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Introduction
Helios Urban Mobility has been growing rapidly globally, leading to increasing pressure on the socialisation, engagement, retention and shifts in employee expectations of their jobs. Organisations need to adopt a human resource strategy that addresses all these issues, through strategic organisation socialisation, innovative job design and skills-based talent development. This can be achieved with the support of the existing organisational theories and they can increase the commitment, agility, continuous learning and sustainable performance of the organisation.
[bookmark: _Toc235108917]Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc235108918]Traditional Onboarding versus Strategic Organisational Socialisation
Traditional onboarding is mainly concerned with administrative tasks like filling out paperwork, presenting workplace policies and offering orientation training for the specific job (Mitschelen and Kauffeld, 2025). These are initiatives that bring employees “online” but do not often promote the emotional bonding of employees to an organisation, or long-term commitment. As such, staff could have an idea of what they are expected to do, but have a disconnect with the company's culture and goals.
Strategic organisational socialisation is not just a one-time process that occurs during the orientation (Mohatla and Bussin, 2022). It is a strategic process that can increase employee behaviours, values, organisational identity, systematically. Organisational socialisation theory by Van Maanen and Schein suggested that structured socialisation tactics will decrease uncertainty, enhance learning, and hasten the employee's adjustment (Arras-Djabi, Kuyken and Shimada, 2025). Employees are provided with more role clarity through institutionalised approaches, such as formal orientation programmes, mentoring, sequential learning activities, and regular feedback as opposed to informal approaches.
The Psychological Contract Theory also describes that an employee has an implicit contract with the organization about their support, career prospects, equity, and appreciation (Bahadır et al. 2024). If these expectations are met, staff have a higher level of trust, commitment and organisational citizenship. At the other end of the spectrum, broken psychological contracts can involve a variety of other employee responses such as disengagement and voluntary resignation, especially for skilled graduates looking for career growth.
Another key aspect of the theory of identity is the gradual development of professional identity as a result of interaction with peers, values of the organisation and shared experiences (Toubassi et al. 2023). Thus, strategic socialisation contributes to strengthening the sense of belonging to Helios and the length of time that new employees stay on the organisation, because they feel welcomed as a member of the organisation and not merely as a job holder.
[bookmark: _Toc235108919]Strategic Socialisation Framework for Helios Urban Mobility
Helios should implement a three-stage structured socialisation process to decrease the current 8-month ramp-up period and help to increase employee engagement.
Pre-boarding
It would seem that socialisation starts at the time of recruitment. New staff members must be given a personalised digital welcome pack to help them understand Helios' mission, sustainability approach, digitised mobility solutions, values and behaviours. A peer mentor is assigned to each employee before their arrival and managers have initial communication to set expectations for performance. Uncertainty will be minimized on the first day of work as access to learning resources and preliminary virtual visits of team members.
First 90 Days
The first three months are for structured learning and building relationships and cultural integration. All employees must complete technical training that is relevant to the specific job as well as innovation training, collaboration training, ethical decision making training and customer centric thinking training. Progress should be monitored and developmental feedback given at weekly meetings with manager(s) and mentor(s). Cross functional team projects can bring employees into contact with other departments and enhance communication between Helios' offices around the world. This systematic and organized process will help the learning to take place faster and confidence to build up and help in the process of adjustment.
Year One
In the first year, there should be a shift from organisational learning to long-term career development for employees for the rest of the year. There should be identification of future skills, leadership opportunities, and pathways of development in the individual development plan within the organisation. Innovation projects, sustainability projects and collaboration programs with other countries should be used to strengthen the commitment of organisations. Regular on-going career conversations and feedback will keep engagement high and the risk of talented graduates looking elsewhere minimised. This is a framework that will facilitate on-going learning and not just an onboarding event.
[bookmark: _Toc235108920]Developing Organisational Identification, Ethical Professionalism and Business Activism
Strengthening Organisational Identification
A sense of organisational identification occurs when the employee thinks that the success of the organisation is significant to them (Kazmi and Javaid, 2022). Helios should deliver a strong organisation's purpose based on sustainable urban mobility and technological innovation. Leaders must continue to communicate, champion and model the values of the organisation in every way possible through stories, recognition schemes, joint initiatives and clear communication. The cross-location team working, with employees coming from London, Berlin and Singapore, will further build a sense of 'one organisation' across the geographical distance (Rehling, 2026).
