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[bookmark: _Toc234836835]Task A: Socialisation, Identity and Business Activism
[bookmark: _Toc234836836]1.1 Critique of Traditional Onboarding versus Strategic Socialisation
· Traditional onboarding
The issues at Helios Urban Mobility (HUM) include reduced employee engagement and high attrition rates. This indicates poor efficiency of the traditional onboarding process, which implies ambiguity in employee job roles and ineffective training. Information overload or a ‘one-size-fits-all’ approach by management has resulted in a 24% drop in employee engagement in the traditional onboarding process (Lazar, 2025). 
· Strategic organisational socialisation
Weak organisational socialisation has been identified as an issue for HUM, affecting its hiring efficiency. For instance, the average ramp-up duration has reached 8 months, while the target is to complete it within 6 weeks. Due to structural inefficiencies, 40% ineffectiveness in human capital management has been observed at the startup. An application of psychological contract theory shows that management is required to plan training sessions to build trust and competence among employees (Sherman et al., 2025). 
[image: ]
Figure 1: Components of psychological contract theory
(Sachdeva, 2025) 
· Critical discussion for HUM
	Dimension
	Duration and objective
7-8 months;
Increasing employee awareness and compliance
Continuous process (1 year);
Focuses on capability development
Creating familiarity with organisational activities and compliance violation risks.

	Traditional onboarding
	

	Strategic socialisation
	

	Critical evaluation for HUM
	



	Dimension
	Training approach and policies
Focuses on compliance management and innovation-orientedness
Focuses on experiential learning and development of peer networks
Focus on innovation orientation improves the efficiency of capacity building.

	Traditional onboarding
	

	Strategic socialisation
	

	Critical evaluation for HUM
	



	Dimension
	Employee relationship
Limited scope of employee engagement due to consideration of role-dependent training
Partial scope of developing effective psychological contracts to influence stakeholder relationships
Strategic socialisation has improved the process of knowledge transfer among new joinees at HUM.

	Traditional onboarding
	

	Strategic socialisation
	

	Critical evaluation for HUM
	



	Dimension
	Organisational outcome
Operational standardisation 
Identifying channels to include peer-driven knowledge
Meeting evolving industry requirements.

	Traditional onboarding
	

	Strategic socialisation
	

	Critical evaluation for HUM
	



Table 1, 2, 3, 4: Comparative evaluation of traditional onboarding and strategic socialisation
(Source: Self-developed)
[bookmark: _Toc234836837]1.2 Strategic Socialisation Framework for HUM
Pre-boarding
A strategic socialisation framework has been included as a part of human resource planning (HRP) for HUM. In the first phase of strategic socialisation (pre-boarding), the new joinees are exposed to the digital onboarding process, including assigning dedicated mentors and distributing the culture handbook (Pinco et al., 2025). The objective of the process is to improve the outcomes of psychological attachment while dealing with uncertainty and changes in business requirements.
Initial 90 days
In the initial phase of training, cross-functional projects have been designed to ensure collaboration among multiple employee groups. 16% higher learning efficiency due to hands-on training has been noticed (Haque et al., 2025). Development of structured learning pathways has been identified as a long-term investment in human capital development. In this period, exposure to innovation workshops and assigning work partners improves the efficiency of competence acquisition. 
First 365 days
To enhance the efficiency of leadership orientation, rotational assignments are allocated to improve employee engagement. Insights from internal projects are utilised to effectively integrate AI systems to enhance the effectiveness of mobility solutions (Gheorghe and Soica, 2025). However, the training process fails to include real-time inclusion of AI systems in career-based decision-making programmes. 
Theoretical framework
An application of social cognitive theory (SCT) in the onboarding and training process at HUM addressed three dimensions, such as observational learning (modelling), self-efficacy and reciprocal determinism (Sharma et al., 2025). For example, assigning buddies or mentors helped in developing desired behaviours and workflows as per company culture. Focusing on achievable tasks and positive feedback attempted to enhance employee engagement. Finally, reciprocal determinism has been followed to create a supportive environment that facilitates confidence building and active participation. 
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Figure 2: Key aspects of social cognitive theory
(Source: Sharma et al., 2025)
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Figure 3: Sequential steps of socialisation framework 
(Source: Self-developed)
The diagram of the socialisation framework used at HUM helps in explaining the division of activities during the onboarding and employee training process. The strategic process of talent management and its overall impact on employee engagement, learning rates and attrition rate have been presented (Khatoon et al., 2025). 


