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[bookmark: _Toc235198171]1.0 Task A: Socialisation, Identity & Business Activism
[bookmark: _Toc235198172]1.1 Transforming New Entrants into Helios Citizens 
[bookmark: _Toc235198173]1.1.1 Helios Citizen Socialisation System
Helios needs to create a Helios Citizen Socialisation System that will turn new arrivals into committed organisational citizens over 12 months. The 54% engagement level, eight-month ramp-up time and high attrition among high potentials are the critical issues addressed.
[bookmark: _Toc235198174]1.1.2 Strategic Socialisation vs. Traditional Onboarding
Conventional onboarding involves contracts, access to IT, policies, compliance regulations, job roles and reporting relationships (Mitschelen and Kauffeld, 2025). This facilitates uniformity throughout London, Berlin and Singapore, however, it is administrative and interim, thus does not create citizenship well (Paulus, 2023). Strategic socialisation should thus create role clarity, belonging and commitment.
[bookmark: _Toc235198175]1.1.3 Van Maanen and Schein Socialisation Tactics: Components of the System
Collective Socialisation: Young recruits ought to be integrated together in groups in order to generate the sense of belonging.
Formal Education: Helios will have to offer education on AI mobility, smart infrastructure, city-government customers and data ethics (Junça Silva et al., 2025).
Sequential Socialisation: This should be through pre-boarding, one week, 30 days, 90 days and six months and 12 months.
Fixed Socialisation: There must be milestones that minimize the existing eight months ramp-up time (Van Maanen and Schein, 1977).
Serial Socialisation: All entrants must have a buddy, technical mentor and line-manager sponsor.
Investiture socialisation: Helios must be open to the ideas of newcomers and not make them conform.
[bookmark: _heading=h.8rhp9cqvu5kf]However, the fixed and collective strategies can limit individuality, and serial socialisation is dependent on the availability of mentors. Helios ought to incorporate standard milestones in conjunction to role-dependent flexibility, mentor training and periodic feedback.
[bookmark: _Toc235198176]1.1.4 Psychological Contract Theory
This layer corresponds to expectations that are not written. Graduates may look forward to career advancement and inclusion, innovative work, and mentoring (Hayes and Keyser, 2022). According to Rousseau (1995), psychological contracts are a result of beliefs concerning mutual promises.
Helios pledging a future-focused culture without support will lead to a breach of the psychological contract, which will further disengage and exit (Mitschelen and Kauffeld, 2025). 
[bookmark: _Toc235198177]1.1.5 Identity Construction
Employees are Helios citizens as a result of identity construction. The role identity is an indicator of the influence of smart-city work; the cross-functional team builds team identity; the organisational identity connects the employees to the sustainable mobility mission of Helios (Courtois et al., 2024). Ashforth and Mael (1989) maintain that identification occurs when organisational membership is included in the employee self-concept. Nevertheless, identification must not deter ethical challenge.
[bookmark: _Toc235198178]1.2 Framework of Socialisation of Helios
[bookmark: _Toc235198179]1.2.1 Pre-boarding: Before Joining
Helios ought to start socialising prior to the first day. Welcome pack, digital materials, role roadmap, organisation chart, city-project overview, values statement and named buddy should be provided to the intern (Vassiliou, 2022). The managers are expected to clarify the contribution of the position to the development of AI-powered electric mobility and smart-city infrastructure. This decreases the uncertainty and initiates identity formation at an early stage (Bhakta and Medina, 2020).
[bookmark: _Toc235198180]1.2.2 First 90 Days: Guided Integration
The initial 30 days would entail compliance, systems, AI ethics and introductions to the London, Berlin and Singapore groups (Ashley et al., 2026). In the 31-60 days, the entrants are expected to be part of an inter-functional project where they are expected to observe senior employees. The 61-90 days feature a minor client-related project and then the managers, mentors and peer’s feedback (Kosinski, 2023).
[bookmark: _Toc235198181]1.2.3 Year One: Citizenship and Retention
Between the fourth and 12th months, Helios ought to do quarterly development reviews, career discussions, innovation workshops and mentoring by senior specialists. HR ought to transfer qualified candidates into talent pools and succession planning in order to retain talents, enhance workforce flexibility and lessen external recruitments.
[bookmark: _Toc235198182]1.2.4 Justification
This model deals with low belonging, turnover and low skill acquisition. This should be enhanced by engaging in more meaningful work, mentoring, feedback and social support. Attrition would be minimized by having more direct career ladders and meeting development requirements, and ramp-up time would be reduced by milestones and early exposure to projects. These results are, however, reliant on regular line-manager involvement.
[bookmark: _Toc235198183]1.3 Mechanisms to Cultivate
[bookmark: _Toc235198184]1.3.1 Organisational Identification
An identification with the organisation should be formed by a mission-to-role mechanism. Everyone should be taken to a Helios Impact Lab describing how AI mobility can help make the cities safer, cleaner and smarter (Divya S and Christopher, 2024). The employees are expected to develop a 90-day personal impact statement associating the role with clients, sustainability and innovation.
[bookmark: _Toc235198185]1.3.2 Ethical Professionalism
An Ethical AI and Public Trust Charter should build ethical professionalism. Employees ought to be trained on privacy of data, bias in algorithms, accountability and responsible advice to the public (Arif et al., 2026).
[bookmark: _Toc235198186]1.3.3 Business Activist Mindset
The stakeholder-based innovation projects involving city governments, users, communities, investors and employees should be used to form the business activist mentality. However, the interests can be conflicting: governments can be more interested in speed and cost, whereas communities can be interested in privacy and consultation. Employees can also have differing views with the public positions of Helios. Activism must be linked to responsible AI, mobility and sustainability with consultation, confidential channels of disagreement and risk assessment. Otherwise, Helios can experience a blow to its reputation or be accused of performative activism.
[bookmark: _Toc235198187]1.3.4 Ulrich HR Business Partner Mechanism
Strategic partner: HR must tie socialisation to faster on-the-job, involvement and retention of graduate employees.
Change Agent: The transition to a 12-month system in London, Berlin and Singapore should be led by HR (Wach, Wehner and Kabst, 2021).
Employee Champion: HR must guard the voice of the employees by using surveys, buddy feedback, mentoring and career discussions.
Administrative Expert: HR must make sure that it is consistent with templates, checklists, online onboarding, and 30/60/90-day reviews.
Human capital Developer: HR must develop capability by means of coaching and technical learning, leadership pipelines and talent pools.
Functional Expert: HR ought to offer expert knowledge on recruitment, learning, engagement, performance and retention. Nevertheless, it has to be the responsibility of HR, line managers, mentors and senior leaders (Ulrich, 1997).
[bookmark: _Toc235198188]1.4 KPIs and Implementation Challenges 
	KPI
	Challenges
	Helios Response

