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Task A: Socialisation, Identity and Business Activism
1. [bookmark: _Toc235124140]Traditional Onboarding versus Strategic Organisational Socialisation
The 54% engagement score and graduate attrition shown in the eight months ramp-up period of Helios Urban Mobility suggest that induction is more of an administrative event than a strategic process. Conventional role plays approach typically focuses on contracts, and policies, access of systems and role explanation. Despite its establishment of consistency, it tends to be cut short too soon and tends to think that culture can be transmitted informally to newcomers. This is the broadest at strategic organisational socialisation as it actively builds over time role competence, relationships, identity, voice and commitment. Recent studies found that the motivation of newcomers is reinforced in response to the internalisation as opposed to the imposition of organisational values, so socialisation is more efficient than the orientation of newcomers with the heavy focus on information alone (Chong et al., 2024). The socialisation strategies by Van Maanen and Schein help in designing Helios I hybrid design. The collective, formal, sequential and serial strategies would add uniformity across London, Berlin and Singapore whereas the investiture strategies would maintain the expertise and personality that the technology master’s would offer. An institutional approach per se, in its turn, might stimulate conformity and discourage the newcomer attack. As Reissner, Guenter and de Jong (2025) prove, socialisation can determine the support of the newcomer voice, and Helios must integrate with the culture and secure the possibility to challenge the regularities. This equilibrium is important as over assimilation can destroy creativity. Another theory that can explain the failure of conventional onboarding is psychological contract theory. Before joining, newcomers create their thinking regarding the development, fairness, managerial assistance, and career prospective. Unless the promises given in the recruitment are met, there is a drop in commitment despite the formality in the contractual commitments. According to Lourenco and Rodrigues (2025), attachment to the workplace and support of a supervisor can be regarded as significant connections between onboarding and retention. The fact that identity is built up further implies that the employees would be committed when they can associate their own values with that of Helios, namely to transform urban mobility, and not to be compelled to adopt a definite corporate identity.
2. [bookmark: _Toc235124141]Structured Socialisation Framework for Helios
Table 1. Helios strategic socialisation framework
	Stage
	Core mechanisms
	Intended outcomes

	Pre-boarding
	Realistic job preview; digital welcome; ethics statement; manager video and early call; assigned buddy; individual psychological-contract alignment; and a learning map.
	Accurate expectations, reduced uncertainty, and early alignment with the organisation.

	Days 1–30
	Cohort induction; product and stakeholder immersion; role charter; weekly manager check-ins; and knowledge-sharing sessions.
	Role clarity, social connection, and faster access to tacit knowledge.

	Days 31–90
	Cross-site project; mentor meetings; client exposure; employee voice forum; and 30-, 60-, and 90-day reviews.
	Competence, confidence, organisational identification, and constructive employee voice.

	Months 4–12
	Innovation challenge; ethics case reviews; career conversations; mobility options; and six- and twelve-month reviews.
	Commitment, career visibility, ethical judgement, and employee retention.



The pre-boarding process must be initiated as soon as the offer is accepted since prior to the first day there may be uncertainty and unfamiliarity with expectations. Workload, collaborating hybridly and becoming a good citizen of the public, and a personalised learning map should also describe the gaps in skills, which the realistic job preview is supposed to explain. The initial month must develop a shared Helios identity through cohort activities and should take into account differences in regulation and cultures location-specific. The capacity to share knowledge is critical as newcomer competence is not just a matter of accessing digital content, but rather experienced colleagues (Cheikh-Ammar, Roy and Roy, 2024). Between day 31-90 days, every new entry will undertake a city-mobility cross-functional project. This provides the employee with a visible contribution, networks and a reduced distance between seeing and meaningful work. There should be a mentor in another job and a local buddy with whom he or she should have various kinds of support. Onboarding tools on a digital platform can enhance access and consistency, particularly in distributed teams but must not substitute human relations; otherwise virtual onboarding will result into a loss of connection and turnover intentions (Akdur, Aydin and Akdur, 2024). Onboarding that uses software is most applicable when it is done in a way that integrates tasks, knowledge and feedback instead of being a storage of static information (Santos et al., 2025).
3. [bookmark: _Toc235124142]Identification, Ethical Professionalism and Business Activism

