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1. [bookmark: _heading=h.10obiohgc7pz][bookmark: _Toc235015769]Task A: Socialisation, Identity & Business Activism
1.1. [bookmark: _heading=h.bjsu7l7dk4eb][bookmark: _Toc235015770]Traditional Onboarding versus Strategic Organisational Socialisation
Traditional onboarding is mainly about administrative and operational tasks to get the employee to perform their job quickly. Typical activities involve filling out paperwork for employment, introducing policies, providing equipment, and detailing job roles. These are activities that help diminish initial uncertainty, but tend not to secure emotional commitment, organisational identification or long-term engagement. This means that onboarding becomes a one-time orientation process and not an investment in human resources (Anvari et al., 2023). Strategic organisational socialisation takes a more comprehensive and long-term view by embedding employees in the organisation, its culture, values and strategic goals in the longer term. According to the organisational socialisation model, organisations ought to actively influence employee experiences using various structured socialisation strategies, including formal socialisation, mentoring, sequential socialisation, and ongoing socialisation. 
[bookmark: _heading=h.vls3m47ziza0][bookmark: _Toc235015804][image: ]
Figure 1: Psychological contract theory   
(Source: ResearchGate, 2026)
Strategic socialisation is also emphasised by the theory of Psychological Contract. In addition to an explicit contract of employment, employees create expectations about career development, organisational support, fairness, and opportunity for growth (Korczynski, 2023). Where these expectations are met through coaching, open communication and ongoing training, employees show trust, commitment and enthusiasm to go the extra mile in their job performance. On the other hand, a broken psychological contract can lead to disengagement and resignation. With Helios' low engagement scores and rate of attrition among graduates, there is a possibility that many of the employees may not feel supported in their early years of working for the organisation.
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[bookmark: _heading=h.vu32mkxzmjok][bookmark: _Toc235015805]