	Increase engagement from 54% to 70%.
	Weak belonging and inconsistent manager support.
	Use mentoring, meaningful projects and pulse surveys.

	Reduce ramp-up from eight to six months.
	Different learning speeds across roles.
	Apply staged training with flexible milestones.

	Reduce high-potential attrition by 20%.
	Limited career visibility and external opportunities.
	Provide career pathways, talent pools and succession planning.

	Achieve 90% mentoring participation.
	Mentor workload and availability.
	Allocate protected mentoring time.

	Implement consistently across locations.
	Cultural and operational differences.
	[bookmark: _heading=h.7umw0yta7ryp]Pilot the system and allow local adaptation.




[bookmark: _Toc235198189]2.0 TASK B: Job Design
[bookmark: _Toc235198190]2.1 Innovative Job Design Strategy for Helios Urban Mobility 
[bookmark: _Toc235198191]2.1.1 Strategic Proposal: Adaptive Skills-Squad Job Design
Human-centred cognitive skills are the most anticipated growth by 2025 in companies. The skills-squad job design strategy and skills-based architecture should be used to support Helios Urban Mobility (Tomislav Hernaus et al., 2024). It implies that employees would retain a distinct role set of responsibilities though the work would be structured around cross-functional mobility initiatives, including AI traffic analytics, electric mobility platforms and city infrastructure dashboards. However, it is noted that the design risks role ambiguity, overload in coordinations and duplicated accountability under the reporting lines (Yin et al., 2023; Ton et al., 2022).  It is also stated that misaligned objectives as well as knowledge hiding can impact the innovation and also the decisions speed, which need decision rights. 
[bookmark: _Toc235198192]2.1.2 Job Characteristics Model
Core Job Characteristics
The redesign should be directed by the Job Characteristics Model since it provides the understanding of how job characteristics affect motivation, satisfaction and performance (Cotič et al., 2025). It has five core features that include skill variety, task identity, task significance, autonomy and feedback. To make work more interesting, 
Helios needs to have a variety of skills by deploying employees in project teams with AI engineers, data analysts, product staff, and client-facing employees. 
[image: ]