A directed purpose narrative, a glimpse into the city clients and tales of how system of Helios impact on residents, sustainability and public value need to be nurtured to bring about organisational identification. New entrants, too, ought to be invited into cross-site communities of practice and be rewarded in making contributions, not necessarily in their technical output. The mechanisms will enable the employees to consider Helios membership significant without losing their professional identities, which facilitates stronger internalisation and independent motivation (Chong et al., 2024). Moral professionalism needs to be cultivated by having quarterly dilemmas related to AI partiality, information confidentiality, transportation access and environmental trade-offs. Decisions must be reviewed by multidisciplinary ethics panels and there should be a provision of guarded channels through which employees call to attention. Business-activist attitude needs to take the Ulrich HR business-partner logic further to challenge commercially in a positive manner on behalf of the stakeholders. Newcomers must thus examine the impacts of technical decisions on governments, employees, communities and the environment and submit recommendations on the same to top officials. This is connected to commercial performance and the legitimisation of informed employee voice, alongside a connection to the stakeholder capitalism (Reissner, Guenter and de Jong, 2025). The measures to determine success should be time-to-productivity, role clarity after 90 days, identification after six months, ethical-climate rating, voice among newcomers, graduate retention and internal mobility within the first-year. The Board ought to look through the outcomes, the outcomes by location and demographic group, in order to determine imbalanced experiences. The framework is explained by the fact that it is based on consistency and agency of individuals, effectiveness with digital efficiency and relationships, and cultural assimilation with critical challenge. It must therefore minimise ramp-up time as it builds dedicated organisational citizens as opposed to obedient newcomers (Lourenço and Rodrigues, 2025).
[bookmark: _Toc235124143]Task B: Innovative Job Design for Motivation and Innovation
1. [bookmark: _Toc235124144]Proposed Job Design Strategy
Helios needs to ensure the use of a project architecture that is based on skills and not job descriptions. Every employee would have a fixed, stable home job, which identifies which employee is responsible and paid and what is expected of them, and an online internal talent system would be able to open access to temporary work, mentoring, cross-location and technology assignment and challenges. Included would be employees with certified skills passports in relation to technical, commercial, ethical and collaborative skills. Job-crafting conversations with employees and managers would then follow quarterly to enable employees and managers to reconfigure tasks, relationships and meaning ascribed to work without losing necessary jobs. Such an integrated design is suitable since the work design can impact employee well-being and retention, especially in relation to the younger employees who want to develop and be of value (Chen et al., 2023). The continuity is safeguarded by the stable position, whereas career visibility is provided by the marketplace. Its strictly-role based framework may entrap high potential graduates in dead end jobs and motivate them to leave when advancement seems to be slow. On the other hand, a totally liquid model might be ambiguous, overloaded and poorly accountable. This means that Helios must set a relative distribution of around 70:20:10: 70% of core duties, 20% of marketplace projects, and 10% learning or experimentation (Chen et al., 2023). Access to it should be based on workload capacity, necessitated skills and open criteria of selection as opposed to informal sponsorship.
2. [bookmark: _Toc235124145]Application of the Job Characteristics Model

Job Characteristics Model offers the motivating basis. The engineers, analysts and commercial employees would add variety in skills once they are included to work on multidisciplinary work. It would enhance task identity by giving ownership to a full component of the project,
e.g. transforming a user problem into a tested recommendation by taking control of the mobility-data prototype. The significance of tasks during the process would be made visible in regard to contacts with the city authorities, the transport users, and the sustainability results. Bounded discretion would lead to autonomy in approaches to methods, schedules and job-crafting options, and project metrics, users, peers and managers would become sources of feedback. The studies based on the model prove that the mentioned properties will be able to reinforce intrinsic motivation in case employees are engaged in work as meaningful and when they feel that their outcomes are their responsibility (Zhao et al., 2024). However, increased complexity does not necessarily prove to be inspiring. It is too much variety and attention is divided, excessive autonomy is abandonment and too much feedback can be be spotted as surveillance. The decision rights must therefore be defined, project limit established and managers of the project developed to assist in developmental feedback instead of being controlling. The employees are supposed to be given a brief to follow, materials and a sponsor name. The design should also support individual differences since not all the employees would like to move repeatedly, some might want to stay at a depth and stay stable. Whether inherently as intrinsically motivated or not, the latter must be based on choice, as opposed to forced rotation (Zhao et al., 2024).
3. [bookmark: _Toc235124146]Job Crafting and the Internal Talent Marketplace

Formalised job crafting must be in the form of quarterly, so-called crafting sprints. One task change, one relationship change and one cognitive reframing opportunity would be recognized by employees. As an illustration, an AI engineer can be involved in client discovery sessions and establish connections with accessibility experts and rebranding model validation as ensuring equitable access to public transportation. The managers would gauge the effectiveness of changes being proposed in supporting performance, well-being and team interdependence. This transforms job crafting into a collectively managed activity, diminishing the probability of attractive tasks increasing, and routine obligations being disregarded (Liu et al., 2023). The internal talent market would promote projects that were in need of skills, anticipated hours, worth of learning and strategic value. It may be necessary to involve employees, home managers and project leaders to make final decisions since matching technology could suggest opportunities. The skills that are algorithmically determined need to be revisitable since the profiles can replicate inequalities. Auditing should be done based on the participation data according to the gender, location, grade, and contract type (Zhang et al., 2025). Less noticeable yet strategic imperatives assignments should be included in the marketplace as well so that innovation is not reduced to only prestigious AI projects.