	Assessment method
	Application at HUM
	Strategic purpose

	Role discussion
	Project-based team development
	Familiarisation with leadership and non-leadership roles

	Peer assessment
	Community feedback
	Cultural alignment

	Self-assessment
	Individual feedback
	Developing leadership capabilities

	360-degree assessment
	Collective personal insights
	High-potential talent management

	Managerial reviews
	Mentor feedback
	Succession readiness


Table 5: Assessment potential through assessment matrix
(Source: Self-developed)
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Figure 4: Integrated approach of assessment potential for HUM
(Source: Week 3, Slide 18)
Criteria and the Application at HUM
· Competence- Development of digital competencies among new joinees
· Performance- Applying AI-based innovative frameworks to solve business problems
· Attitude- Familiarisation with company culture and cultural alignment
· Collaboration- Higher stakeholder engagement in cross-functional projects
· Learning agility- Increasing awareness of employees about multiple learning pathways to develop leadership potential (Source: Week 5)




[bookmark: _Toc234836838]1.3 Organisational Identification and Ethical Professionalism
· To maximise the efficiency of recruitment, the ERPG framework of international staffing policies has been considered at HUM. For instance, regiocentric and geocentric frameworks have been applied to improve the efficiency of attracting and retaining global talent (Week 2, Slide 12).
· An application of the framework of goal setting has been considered to maximise the efficiency of internal recruitment and external recruitment (Rahman, 2025). 
· Ethical professionalism has been developed at HUM so that effective flexible working and early retirement schemes are included in the HR planning process (Week 5, Slide 12). 
· Performance targets have been designed to safeguard stakeholders’ interests to enhance 20%-25% employee engagement, as frequent mentor-guided training helps in creating a sense of community (McDonnell et al., 2025). 
· Ethical professionalism has been highlighted with the help of the TARES (‘Truthfulness, Authenticity, Respect, Equity and Social Responsibility') framework at HUM to maximise leadership outcomes in R&D or consumer-facing roles (Baker and Martinson, 2025) . 
[bookmark: _Toc234836839]1.4 Developing Business Activists
An application of Ulrich’s HR Champion model (1997) shows that the HR team can act as a strategic partner, employee champion, change agent and admin expert (Week 1, Slide 23). In the case of HUM, organisational citizenship behaviour (OCB) has been standardised (Algethami and Campbell, 2026). It allowed a scope of moving beyond the traditional onboarding process and creating additional areas of professional development for employees. The HR champion model also allows positioning the organisation as a ‘business activist’ as HR teams help employees to develop deep business acumen, willingness to challenge, data-driven influence and outside-in perspective to improve employee performance.
[image: ]
Figure 5: Business activist architecture
(Source: Self-developed)