Figure 2: Guest's HRM Model
(Source: ResearchGate, 2026)
Guest's HRM Model also proves that there is a positive correlation between integrated HR practices and employee commitment, flexibility, quality and overall organisational performance. Recruitment, onboarding, training, and performance management should be integrated as a system that helps to achieve strategic goals instead of being treated as separate activities (Tinguely et al., 2023). This viewpoint is consistent with the Resource-Based View, which states that employees who are committed, skilled and adaptable are valuable resources that are not readily available to the competition.
1.2. [bookmark: _heading=h.fx1gnuy2hmb0][bookmark: _Toc235015771]Strategic Socialisation Framework for Helios
Helios needs to have a socialisation structure for the first 90 days, pre-boarding and the first year. The framework ought also to be aligned to the 5P Model of Schuler, which involves HR philosophy, policies, programmes, practices and processes being aligned with the strategic goal of providing sustainable and innovative mobility solutions to the organisation.
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[bookmark: _heading=h.e9t8xcsl403c][bookmark: _Toc235015806]Figure 3: Strategic Socialisation Framework for Helios
(Source: Self-developed)
Pre-boarding
The process of socialisation should star5t right after the person accepts the job. Digital welcome packages for employees containing information on the organisation's mission, sustainability commitments, ethical standards and strategic priorities. Before the first working day, access to online learning modules on AI governance, AI and organisational culture, and AI and international collaboration should be available (Woodrow et al., 2024). The digital onboarding platform should be designed based on TAM. If staff believe that learning technologies are useful and simple to use, they are more likely to use them. A convenient onboarding system thus facilitates quicker adaptation and promotes ongoing digital learning.
First 90 Days
In the first month, employees should be engaged in structured induction courses that integrate organisational strategy, responsible use of AI, ethical decision-making and cross-cultural collaboration. Senior leaders must lead and be active in these sessions to establish a clear message on purpose and commitment to leadership within the organisation. The second month should be dedicated to collaborative learning, by working on cross-functional projects, with employees from London, Berlin and Singapore (Laulié and Pavez, 2024). The last month should be spent on ongoing coaching, rather than a formal performance review. Managers need to regularly discuss development with managers, with constructive feedback and tailored learning goals. 
Year One
Structured career development, mentoring and tailored learning pathways should be continued in the first year to ensure further socialisation. People analytics powered by artificial intelligence can track engagement, measure learning gaps and forecast employee attrition (Kim et al., 2025). The employees should also have planned job rotations and the opportunity to work on projects abroad to expand their awareness of the organisation and promote cross-border working. These experiences build organisational commitment and nurture globally competent professionals.
1.3. [bookmark: _heading=h.uie3ah58ryu8][bookmark: _Toc235015772]Creating Organisational Identification and Ethical Professionalism
Organisational identification is developed when employees believe that the success of their organisation is related to their success. Helios should always remind its employees of its goal of making smarter and more sustainable cities and give them insight into the social impact of their work. The Employer Value Proposition would be complemented by a clear innovation, career development, sustainability and international dimension, further improving the ability of attracting and retaining employees, especially graduate talent (Madanchian, 2024). The ethical professionalism is especially significant as Helios is developing AI technologies that impact public infrastructure and urban mobility. Employees must have ongoing training and development in the responsible use of AI, data privacy, algorithmic fairness, and ethical decision-making. It is important that open reporting channels are in place to allow staff to report on matters of ethics and do so without fear of repercussions, and that transparency and accountability are evident in the organisation.
1.4. [bookmark: _heading=h.lmau0nayx5zj][bookmark: _Toc235015773]Developing a Business Activist Mindset
In today's business environment, organisations have come to understand that they must create value for several constituents and not just shareholders to gain a sustainable competitive advantage. A stakeholder capitalism approach pushes organisations to seek to reconcile social, environmental and ethical concerns with commercial ones. This includes promoting employees to think about the role of technological innovation in sustainable urban development and public well-being for Helios. Staff should be encouraged to join the sustainability project, the smart city project and community cooperation projects to strengthen the values of the organisation (Strohmeier, 2020). In addition to technical performance, recognition systems are to be based on collaboration, responsible innovation, ethical leadership and knowledge sharing. Patagonia and Ben & Jerry's are examples of organisations that have successfully built social purpose into their business strategy, boosted employee engagement and attracted a growing number of employees who look for employers with values that are in line with their own.
2. [bookmark: _heading=h.fmw6k28nlznv][bookmark: _Toc235015774]Task B: Job Design Strategy for Innovation and Employee Motivation
2.1. [bookmark: _heading=h.4cyjo645swuy][bookmark: _Toc235015775]Current Job Design Challenges
The problems in the organisation seem to indicate that the employees have little awareness of their roles, may lack development opportunities and have low organisational commitment. Long onboarding times can be detrimental to productivity, and employee attrition can signify that the employee has not seen adequate growth opportunities. Moreover, job types that are usually hierarchical are not as flexible or collaborative as jobs that span several different geographical locations (Cheng et al., 2023). In terms of Strategic Human Resource Management, jobs must be designed to enhance the efficiency of operations as well as the ability and innovation of the employees. The Resource-Based View is built on this idea, as it sees employee knowledge, creativity and skills as strategic resources that provide sustainable competitive advantage. Therefore, the design of jobs should facilitate ongoing learning, instead of limiting workers to very specific functional roles.
2.2. [bookmark: _heading=h.injq9qu8zk1e][bookmark: _Toc235015776]Applying the Job Characteristics Model
The Job Characteristics Model suggests that five key aspects of a job affect the intrinsic motivation of employees, job satisfaction and employee performance. Helios needs to rethink roles based upon these dimensions to make the work more meaningful and engaging.
	Job Characteristic
	Proposed Design at Helios
	Expected Outcome

	Skill Variety
	Employees participate in cross-functional projects involving engineering, AI analytics, sustainability, and customer solutions.
	Broader capability development, higher engagement, and reduced monotony.

	Task Identity
	Employees manage projects from initial design through implementation and evaluation instead of completing isolated tasks.
	Greater ownership, accountability, and commitment to project success.