Figure 1: Job Characteristics Model
Source: Lecture Materials
Task identity can be enhanced by assigning squads ownership of a wholesome project deliverable, as opposed to nominal tasks. As an example, a single team can create, test and perfect a complete smart-traffic dashboard on a city customer. The role of the task should be clarified by associating every role to cleaner transport, safer cities and better people mobility (Zhao et al., 2024). The level of autonomy must be enhanced by letting squads make decisions on the methods of sprints and technical solutions, but adhering to data ethics, AI safety, and client needs. Feedback must be provided by monthly check in, client feedback, peer review and performance dashboards.
Psychological States
The redesigned job features must result in three psychological conditions that are experienced meaningfulness, experienced responsibility and knowledge of results (Salaudin et al., 2022). In the case of Helios, it would allow employees to know why their work is important.
Work Outcomes
The anticipated results are increased motivation, improved job satisfaction and performance. This directly resolves the issue of low engagement of 54% in Helios since the employees would feel more purposeful, accountable and valued.
[bookmark: _Toc235198193]2.1.3 Job Crafting Theory
Task Crafting
Job crafting must enable employees to create aspects of their job without losing focus of the business (Nameera Munnisunker and Nelesh Dhanpat, 2025). In Helios, workers were able to spend the majority of their time on main tasks, however a lesser amount on innovation sprints or process improvement or learning projects. 
Relational Crafting
Mentoring, peer learning and cross-location working across London, Berlin and Singapore should also be encouraged to enable the employees to broaden their working relationships (Nameera Munnisunker and Nelesh Dhanpat, 2025). This would alleviate isolation and help to socialise into high-performing project teams faster.
Cognitive Crafting
Cognitive crafting is supposed to assist the employees to view their role beyond technical delivery. Engravers, analysts, and graduates must realize that their efforts make smart, ethical and sustainable urban mobility. 
[bookmark: _Toc235198194]2.1.4 Skills-Based Architecture
Analyse Current Workforce
Helios should develop a proper skills mapping of all the 450  workers that engages AI, analytics of data, project delivery as well as client communication (DeMark and Kozyrev, 2021). HR planning involves knowledge of existing skills and aptitude. However, it is noted that self-reported assessments might exaggerate competence and get outdated. 



Forecast Future Needs
Helios is to predict the competencies required in the upcoming city-government projects, particularly AI, intelligent infrastructure, cyber security and innovation potential. Yet, there are uncertain technologies as well as contract the pipelines could lead to inaccurate predictions. 
Identify Gaps
To determine the shortages, graduate development requirements and essential technical positions in the projects, managers and HR must compare the existing skills with the project requirements (DeMark and Kozyrev, 2021). However, there can be skill gaps which are complicated and cannot be evaluated following one method Rikala et al., 2024) . 
Develop Strategies
Then Helios must develop capacity by training, mentoring, redeployment and targeted development. This is compatible with the build strategy since internal development has an opportunity to enhance retention, engagement, firm-specific capability and psychological contract (Ebert et al., 2021). In general, this design would make work more inspirational, decrease the turnover and foster a more robust innovation culture. In comparison, Helios must be combining the validated assessments and privacy controls. 
Integrated Job Design Strategy 
The Job Characteristics Model, the Job Crafting and the Skills-Based Architecture should be considered as one whole approach by Helios (Cotič et al., 2025). Skills mapping would be used to determine the capabilities of employees and the requirements of the project and the Job Characteristics Model would be used to redesign positions offering autonomy, task significance, feedback, and skill variety. Job crafting would then enable the employees to reconfigure tasks, relationships and working processes based on their strengths (DeMark and Kozyrev, 2021). The combination of these strategies would help to match organisational skills requirements with purposeful and flexible roles that enhance engagement, innovation and retention.
[bookmark: _Toc235198195]2.2 Motivation and Innovation Impact 
[bookmark: _heading=h.x6m5t75tkyzz][bookmark: _Toc235198196]2.2.1 Stimulating Intrinsic Motivation
Meaningful Work and Responsibility
Adaptive skills teams design can help in the triggering of intrinsic motivation as the workers would be able to feel that they were performing a better work, executing and socially beneficial (Soleas, 2021). As per the Job Characteristics Model, this defines that the skill variety, identification of task and task significance can help in driving motivation with satisfaction. Experienced meaningfulness, experienced responsibility and knowledge of results are also created by these features. 
Autonomy, Growth and Retention
The design would also encourage workers since they would have a greater control over their working methods. Job crafting enables employees to modify tasks, relations and sense of work in accepted business objectives (Salaudin et al., 2022). To illustrate, a graduate analyst may be a part of an innovation sprint, a mentoring circle and acquire new skills in AI analytics. 
[bookmark: _Toc235198197]2.2.2 Supporting Innovation
Cross-Functional Knowledge Flow
The design enables innovation by shifting Helios to cross-functional teams and out of functional silos. Divided into technologic work, cross-functional product teams, network, end-to-end ownership, and fast feedback assistance enhance speed, integration and flexibility (Micheal, 2022). This is significant to Helios since AI-based mobility issues will demand engineers, data analysts, client teams, and ethical decision-makers to unify to address issues. 
Learning Culture and Experimentation
The culture of people being able to test their ideas, learn mistakes and speak up is also a part of the innovation. In his proposed design, innovation sprints, peer review and reflective project review would be adopted to normalize experimentation (Gutterman, 2025). 


