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[bookmark: _Toc231754055]Task A: Identity, Socialisation, and Business Activism.

[bookmark: _Toc231754056]Creating a Socialisation Framework for Helios Urban Mobility's Strategic Renewal


As is common with high-growth technology companies, Helios Urban Mobility (HUM), a fast-expanding smart-transport start-up with operations in Singapore, Berlin, and London, is under organisational strain. HUM lacks a cohesive human capital infrastructure that can turn new hires into devoted organisational citizens, as seen by weak socialisation, dwindling engagement, and graduate attrition. To overcome these obstacles, a strategic, identity-shaping socialisation system based on organisational behaviour theory must replace administrative onboarding.
[bookmark: _Toc231754057]Strategic Organisational Socialisation vs. Conventional Onboarding

Conventional onboarding is usually short-term, administrative, and focused on compliance (Bauer 2010). It emphasises paperwork, orientation, and familiarisation with basic tasks. For complicated, innovation-driven workplaces like HUM, where employees must quickly internalise technological, ethical, and mission-driven demands, this approach is vital but insufficient.
[bookmark: _Toc231754058]Socialisation Strategies by Van Maanen and Schein

According to Van Maanen and Schein (1979), socialisation is an organised process by which organisations mould the identities, actions, and expectations of newcomers. Socialisation is a purposeful cultural intervention, as demonstrated by its six tactical dimensions: collective versus individual, formal versus informal, sequential versus random, fixed versus flexible, serial versus disjunctive, and investiture versus divestment. Long ramp-up times and uneven cultural integration are caused by HUM's present informal, inconsistent, and disjunctive strategies.
[bookmark: _Toc231754059]Theory of psychological contracts.

Early on in a job, psychological contracts unwritten expectations between an employer and employee are especially brittle (Rousseau 1995). Newcomers experience psychological contract violations when organisations fail to provide clarity, assistance, or development, which lowers commitment and increases turnover intentions (Robinson and Rousseau 1994). The graduate attrition rate at HUM points to unfulfilled expectations regarding managerial assistance, development, and purpose.

[bookmark: _Toc231754060]Theory of Identity Construction

According to identity construction theory, newcomers actively negotiate their organisational identity through role clues, relationships, and narratives (Ashforth and Schinoff 2016). Employees find it difficult to comprehend "who we are" and "who I am here" in the absence of organised identification cues. Identity-shaping tools are crucial since HUM's distributed workforce and hybrid work patterns exacerbate this problem.
In conclusion, HUM's strategic needs cannot be met via traditional onboarding. For competency to be accelerated, identification to be strengthened, and activist and ethical mindsets to be ingrained, a multi-stage, structured socialisation architecture is needed.
[bookmark: _Toc231754061]A Systematic Framework for HUM Socialisation (Pre-boarding → 90 Days → Year One)
Pre-boarding: Creating Psychological Preparedness (Weeks -2 to 0)

Pre-boarding improves early psychological contracts and lowers uncertainty (Klein and Polin 2012).

Important elements:

HUM's mission, values, and mobility innovations are presented via the Digital Welcome Hub.

Role clarity bundle including first-month objectives, success measures, and duties (Saks and Gruman 2018).

Early sensemaking and relationship assistance are provided by the assigned Culture Guide.

To establish early social ties, virtual team introductions are used.
This stage is consistent with studies that indicate early connection and clarity speed up adjustment and lower anxiety (Bauer and Erdogan 2011).
[bookmark: _Toc231754062]First Ninety Days: Increasing Belonging and Competence.

According to Watkins (2013), the first ninety days are crucial for determining commitment and performance trajectories.

Organised 90-Day Course:

Days 1–7: Immersion in Culture

Peer identity is developed by cohort-based onboarding (Van Maanen and Schein 1979).

talks about HUM's dedication to sustainability, AI ethics, and strategic priorities.

An overview of HUM's "Urban Mobility Purpose Narrative," which connects social effect to individual roles.
Days 8–30: Mastery of Role

modules for sequential learning on cross-functional cooperation, mobility analytics, and AI systems.

Weekly manager check-ins to provide feedback and reaffirm expectations (Edmondson, 2012).

Days 31–90: Contribution and Integration

Teams from Singapore, Berlin, and London participate in a cross-location innovation sprint.

Senior leaders are given a "90-Day Value Contribution Plan."

formal evaluation of development requirements, identity alignment, and progress.

