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[bookmark: _heading=h.wbf7sgrsm1h5]TASK A: Socialisation, Identity & Business Activism
[bookmark: _heading=h.4zy5rbdb48pa]1. Traditional Onboarding Versus Strategic Organisational Socialisation
Typically, onboarding is focused on regulations and policies about operations and procedures, as well as any instructions related to the employee's job. While this may help with short term operational goals, it does not contribute to the long-term commitment or cultural fit of an employee, especially in highly skilled labour companies like HUM (Frögéli Jenner and Gustavsson, 2023). The traditional approach assumes that technical competence alone will be enough to achieve success in an organisation, and thus treats employees as functional resources as opposed to contributing strategically to the organisation. Hence, even if an employee knows how to perform the tasks associated with their job, they will be disconnected from the organisation's values and purpose.
Conversely, strategic organisational socialisation is an ongoing process that develops the employees' identity, behaviours, and commitment over time. According to Van Maanen and Schein, collective learning, formal induction processes, serial mentoring, and investiture techniques are all important tactics used in facilitating the employee's successful integration into the workplace (Bauer et al., 2025). Crucially, these tactics form a bond for an employee to an organisational network, establishing shared meaning and creating a cultural norm. As such, strategic socialisation will provide a better outcome, as it supports not only technical adaptation but also psychological bonding and cultural alignment.
The fact that HUM took over an 8-month ramp-up period brings the dysfunction of piecemeal onboarding systems in organisations spread across the world and focused on innovation to light (Rustiawan et al., 2023). Technical teaching is not enough: staff must also be culturally integrated, strategically aware and collaborative. If they do not have a formalised programme of socialisation in the organisation, newcomers risk feeling uncertain, feeling socially isolated, and experiencing identity fragmentation especially when moving to different parts of the world, London, Berlin, Singapore. This means that traditional induction will likely result in employees who are technically capable but are disconnected from the organisation's objectives. 
Psychological Contract Theory indicates that onboarding goes beyond completing administrative forms and familiarising new employees with their roles; onboarding is also about meeting the new employee's expectations for meaningful work, career development, ethical leaders and inclusion (Sandeepanie et al., 2023).  By improving low levels of engagement and retention of graduates, Helios Urban Mobility needs to provide access to mentors, communication of clear values and access to structured development opportunities from pre-boarding through Year 1. 
According to Identity Construction Theory, professional identities are formed through workplace interactions and validation.  Helios should include as part of its socialisation approach initiatives such as peer mentoring, cross-functional teams, leadership involvement and regular feedback to strengthen organisational identification, engagement, retention and reduce the time it takes for new employees to acclimatise to their new work environment.
[bookmark: _heading=h.cbss2bwj5zc2]2. Structured Socialisation Framework for Helios Urban Mobility
Helios Urban Mobility (HUM) needs a structured socialisation process that has three stages: pre-board, first 90 days, and year one integration. This is not a standard onboarding approach, but instead a system of human capital alongside a strategic approach to ensure that commitment, cultural integration and organisational identity are reinforced.
	Stage
	Key Activities
	Strategic Contribution to HUM

	Stage 1: Pre-Boarding

	Pre-boarding should be immediately commenced after job acceptance to help eliminate uncertainty and to provide a sense of early psychological attachment. Pre-boarding activities can include digital cultural orientation platforms (DCO), welcome videos from senior leaders, assignment of onboarding mentors, sustainability learning resources, and virtual networking opportunities with HUM offices in London, Berlin, and Singapore (Godinho et al., 2023).
	This pre-boarding phase has a significant impact on the employee's expectation level prior to entering the organisation and plays an important role in developing the psychological contract. Demonstrating that the organisation supports and includes new employees early on will assist in reducing their anxiety level and increasing their confidence in the organisation. For an organisation such as HUM that has a very technologically advanced work environment and could therefore be perceived as being impersonal and/or fragmented, pre-boarding provides the means by which new employees can establish early on the meaningful connections they will develop with the organisation, and feel that they belong.


	Stage 2: First 90 Days

	During their first 90 days at HUM, employees should be focused on: 1) Cultural assimilation; 2) Building relationships; and 3) Strategically integrating into the organisation versus simply adjusting to their new position. Structured induction programmes, values workshops, ethical AI discussions, collaborative innovation projects, mentoring, leadership shadowing and development coaching, and career development initiatives should be a part of the employee's orientation. (Jeske and Olson, 2022)
	HUM is encouraged to use serial and investiture tactics from Van Maanen and Schein's socialisation framework (Mattera, 2022). Serial tactics provide a mentor with experience advising the newcomer through their adjustment by guiding them through various scenarios. Investiture tactics acknowledge that the employee brings strengths and individuality with them to the company. Both approaches will help create engagement and will expedite the integration process and retain high-potential graduates who value creative, learning, and professional development opportunities.