[bookmark: _Toc235198198]3.0 TASK C: Reflective report
[bookmark: _Toc235198199]Introduction 
This section is going to focus on the reflective area, where the main criteria is about reflecting on using AI for decision-making without impacting human judgement and then forming the development plan.
[bookmark: _Toc235198200]3.1 Reflection on using AI for decision-making without impacting human judgement applying Kolb Learning Cycle 
Concrete Experience
When working on Task C, I applied AI to analyze the engagement issues of Helios, find patterns and contrast job-design alternatives. It developed concepts fast, yet some of the suggestions were general and not well applicable to the context of Helios. This made me realize that AI was more effective as an aid tool and not a decision-maker (Mclod, 2025).
Reflective Observation
I first believed in a number of outputs since they seemed to be certain and organised properly. Nevertheless, comparing them with the employee wellbeing, fairness and organisational realities revealed the weaknesses and unsubstantiated assumptions. I was more careful and mindful of my responsibility in using AI.
Abstract Conceptualization
I was taught that the AI outputs were enhanced when they were related to HR theories, employee voice, stakeholder needs and professional judgement. I also realised that being able to write fluently did not imply proper or moral analysis.
Active Experimentation
I checked evidence to revise the suggested skills-based development and engagement intervention by refining the recommendations and taking into account employee input. This exercise enhanced my critical thinking as well as educated me to apply AI selectively, openly and ethically without leaving the overall responsibility.
[bookmark: _Toc235198201]3.2 Personal Capability Development Plan 
	Capability
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Data literacy
	Improve interpretation of engagement and workforce data.
	Analyse three datasets, and prepare a dashboard.
	Full training in Excel, Power BI and HR Analytics.

	Provides evidence-based HR decisions.
	Within 6 months.

	AI in HR
	Learn ethical use of AI in HR.
	Evaluate three applications and design a process.
	Study bias, privacy and over-reliance.

	Enhances responsible HR performance.
	Within 9 months.

	Strategic influencing
	Develop persuasion and business-case skills.
	Provide one evidence-based HR proposal.
	Practise stakeholder mapping and seek feedback
	Enhances strategic contribution of HR.
	Within 12 months.

	Global mobility
	Develop international HR awareness.
	Examine 3 cases and list 5 risks.

	Learning cultural management and expatriate support.
	Supports employees worldwide.

	Within 12 months.

	Ethical professionalism
	Develop courage to confront bad practice
	Register one reflection per month.

	Focusing more on professional standards and case analysis.

	Promotes fairness.

	Review quarterly.



[bookmark: _heading=h.oyk278v0w8ut][bookmark: _GoBack]
[bookmark: _Toc235198202]Conclusion
It can be concluded that this section analysed self-reflection which showed how AI can be applied without eroding human decision making and for that Kolb’s model is used. Apart from that self-development goals are also developed which can help to deliver better AI usage while making decisions. 
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