This strategy makes use of investiture, sequential, collective, and serial strategies, all of which have been shown to improve organisational identification and speed up adjustment (Cable et al., 2013).
[bookmark: _Toc231754063]Year One: Integrating Activism, Identity, and Purpose

Identity formation is ensured to continue after initial onboarding by year-long socialisation (Morrison 1993).

Important components:

A pathway for ethical and technical progress that addresses stakeholder participation, mobility policy, and AI governance.

exposure to engineering, analytics, and city-government collaborations on a rotating basis.

Every quarter, employees participate in Purpose Labs to consider how they might contribute to sustainable mobility.

Graduate Talent Accelerator that provides leadership visibility, stretch assignments, and mentoring (Deloitte 2020).

This long-term strategy lowers attrition among high-potential graduates and promotes identity internalisation (Gruman and Saks 2011).

[bookmark: _Toc231754064]Strategies for Developing Business Activism, Ethical Professionalism, and Identity

Improving Organisational Recognition
When workers believe that their personal identity and the organization's goals align, this is known as organisational identification (Ashforth and Mael 1989).

Mechanisms

Leadership communication and onboarding both incorporate purpose-driven narrative.

Communities of practice that link workers in different places (Wenger 1998).

Leaders that exemplify HUM's principles set an example for others to follow (Avolio and Gardner 2005).

Employees are better able to internalise HUM's vision and feel themselves as contributors to societal change thanks to these processes.
[bookmark: _Toc231754065]Developing Professional Ethics.

Ethical professionalism is crucial given HUM's work with AI-enabled mobility technologies.

Mechanisms

AI Ethics Certification that addresses responsible innovation, data governance, and bias prevention (Floridi et al., 2018).

training on ethical dilemmas utilising actual HUM case studies.

The Ethics Champions Network encourages teams to make moral decisions.

Instead of considering ethical reasoning as compliance, this integrates it into daily work (Treviño et al., 2006).
[bookmark: _Toc231754066]cultivating a "business activist" mindset.

According to Ulrich (1997), contemporary HR must develop workers who are corporate activists’ people who support sustainability, long-term societal effect, and stakeholder value. Stakeholder capitalism, which prioritises creating value for society as a whole rather than simply shareholders, is consistent with this (Freeman, 2010; Porter and Kramer, 2011).

Mechanisms

The Stakeholder Capitalism Curriculum examines citizen expectations, environmental effect, and city-government needs.

Civic Innovation Projects in which local authorities and personnel work together.

Activist Leadership Circles allow staff members to suggest innovations that are socially conscious.

These strategies reinforce the organization's objective by positioning HUM personnel as change agents in society.
In conclusion the organisational problems at HUM are caused by inadequate development routes, weak identity clues, and fragmented socialisation. From pre-boarding until the first year of employment, a purposeful socialisation architecture can turn new hires into devoted members of the organization. Through the integration of business activism, ethical professionalism, psychological contract management, and identity formation, HUM can develop a workforce that can promote sustainable urban mobility.


[bookmark: _Toc231754067]Task B job design
[bookmark: _Toc231754068]Innovative Job Design for Strategic Renewal at Helios Urban Mobility

Helios Urban Mobility (HUM) is at a critical stage of organisational maturity. As a fast‑growing smart‑transport start‑up operating across London, Berlin, and Singapore, HUM requires a job design strategy that enhances intrinsic motivation, accelerates innovation, and supports a flexible, skills‑driven workforce. Traditional job descriptions static, task‑based, and hierarchical are misaligned with HUM’s dynamic AI‑enabled environment. To address this, HUM needs an integrated job design architecture drawing on the Job Characteristics Model (JCM) (Hackman and Oldham 1976), job crafting theory (Wrzesniewski and Dutton 2001), and skills‑based talent marketplaces (Deloitte, 2020; PWC, 2021). Together, these frameworks can create a human capital system that enhances autonomy, mastery, purpose, and innovation.
[bookmark: _Toc231754069]A Creative Approach to HUM Job Design.

Model of Job Characteristics as the Structural Basis
According to the Job Characteristics Model (JCM), intrinsic motivation and performance are driven by five fundamental job dimensions: skill variety, task identity, task relevance, autonomy, and feedback (Hackman and Oldham 1976). HUM’s current roles, shaped by rapid scaling, lack clarity and often involve narrow task allocations, limiting employee engagement.

HUM's revised JCM-aligned organization would consist of:

High skill diversity: Workers alternate between initiatives including city-government cooperation, mobility design, and AI analytics. This lessens boredom and increases capability (Parker 2014).