4. [bookmark: _Toc235124147]Intrinsic Motivation, Flow and Innovation

The design must be one which elicits intrinsic motivation based on autonomy, competence, relatedness and purpose. Marketplace projects offer selection; skills passport and stretch work promote mastery; cross-functional groups enhance relationships and urban outcome orientation creates meaning. The profiles also elevate the chances of working flow and works with favourable personal and organisational results when the aspects of challenge and abilities are balanced correctly (Liu et al., 2023). Graduates will thus be more inclined to stay when they exhibit more avenues of development without having to leave Helios. The process of innovation ought to be enhanced since project teams are a mixture of people with different knowledge and employees most proximate to technical or customer issues can influence the formation of solutions. In addition, AI tools can be used to facilitate experimentation, and its impact hinges on the willingness of employees and the complexity of their jobs; technology is not the sole predictor of innovative behaviour (Zhang et al., 2025). Helios must then complement AI-enabled work with these three; training, psychological safety and potent challenge. Short experimentation cycles in teams need to take place, with the learning of failure documented and presented to an innovation cross-site council. A pilot, with between 60 and 100 employees in the engineering, analytics, HR and commercial functions should be implemented initially as a six-month pilot. Such measures should encompass engagement, project completion, internship and skill acquisition, project attendance, innovation, well-being, graduate retention and manager. The importance of the question that should be studied with qualitative reviews is whether the employees get more meaning or mere additional work. After the pilot follows, Helios will have to realign time allocations and adequate criteria then scale up. The architecture that will be generated is innovative and managed: it adds value to core jobs, empowers employees, and mobilizes cross-border skills and maintains a sense of fairness, responsibility, as well as operational discipline (Chen et al., 2023).
[bookmark: _Toc235124148]Task C: Reflective Report

1. [bookmark: _Toc235124149]Using AI without Eroding Human Judgement
I will utilise AI in order to systematise the information about the workforce, identify trends, draw comparisons and come up with questions but I will not take its output as conclusive. AI has the potential to enhance HR performance and awareness, but the outcomes of this technology vary among HR professionals, managers and employees, hence it is impossible to pass the buck onto technology (Dima et al., 2024). I will check data quality and falsify alternative explanations and view context before acting. The human review will be recorded, and the responsibility to use the HR will not be solved without fairness, transparency, privacy and accountability that require high-impact decisions (Bujold et al., 2024). I will consider AI to be augmentation and not automation. Value, according to Bastida et al. (2025), is created as technology enhances human-capacity, and alignment between the generative AI and strategic HRM, as argued by Chowdhury, Budhwar and Wood (2024). I will reveal any cases of AI usage, refute the possibly biased suggestions, talk with concerned parties and maintain a means of appeal. This ought to avoid the efficiency taking over empathy and critical evaluation.
2. [bookmark: _Toc235124150]Personal Capability Development Plan
Table 2. Personal capability development plan
	Capability
	Planned action and timescale
	Evidence

	Data literacy
	Complete an HR analytics course within six months and analyse a workforce dataset monthly.
	Course certificate, analytics dashboard, and reflective log.

	AI augmentation in HR
	Practise prompt evaluation, bias testing, and responsible-use checks for six months.
	Reviewed checklist and case analysis.

	Strategic influencing
	Deliver quarterly evidence-based presentations and seek feedback.
	Feedback scores and presentation portfolio.

	Global mobility awareness
	Compare employment, cultural, and mobility practices in the UK, Germany, and Singapore within nine months.
	Comparative briefing and CPD record.


I am more concerned about not trying to become autonomous in a specific technical skill but focusing on building integrated AI. Value, as revealed by Chowdhury et al. (2023), is a matter of data, technology, individuals and organisational preparedness. It will be after every three months that I will review and revise the plan as needed. Strength of evidence based recommendations, higher levels of stakeholder challenge and capacity to present when AI is not needed will show strength in this area. This field will assist in employability without creating an unequal balance of technology confidence, through humility and professional responsibility.
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