[bookmark: _Toc234836840]Task B: Strategic Job Design for Innovation 
[bookmark: _Toc234836841]2.1 Contemporary Job Design Challenges at HUM 
According to Blanchard’s Performance model, a strong sense of purpose, common values, a sense of empowerment, and interpersonal relationships determine employees’ optimal productivity (Week 2 HRM Lecture, slide 9). Consequently, inefficient and information-heavy training programs lead to low employee engagement and high attrition rates. HUM reported low engagement among 54% of employees and high attrition. HUM’s recruits are taking 8 months to become productive, which can be linked to Tuckman’s “forming stage”, implying a long transition and hibernation period between orientation and the productivity stage (Week 2 HRM Lecture, slide 10). 
[image: ]
Figure 6: Using Blanchard’s model of performance to display HUM’s challenges
(Source: Inspired by Week 2 HRM Lecture, slide 9)
Only 12% of employees have strongly agreed that their organisations offer effective onboarding programs, whereas effective onboarding programs can increase employee productivity by 25% and employee engagement rate by 20% (Gallup, 2026; Market.biz, 2026). As per Blanchard’s performance management model, HUM’s job design should involve adapting leadership style to employees’ competence and motivation. 
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Figure 7: Ineffective onboarding programs
(Source: Gallup, 2026)
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Figure 8: Importance of an effective onboarding program in employee engagement and productivity
(Source: Market.biz, 2026)
[bookmark: _Toc234836842]2.2 Critique of Traditional versus Contemporary Job Design
Traditional job design intends to increase operational efficiency through cost-effective training programs, repetitive instructions on individual accountability, and fixed job roles. However, the fast-paced AI-based electric mobility sector demands instant responsiveness to dynamic workplace challenges, which may not be resolved with a rigid hierarchical infrastructure, routine, and orthodox task allocation framework of traditional job design. The inefficacy of job design reflects in the increasing attrition rate, which in 2026 stands at 173,000 compared to 202,000 in 2025, and the average employee turnover cost has increased by $10,000 in 2026 (Statista, 2026; Forbes, 2026).  For HUM, a contemporary job design will be more suitable as it supports allocating tasks on the basis of skill set and personal motivation, aligning with Job Crafting theory (Dhanpat, 2025). As a multinational corporation, HUM should leverage contemporary job design to focus on succession planning, giving the employees a scope to develop a boundary-less mindset across borders, and help them through different stages of adjustment, i.e. honeymoon, crises, adjustment, reorientation, and adaptation (Expatriation and International Recruitment, slide 18). 
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Figure 9: Job resignation trends in the UK
(Source: Statista, 2026)
[bookmark: _Toc234836843]2.3 Job architecture model for HUM 
To overcome the productivity slump and high turnover rate, the following job design architecture can be suggested to HUM.
Layer 1: Developing a skill-based job architecture
· Introducing capability-driven and competency-based job roles, replacing traditional static job roles.
· Identifying core competencies, such as adaptability, communication, problem-solving, behavioural competencies, and technical skills, to assign tasks and ensure successful outcomes. 
· Developing onboarding ad raining initiatives capable to bridge competency gap. 
Anticipated outcome: Increased agility, improved retention rate, and accelerated productivity gain. 
Layer 2: Making commitments to align individual and organisational goals
· Inspired by “Blanchard’s Performance Management model”, an “Individual Learning Plan” can be developed leveraging GenAI tools against individualistic career goals for each employee.
· Offering personalised mentoring and coaching to extend career development and succession planning scope. 
· Leveraging the multinational setting of HUM across London, Berlin, and Singapore, the employees can be sent to cross-border teams to increase competency and adaptability. 
Anticipated outcome: Clearly articulated career development pathways are expected to increase employee engagement and reduce the attrition rate.
Layer 3: Introducing job rotation to increase job motivation
· Rooted in the philosophy of the Job Characteristics model, the job allocation framework should be redesigned with structured job rotations, assigning complete projects instead of partial accountability, and ensuring autonomy.
· Increasing employee motivation by aligning their project outcomes with the sustainability agenda.
· Establishing clear feedback channels to implement real-time project monitoring to evaluate one's own performance. 
Anticipated outcome: Generating intrinsic motivation to perform well, while increasing engagement and productivity. 
Layer 4: Enabling independent job crafting
· Being inspired by the philosophy of “Job Crafting theory”, implementing an AI-based Internal Talent Marketplace platform that assigns employees tasks that matches their personal career aspirations.
· Employees are empowered to engage in task crafting, cognitive crafting and relational crafting to design how they will execute their tasks.
Anticipated outcome: Increasing the scope of cross-departmental innovation, reducing employee turnover, and increasing collaboration scope through autonomy. 
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Figure 10: Skill-based proposed job architecture
(Source: Self-developed)
Consequently, the management team of HUM should establish KPIs to track employee engagement, retention rate, and effectiveness of onboarding programs, overall organisational innovative capability, and project output quality. 
[bookmark: _Toc234836844]2.4 Theoretical justification for selecting the model
· Job characteristics model
Skill variety
The skill-based tasks are designed for employees so technical competence can be developed while standardising job performance and the process of technical skill building. 
Task identity
As employees develop familiarity and competence, employees initiate to relate to the task and create favourable identities to improve task performance (Lamovsec et al., 2025). 
Task significance
The outcome of the task and its overall impact on project status highlight the impact of perceived task significance, which boosts employee motivation. 
Autonomy
Higher efficiency of decision-making for employees has been achieved as job characteristics have been matched with the current skill sets of employees to improve employee engagement. 
Feedback
Use of positive and negative feedback helps in developing a skill portfolio that helps in guiding employees in areas of upskilling and reskilling (Cotič et al., 2025). 
[image: ]
Figure 11: Key components of job characteristics model
(Source: Self-developed)
· Job crafting strategy
Task crafting
In terms of designing the job, the process of decision-making has been refined to incorporate proactive decisions and ensure flexibility in ownership and motivation (Demerouti, 2025). 
Cognitive crafting
Employee-centric job design has been prioritised to improve the sense of meaning and fulfilment among employees. 
Relational crafting
Cross-functional collaboration and teamwork have been prioritised to improve employee engagement at HUM. 