	Task Significance
	Managers regularly communicate how AI mobility solutions improve urban sustainability and public transport systems (Harju et al., 2024).
	Employees understand the wider impact of their work, increasing motivation and organisational commitment.

	Autonomy
	Flexible work arrangements, self-managed project teams, and greater decision-making authority within project boundaries.
	Increased creativity, innovation, and employee satisfaction.

	Feedback
	Continuous coaching, real-time project reviews, customer feedback, and peer learning replace annual performance appraisals.
	Faster learning, improved performance, and continuous professional development.


[bookmark: _heading=h.z2g93ywzfajb][bookmark: _Toc235015833]Table 1: Job design
(Source: Self-developed)
When all five dimensions are applied together, they produce valuable work, which stimulates employees to contribute more than required by their job. Staff are more motivated as they appreciate not only their value to the organisation, but also the importance of what they do (Demerouti et al., 2024).
2.3. [bookmark: _heading=h.wyrryzx4nq26][bookmark: _Toc235015777]Integrating Job Crafting Theory
In addition to job design, managers need to support employees in job crafting their jobs. Job Crafting Theory proposes that job crafting can enhance employee engagement by adjusting work characteristics to align with individual strengths, interests, and career goals. At Helios, task crafting might enable workers to engage in sustainability and AI initiatives and innovation difficulties outside of their typical job roles (Lopper et al., 2024). This not only enables learning but also allows opportunities for employees to become familiar with other aspects of the organisation. Fostering employees to build global networks through relational crafting. 
[image: ]
[bookmark: _heading=h.bh126i8zmycd][bookmark: _Toc235015807]Figure 4: Job Crafting Theory
(Source: ResearchGate, 2026)
Knowledge sharing is boosted, and employees are exposed to different perspectives when teams collaborate across the borders between London, Berlin and Singapore. This is especially important for an organisation in a rapidly changing technological landscape. Cognitive crafting allows workers to retell their work in a way that is socially meaningful. Staff members can see themselves not just as software engineers or analysts, but as part of a team and realise that their work is helping to make cities safer, smarter and more sustainable (Lanke et al., 2024). This greater sense of purpose drives greater intrinsic motivation and sustains organisational identification. Managers need to engage and coach employees in job crafting, have flexible working arrangements, and ensure that employee initiatives are still consistent with organisational goals.
2.4. [bookmark: _heading=h.t5rx6nm54753][bookmark: _Toc235015778]Developing a Skills-Based Architecture
With the fast pace of technological progress, job descriptions are changing rapidly. Helios should shift from a position-based to a skills-based approach to work organisation, focusing on work skills instead of job titles. Technical, analytical, digital, leadership and sustainability skills should be mapped across the organisation through skills mapping (LIANG et al., 2024). Skills would be constantly maintained by employees, and managers would be able to allocate work based on skills, not only on department, but also on individual employees. This also aids strategic workforce planning by predicting future capability gaps before they impact organisational effectiveness. 
2.5. [bookmark: _heading=h.mtymsvj306t2][bookmark: _Toc235015779]Internal Talent Marketplace
Helios should create an internal talent marketplace, underpinned by people analytics and AI-powered matching technology, to complement the skills-based architecture. Employees would not only be able to access internal projects, temporary roles, mentoring and innovation projects, but also be assigned to these based on their proven abilities and career preferences (Bagis and Yulianeu, 2024). The strategy has several benefits. Staff expand their experience in the organisation without leaving, minimising the loss of graduates and enhancing succession planning. Internal expertise can easily be identified by managers when they are creating project teams, and this improves the agility of the organisation and saves on hiring costs. 
2.6. [bookmark: _heading=h.w326utlzlgoy][bookmark: _Toc235015780]Supporting Motivation and Innovation