Promoting Ethical Professionalism
The ethics component of professionalism should become a part of the organisational culture as Helios propagates the concept of developing AI mobility solutions. Training on topics such as Responsibility in AI, Data Privacy, Sustainability, Diversity, and Professional Integrity should become a regular feature (Dhiman et al. 2025). Ethics must become an integral part of the following organisational processes: Performance Management, Development of Leaders, Project Governance. Managers need to become ethical leaders who lead by example through decisions that are open, accountable, and fair.
Developing a Business Activist Mindset
Ulrich's development of HR Business Partner underscores the role of HR in being a business activist who can affect the direction of the organisation in both representing the interests of the employees and stakeholders (Ulrich, 2024). Helios can stimulate staff to propose ideas which enhance innovation, environmental responsibility, staff good health and customer value. However, employees can actively contribute to organisational change by means of innovation forums, employee suggestion schemes, hackathons, cross-functional employee improvement teams, etc.
It is consistent with stakeholder capitalism that suggests that sustainable value for organisations is generated by balancing the needs of all stakeholders – employees, customers, communities, investors and the environment – over the short-term. Imbibing this mindset into Helios' culture fosters a sense of workers that their performance is making a difference to society and helps improve employee commitment.
[bookmark: _Toc235108921]Task B: Innovative Job Design Strategy for Helios Urban Mobility
[bookmark: _Toc235108922]Innovative Job Design Strategy
Helios needs a skills-based structure that concentrates on the skill sets of its employees and not the job descriptions that it provides for them. Employees will be able to acquire the experience and expertise in technical, analytical, leadership, and innovation skills and use these skills for another project in accordance with the priorities and aims of the organization (Pedraza-Rodríguez et al. 2023).
Another step that the organization can take is establishing an internal talent marketplace where employees can apply for short-term projects, innovation projects, mentoring projects, and cross-functional projects. Rather than be stuck in one department, employees could share their skills in areas like AI development, smart infrastructure analytics, sustainability efforts or even within the various offices of the organisation in London, Berlin or Singapore in international projects (Weber-Lewerenz and Traverso, 2023). This agility and flexibility will benefit workforce agility, knowledge sharing and career development.
[bookmark: _Toc235108923]Applying the Job Characteristics Model
The Job Characteristics Model (JCM) by Hackman and Oldham suggests that the five intrinsic job characteristics increase work performance and intrinsic motivation of employees (Bukth and Fatima, 2024). Helios can transform roles by incorporating these in the day-to-day work.
Skill Variety
Staff should engage in a variety of tasks that require technical problem solving, customer engagement, innovation initiatives and multi-disciplinary team working. A variety of responsibilities limit boredom and help workers accumulate all-around skills that aid in career advancement.
Task Identity
Employees need to be assigned to projects that have an objective rather than to particular activities. As, AI-based transportation solutions engineers need to be involved throughout the development cycle to understand how their effort impacts organizational performance.
Task Significance
It is important for management to communicate regularly the role played by the activities of the employees in the field of sustainable urban mobility, environmental protection and public transport improvement. An increased awareness of the broader social implications of their work will increase employees sense of purpose and commitment to the organization.
Autonomy
Project execution, project work scheduling, and problem solving approaches should be delegated to employees to make greater decisions on. Giving autonomy helps to show trust in the organisation and to promote creativity, accountability and independent thinking.
Feedback
Rather than annual performance appraisals, there should be ongoing internal feedback and development. Constructive feedback should be offered in a timely fashion, in the form of regular coaching sessions, where managers, project leaders, mentors, and peers can help employees to improve their performance and learn about other areas for development.
[bookmark: _Toc235108924]Integrating Job Crafting Theory
According to Job Crafting Theory, workers engage in self-created job redesign in order to enhance engagement and personal fulfilment (Holman et al. 2024). Helios should not only consider employees as the recipients of job designs but also give them the chance to define their jobs as per their strengths, interests and career aspirations.
Task crafting can be facilitated by offering employees the opportunity to engage in innovation projects, sustainability projects, or international collaboration, outside their core job scope (Sutarmin et al. 2023). Strategic activities that can be performed to enhance relational crafting include cross-functional team work, mentoring programs and knowledge exchange sessions which will help build professional relationships across different units of an organization. Cognitive crafting on the other hand, should ensure that people view their job in light of their role in attaining safe and sustainable urban mobility.
