations hire, train, and retain employees. Artificial intelligence (AI) is a rapidly advancing technology that has significantly impacted various aspects of Human Resource Management (HRM). From the perspective of a future HR professional, I understand that AI can be a valuable tool for enhancing the quality and speed of decision-making, and provide insights into trends in the workforce and the data to support evidence-based recommendations. AI can also improve organisational efficiency but should be used as a decision support rather than taking the place of human judgment. However, ethical issues and emotional intelligence and context awareness are often key factors in HR decision-making, which algorithms cannot adequately account for. I think that to be successful in HR, a balance of technology and critical thinking, professional ethics and empathy is required (Davenport and Kirby, 2016).
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Figure 3:Responsible AI decision-making model Al as a Support - Humans as the Final Decision Makers
(Source: Self-made)
As a Strategic Human Capital Advisor, I would leverage AI to assist with workforce planning, employee engagement analysis, and talent management, recognizing patterns that might not be easily discerned using conventional analytical approaches. Predictive analytics, for instance, could be used to determine which employees might be likely to quit voluntarily, and sentiment analysis using AI could gauge employee engagement. But I would carefully review the recommendations made by AI before making decisions on the organisational level. Algorithms are created based on the historical data sets, which could be biased or may not account for changing organisational contexts. Thus, using only AI might lead to unintended discriminatory hiring practices or miss the context of the employee's situation. Human judgment is still necessary for the interpretation of data, taking into account the organisations' culture, and to ensure that decisions made are just, equitable and ethically responsible.
This assessment has also emphasized the need for ongoing professional development in a more digital HR landscape. I have identified four areas of capability that need to be developed in order to be employable in strategic HR roles in the future. I am going to become even more data-literate by mastering more powerful analysis tools and skills that will help me understand workforce indicators and critically analyse AI generated insights. Second, I want to enhance my knowledge and understanding of how AI is being used in HR, such as workforce analytics, predictive modelling, and ethical governance of AI, and ensure that AI tools are used responsibly, not blindly. Thirdly, I will improve my strategic influencing practices by learning to communicate and influence HR recommendations with facts to key decision makers and multiple stakeholders at the highest level of the organisation. Finally, I plan to develop my global mobility awareness with the wider management of cross-cultural and international teams and the global diversity of employees working across different countries and cultures, recognising that organisations like Helios work in a number of different national and cultural contexts.
Looking back on this evaluation, I see that HR needs to evolve beyond mere administrative responsibilities and transform into strategic partners. In retrospect, I understand that HR should not only embrace technology innovations but also champion ethical leadership and savvy management decisions. While AI is increasingly shaping organisational decision-making, sustainable competitive advantage will remain the domain of professionals able to critically analyse evidence, be ethically responsible and link technology to the human-centered values of the organisation. The skills I will cultivate will help me to extend my contribution to strategic human capital management and assist organisations to function in a world of digital and global business.
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