Clear task identity: Every job is responsible for an end-to-end deliverable, such an ethics review cycle or a mobility dashboard.
Strong task significance: A natural sense of social effect is provided by HUM's purpose, which is to revolutionise sustainable urban mobility (Grant 2008).

Enhanced autonomy: Teams use agile approaches, giving workers the freedom to select procedures, resources, and deadlines (Rigby et al., 2016).

Continuous feedback: Weekly sprint reviews and real-time analytics dashboards offer developmental feedback loops (Edmondson 2012).

HUM's jobs are intrinsically motivating and in line with innovation-driven work thanks to its JCM-based structure.
[bookmark: _Toc231754070]Job Crafting: Giving Workers the Power to Create Their Own Roles.

According to the job crafting hypothesis, workers actively alter their relationships, activities, and cognitive frames to produce more meaningful work (Wrzesniewski and Dutton 2001). Job crafting increases resilience, inventiveness, and flexibility in high-growth tech workplaces (Berg et al., 2013).

HUM can incorporate work making by:

Task crafting: Workers suggest new assignments that play to their talents, including creating AI prototypes or spearheading environmental projects.

Relational crafting: Employees can create networks that promote learning and creativity through cross-location collaborative circles (London, Berlin, Singapore) (Wenger 1998).

Cognitive crafting: Employees are able to relate their work to HUM's social mission through purpose-reflection sessions (Grant 2008).
For HUM's graduate population, who are looking for autonomy, growth, and meaning, job crafting is especially beneficial (Deloitte 2020). By granting workers autonomy over their tasks, it also lowers attrition.
[bookmark: _Toc231754071]Internal Talent Marketplaces and Skills-Based Architecture

Fixed positions and hierarchical advancement are the foundation of traditional job systems. However, skills-based architectures where work is arranged according to capabilities rather than job titles are becoming more common in modern businesses (Deloitte, 2020; PWC, 2021). In HUM, where AI, data science, and mobility engineering are developing quickly, this is particularly pertinent.

For HUM, a skills-based architecture would consist of:

Mapping the technical, behavioural, and moral abilities needed for mobility innovation (such as machine learning, stakeholder involvement, and AI ethics) is known as the skills taxonomy.

Internal talent marketplace: An online platform where staff members can submit bids for cross-functional opportunities, stretch assignments, and short-term initiatives (Boudreau and Jesuthasan 2018).
Dynamic resourcing: Rather of using strict job definitions, teams are staffed according to the availability of expertise.

Clear career pathways: Workers advance by learning new abilities rather than waiting for openings.

By facilitating the quick deployment of people to new priorities, this model boosts agility, speeds up development, and fosters creativity.
[bookmark: _Toc231754072]How the Design Encourages Innovation and Intrinsic Motivation.

[bookmark: _Toc231754073]Increasing Motivation from Within
When employment is fulfilling, independent, and in line with individual strengths, intrinsic motivation emerges (Deci and Ryan 2000). All three drivers are improved by the suggested employment design.

significance.
A sense of purpose is produced by JCM's task importance and identification (Hackman and Oldham 1976).

Employees can better relate their job to HUM's social objective by using cognitive crafting (Grant 2008).

Employees can see how their skills contribute to long-term impact through skills-based pathways.
Independence
Task execution is made more flexible by agile teams and job designing (Rigby et al., 2016).

Employees can select projects that fit their interests through talent marketplaces (Boudreau and Jesuthasan 2018).

Proficiency
Continuous learning is encouraged by skills-based architecture (PWC 2021).

Rotational exposure improves competence and skill variation (Parker 2014).

When combined, these strategies produce a motivating ecology that gives workers a sense of empowerment, worth, and growth potential.
[bookmark: _Toc231754074]Encouraging Innovation

Environments that promote experimentation, teamwork, and psychological safety are conducive to innovation (Edmondson, 1999; Amabile and Pratt, 2016). Innovation is supported by the suggested employment design in multiple ways:


[bookmark: _Toc231754075]Cross-functional cooperation

Relational crafting and talent marketplaces link workers from different departments and regions.

More innovative solutions are produced by diverse teams (Hargadon and Sutton 1997).


[bookmark: _Toc231754076]Independence and experimentation


Iterative learning and quick prototyping are promoted by agile autonomy (Rigby et al., 2016).

Employees can start creative projects that are in line with their interests thanks to job crafting.


[bookmark: _Toc231754077]Fluidity of skills
Emerging technologies, such as mobility analytics and AI ethics, are swiftly incorporated into work thanks to skills-based architecture. Rapid redeployment to innovation projects is made possible by dynamic resourcing.