Workers have more autonomy, better learning opportunities, have a sense of purpose and develop their careers. The factors foster intrinsic motivation, as employees are motivated not only by monetary gains but also by their own personal development, success, and the purpose of the organisation. More knowledge sharing and collaboration also help to promote innovation. Cross-functional teams promote bringing together different skills and knowledge to tackle complex problems, and internal mobility allows ideas to flow beyond organisational boundaries (Li et al., 2024). Feedback and personalised learning also facilitate experimentation and improvement by allowing employees to enhance their skills as they progress in their careers. Guest's HRM Model further supports this integrated approach by showing that when HR practices are aligned, their impact is on employee commitment, flexibility, quality and organisational performance (Yang et al., 2024). Likewise, Schuler's 5P Model emphasises the need to take into account job design policies, practices and processes in the context of Helios' strategic goal of providing innovative and sustainable mobility solutions.
3. [bookmark: _heading=h.exwn12b5szv9][bookmark: _Toc235015781]Task C: Reflective Report
3.1. [bookmark: _heading=h.o32jxq54kgnm][bookmark: _Toc235015782]AI as a Decision-Support Tool
I am using Gibbs' Reflective Cycle to identify how my understanding of AI in S.H.R.M. and the application of AI is informed by the cycle and how it can support HRM in a way that does not threaten critical human judgment.
3.2. Discription
For this assignment, I examine how AI is revolutionising HR functions, such as people analytics, predictive workforce planning, recruitment, performance management, and tailored learning. AI can process vast amounts of data to gain insights into workforce trends, forecast employee attrition, uncover skill gaps, and guide decision-making (Pezeshkpour et al., 2023). I also saw that some ethical, cultural and interpersonal issues may have a bearing on HR decisions, which algorithms can't fully comprehend.
3.3. Feelings
I thought AI had the potential to greatly enhance HR decision-making due to its speed, consistency, and processing of massive amounts of workforce data. I considered my opportunities and challenges, and my outlook shifted. I understood that while technology helps increase productivity, it can sometimes lead to decisions that are not based on a holistic understanding and can be unfair or biased. This knowledge helped develop my awareness of the need to combine technological skills with professional judgment.
3.4. Evaluation
AI can provide many benefits by helping to conduct evidence-based HR practices. Predictive analytics helps businesses forecast future hiring needs, tailor training programs for individuals, and optimise their succession planning. It also saves administration time to enable HR professionals to concentrate on strategic functions like employee engagement and organisational development (Bone et al., 2025). AI, however, has some serious dangers. 
3.5. Analysis
Considering these pros and cons, I think that AI should be a decision support system, not a decision-maker. HR professionals need to carefully review and consider AI-generated recommendations before deciding. There is still a need for human judgment in matters related to fairness, ethics, organisational values and employee well-being. 
Conclusion:
In summary, this reflection has helped me to gain a new perspective on AI in HR. AI is not meant to replace human resources professionals, but rather to aid them in making informed decisions based on data. 
[bookmark: _GoBack]
Action plan:
The new job of HR demands them to be analytical, emotionally intelligent, ethical and strategic. So, even with the high levels of technology, it will still be important to have critical human judgment.
[bookmark: _heading=h.ghjpc43rxujg][bookmark: _Toc235015783]Personal Capability Development Plan
	Development Area
	Development Plan

	Data Literacy
	Enhance my ability to analyse HR data by learning people analytics tools and interpreting workforce metrics to support evidence-based decision-making.

	AI Augmentation in HR
	Develop practical knowledge of AI applications in recruitment, performance management, and workforce planning while ensuring ethical use and avoiding over-reliance on automated decisions (Dongre and Kanchan, 2025).

	Strategic Influencing Skills
	Improve communication, negotiation, and stakeholder management skills through professional training and collaborative projects to contribute more effectively as a strategic HR partner.

	Global Mobility Awareness
	Build knowledge of international HRM, cross-cultural management, and expatriate practices to effectively manage diverse workforces within multinational organisations.

	Continuous Professional Development
	Engage in lifelong learning through HR certifications, webinars, industry research, and networking to remain adaptable to emerging technologies and changing organisational needs (Pezeshkpour et al., 2023).


[bookmark: _heading=h.9xrue2n4phd][bookmark: _Toc235015834]Table 2: Personal development plan
(Source: Self-developed)
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