Figure 12: Key components of job crafting strategy
(Source: Self-developed)
[bookmark: _Toc234836845]2.5 Intrinsic motivation and innovation
An application of control theory has been noticed in integrating the aspects of intrinsic motivation so that empowering job roles can be created (Week 1, Slide 10). Innovative strategies have been applied so that leadership competencies can be developed among new employees. Integrating Ulrich and Brockbank’s updated model, innovative tools have been considered to make structural changes in functional, shared services, embedded and hybrid services (Week 1, Slide 25).
[bookmark: _Toc234836846]Task C: Reflective Report
[bookmark: _Toc234836847]3.1 AI as a Decision Support Tool in HR
AI-based tools have been utilised as a decision support tool for HUM so that evidence-based assessment of talent planning can be ensured. It has been noticed that adoption of AI enhances the efficiency of HR monitoring by 31%, which further improves decision quality (Iancu and Oprea, 2025). AI augmentation creates the necessary foundation for updated compliance management and integration of ethical standards. 
The CIPD professional map template has been considered so that evidence-based practice can be incorporated to enhance the efficiency of situational decision-making. Based on current HR trends, 34% higher employee participation has resulted in higher employee engagement (Kusumah et al., 2025). Consideration of the professional development process addresses the issue of lack of transparency among employees. Ethical evaluation of the principles adopted as intervention also helps in adequate personalisation of learning interventions. 
	AI capability
	HR application
	Ethical aspect

	Predictive analytics
	Effectively planning the recruitment process
	Alignment with organisational culture

	AI-based CV sorting
	Effective recruitment
	Elimination of algorithmic bias

	Sentiment analysis 
	Higher employee engagement
	Reducing bias in management decisions

	Suggestions on individualised learning
	Personalised development
	Developing aspirational job roles

	Scenario modelling
	Strategic HRM planning
	Higher efficiency in ethical decision-making


Table 6: AI as a decision-support tool for HR as per ethical dimensions
(Source: Self-developed)
In reflection, it can be said that the process of developing a structured learning pathway has been aligned with a systematic training design model. 21% higher efficiency of CPD (continuous professional development) can be achieved through knowledge transfer and development of AI capability (Tusquellas et al., 2025). It allows a sequential or structured learning pathway to assist career growth for employees. In systematic training design, four (“conducting needs assessment, ensuring employees’ readiness for training, developing an evaluation plan and monitoring/evaluating the program”) out of seven key aspects have been considered (Week 7, Slide 11).
[image: ]
Figure 13: Selective areas of systematic training design
(Source: Adapted from Week 7)
Based on Gibbs’ reflective cycle, I have found that the adoption of AI-based tools helps in adopting evidence-based data-driven decision-making. Algorithm bias has been reduced due to effectively monitoring the data collection and analysis logic of AI tools (Bandara et al., 2025). In reflection, it can also be added that AI has been positioned as a complementary tool in HR planning so that employee performance can be improved. Based on continuous learning as a part of organisational culture, higher ethical awareness has been incorporated in CPD. 
[bookmark: _Toc234836848]3.2 Personal Capability Development Plan
	Capability area
	CIPD professional map domain
	Development activity
	Timeline

	Goal 1: To develop AI skills of HR employees

	Development of AI-based HR capacities
	Capacity building
	~Participation in training programmes
~Completion of training programmes
	6 months

	Goal 2: To develop data-driven decision-making skills

	Evidence-based analytics
	Data-driven decision-making
	~HR analytics training
~Participation in data-driven decision-making workshops
	9 months

	Goal 3: To develop ethical leadership capabilities to safeguard the interests of key stakeholders 

	Ethical decision-making
	Ethical practices 
	~Participation in mentoring programs
~Development of leadership programmes
	6 months


Table 7: Professional development plan
(Source: Adapted from Oktavia et al., 2025) 
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