[bookmark: _Toc231754078]Safety of the mind

An atmosphere where workers feel comfortable taking chances is fostered by ongoing feedback and encouraging leadership (Edmondson 1999). HUM is positioned as a learning-driven, innovation-focused organization that can adjust to the changing mobility landscape thanks to this integrated design.
In conclusion a flexible, inspiring, and innovative job design architecture is necessary for HUM's strategy renewal. HUM may develop positions that improve autonomy, mastery, and purpose while facilitating quick innovation by combining the Job Characteristics Model, job constructing theory, and a skills-based personnel marketplace. In addition to addressing present issues like graduate attrition and dwindling participation, this strategy creates a workforce that is prepared for the future and can promote sustainable urban mobility.


[bookmark: _Toc231754079]Task C Reflective report
[bookmark: _Toc231754080]AI-Assisted Decision-Making and Development of Individual Capabilities


There are risks and opportunities associated with the quick integration of artificial intelligence (AI) into corporate decision-making. As a prospective HR professional, I understand that AI should be used as a decision-support tool rather than as a replacement for human judgement. AI has the potential to increase analytical power, spot trends, and boost prediction accuracy (Brynjolfsson and McAfee, 2017). But relying too much on algorithmic results runs the risk of undermining human qualities including contextual awareness, ethical reasoning, and critical thinking (Floridi et al., 2018). Therefore, my strategy is based on augmented intelligence, in which AI supplements human judgement rather than taking its place.
[bookmark: _Toc231754081]AI Use Without Destroying Human Judgement

To ensure that AI-generated insights are constantly interpreted using professional competence, ethical reasoning, and contextual understanding, I plan to take a "human-in-the-loop" approach. AI, for instance, can screen enormous applicant pools and find talent matches in the recruiting process, but in the end, judgements must take into account cultural fit, potential, and fairness areas where human judgement is crucial (CIPD, 2023). I'll examine AI outputs seriously by posing the following queries:

Which presumptions form the basis of the algorithm?

Could there be historical bias in the data?

Does the suggestion fit the organization's values?
This thoughtful inquiry is consistent with research demonstrating that, in the absence of active monitoring, AI systems may inadvertently replicate bias (O'Neil 2016). By educating stakeholders about AI-supported decisions, I will also guarantee openness and strengthen trust and responsibility. In the end, AI will be a supplementary analytical partner, and I will still oversee making moral and tactical decisions.
[bookmark: _Toc231754082]Plan for Personal Capability Development

Data literacy, AI augmentation, strategic influencing, and global mobility awareness are the four major competence areas I have highlighted to improve my employability and get ready for a future HR career in global, technology-enabled organisations.

Knowledge of data

These days, data-driven HR is a fundamental requirement. My goal is to improve my comprehension of statistical patterns, dashboard interpretation, and evidence quality evaluation (Fitz-Enz and Mattox 2014). I'll finish online HR analytics courses and get some experience with programs like Tableau and Power BI. I'll be able to question AI results, spot irregularities, and offer advice based on facts thanks to this.
[bookmark: _Toc231754083]AI Enhancement in Human Resources
I will gain useful abilities in utilising AI-enabled HR systems by expanding on my knowledge of algorithmic decision-making and AI ethics. This entails integrating AI to tasks like workforce planning and learning personalisation, comprehending model constraints, and learning prompt engineering (Deloitte 2020). My objective is to work in HR and be able to use AI insights to strategic decisions.

Skills for Strategic Influence
HR increasingly must be able to advocate for ethical people practices, influence senior leaders, and form company culture (Ulrich 1997). By looking for leadership chances in group initiatives, practicing persuasive communication, and researching stakeholder management frameworks, I will hone these abilities. To bolster my self-assurance and professional voice, I also intend to practise reflection.
[bookmark: _Toc231754084]Awareness of Global Mobility
I want to learn more about global labour markets, mobility regulations, and cross-cultural management because businesses like HUM are worldwide in scope (Tarique and Schuler 2010). I'll follow international HR publications, participate in webinars on global HR trends, and develop my cultural intelligence via travel and cross-cultural cooperation.
In conclusion my future HR practice will be shaped by a balanced approach to AI leveraging its analytical power while safeguarding human judgement, ethics, and contextual insight. I will be well-positioned to contribute to creative, ethical, and globally focused organisations by honing my data literacy, AI augmentation abilities, strategic impact, and understanding of global mobility.
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