Helios can help enhance employee engagement, commitment to the organisation and wellbeing, while lowering employee voluntary turnover by enabling employee personalisation of their experiences.
[bookmark: _Toc235108925]Skills-Based Architecture and Internal Talent Marketplace
A skills-based architecture turns the attention of the organisation from job roles to skills. Rather than hiring or promoting based on a set of defined roles, Helios should look for the critical skills needed, including artificial intelligence, data analytics, digital ethics, project management, sustainability and stakeholder collaboration (Sahu, Datta and Bhattacharya, 2026).
These skill profiles would be utilized in an internal talent marketplace to connect employees with temporary projects, innovation challenges, leadership projects, and international assignments. Staff will develop wider skills and be able to identify their own potential within the company for future roles which will help to meet business requirements, without having to recruit extensively.
Helios can uniquely use this approach because of the fast-changing technological landscape in which the organisation works, and where new skills are continually created. Internal mobility also helps to offer high-potential graduates clear career pathways and eliminate frustration, thereby improving retention.
[bookmark: _Toc235108926]Stimulating Intrinsic Motivation and Supporting Innovation
The proposed job design strategy directly contributes to employees' needs of competence, autonomy, purpose, and continuous learning, which boosts their intrinsic motivation. High levels of skill variety and autonomy promote creativity, meaningful work promotes organisational commitment. Ongoing feedback allows staff to reflect and further develop their skills and practice (Aldabbas et al. 2025).
Another benefit for innovation is that employees frequently work across functions and share their various views and with other employees, and contribute to projects outside their usual scope of work. Internal mobility fosters greater learning within different departments as well as among international offices, thus contributing to organisational learning and innovation. Individuals who believe that they are progressing in their career and whose contributions are recognized by the organization are motivated and more committed to achieving organizational success.
[bookmark: _Toc235108927]Task C: Reflective Report
[bookmark: _Toc235108928]AI as a Decision-Support Tool in HR
The advent of Artificial Intelligence (AI) has revolutionized Human Resource Management (HRM), enhancing its efficiency and accuracy in recruiting, planning and managing the workforce, performance management, and employee engagement. As an aspiring HR professional, I understand that AI is a tool to assist in making decisions, not to replace them entirely. AI can process a vast amount of employees' information, detect patterns within the workforce, forecast risks of employee attrition, and aid in making decisions based on data. These attributes may assist HR with making strategic decisions timely and effectively.
However, when AI is used solely, it might yield impartial results, and the decisions will be made without any context and ethics. Algorithms are developed based on historical data that might contribute to reproducing biases within an organisation. Therefore, the interpretative skills of humankind are crucial when evaluating AI recommendations. However, HR professionals must consider the implications of the AI output and balanced with organisational values, employee wellbeing, legal requirements and ethics before making their decision. HR professionals can make sure that AI doesn't take the place of ethical judgment, experience, or empathy by integrating analytical data with these personal qualities.
[bookmark: _Toc235108929]Personal Capability Development Plan
In order to build upon my employability in the future, I plan to acquire four key skills that are becoming important in the evolving role of HR professionals. I will enhance my data literacy skills through improving my HR analytics, workforce metrics and data visualization skills to ensure evidence-informed decision making. Second, I will also increase my knowledge of AI-enhanced HR, such as AI-enabled recruitment, talent management, and predictive analytics, and also be abreast of ethical and legal issues surrounding their utilization.
Third, I will develop my strategic influencing skills including communication, negotiation, stakeholder management and leadership. These skills will help me to be a human capital influence and effectively participate in strategic human capital projects within the organisation. And lastly, I will increase my global mobility awareness by widening my understanding of international human resource management and cross-cultural management. The skills are useful when dealing with culturally diverse groups of people, as well as implementing international talent management strategies, which may prove useful in organisations such as Helios Urban Mobility.
[bookmark: _Toc235108930]Conclusion
Through the use of a skill-based talent architecture, strategic socialisation of employees, and improved job design, Helios Urban Mobility is able to improve the engagement of its employees, increase their retention and ultimately improve its organizational performance. Through continuous development, ethics, and responsible AI usage, this approach will result in the creation of a resilient, innovative, and committed workforce.
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