	Stage 3: Year-One Integration

	Quarterly development evaluations, leadership programs for various cultures, innovation incubators, sustainable practices, international rotation possibilities, and continuing mentoring connections must all be part of continuous integration (Bell, 2021).
	Socialising continually allows the process of bringing new employees into the company to be more than a separate activity handled by human resources but also to become part of the ongoing life of the organisation. This will help develop stronger feelings of belonging, co-operation, adaptability and engagement among the employees in an organisation. In HUM, where newly hired personnel are relied on to innovate and move knowledge around, year one integration will allow HUM to reinvent itself strategically and build a long-term commitment and retain those who have been with the organisation.







[bookmark: _heading=h.lljkpn9xwg84]3. Strategies For Developing Organisational Identification, Ethics And Business Activism.
Organisational Identification
At HUM, welcoming tales from preboarding, inventive team discussions within the first 30 days, monthly open dialogue sessions with leaders, quarterly shared recognition programs acknowledging the efforts of employees, and employee stories of making an impact during the first year contribute to the organisation's identity being firmed up. The essence of these initiatives is to create a sense of belonging, to generate pride in the organisation and emotionally connect to HUM's sustainable urban mobility (Ozenc and Hagan, 2019).
Ethical Professionalism
Ethical professionalism should be rooted in ethical AI governance training (in every 60 days), stakeholder-focused decision-making processes, ethics review committees, ethical role models and performance metrics with ethical indicators (Li, 2025). On a daily basis, the reports will be stored in access protected databases, confidential reports will be only discussed among core teams and stakeholder data will be reviewed by the core management bodies to avoid any breach of privacy. With HUM's participation in public infrastructure related to AI, if mistakes are made, it may impact organisational credibility and public trust. Ethics, then, has to be a practical value for the organisation rather than a symbol.
Business Activist Mindset
The evolution of Ulrich's HR business partner model indicates that organisations today need to deliver value to all stakeholders, including not only the owner, but also employees, the community and society at large (Sekol, 2024). The view of stakeholder capitalism suggests similar principles of balancing financial objectives against social and environmental responsibilities; the HUM company could establish a company-wide committee led by employees called the Social Impact Council, responsible for designing and implementing sustainability initiatives and community partnerships every three months. The Council could establish ESG performance metrics such as: reductions in carbon emissions; meeting diversity and inclusion targets; hours of employee volunteer work; rates of compliance with ethical AI standards; and scores from provided stakeholder satisfaction surveys. The HUM Company could also create an annual competition, called the "Smart Cities Innovation Challenge", that invites teams of employees from different departments within HUM to collaborate on creating innovative solutions to urban mobility challenges including, but not limited to: alleviation of traffic congestion; reduction of carbon emissions; accessibility for people with disabilities; and improvement of public transportation networks. Awarded projects would be supported with funding, sponsorship by HUM leadership, and assistance with implementation.
While it is becoming increasingly clear that the majority of younger employees desire employment with “purpose-driven” organisations whose philosophies align with the values of sustainability and social responsibility, by helping employees see themselves as contributors to the public good as opposed to simply as technologists, HUM will significantly improve employee engagement, retention, and meaning in their jobs (Durth et al., 2022). Additionally, business activism will function as both an ethical obligation and a strategic option to attract talent, provide organisational legitimacy/credibility, and establish competitive advantages.
[bookmark: _heading=h.1zzv0jlfdzks]TASK B: Job Design
[bookmark: _heading=h.washlzdkgyym]1. Innovative Job Design Strategy
Applying the Job Characteristics Model
The Job Characteristics Model, developed by Hackman and Oldham, proposes that employee enjoyment and motivation are affected by five fundamental job features. The 5 fundamental job characteristics are: Skill Variety, Task Identity, Task Significance, Autonomy, and Feedback (Bakker and Demerouti, 2024.). The traditional way of doing things in the Technology industry has placed too much focus on technical specialists. As a result, there are many repetitive jobs which limit the ability of employees to be creative or to see how they fit in the organization as a whole. Therefore, HUM should consider redesigning jobs to maximize the five job characteristics (Cotič et al., 2025).
To develop skill variety in employees, HUM should allow them to work across functions on cross-functional projects (Holman et al., 2024). Employees should be able to rotate through the functions of AI analytics, Mobility Infrastructure, Sustainability Planning, and Customer Solutions instead of being stuck in a narrow functional area. This will reduce the number of repetitive tasks that employees do, which will increase organizational learning and agility.
[image: A Practical Guide to the Job Characteristics Model - AIHR]
(Source: Holman et al., 2024)
To improve task identity, HUM should allow employees to own their projects from idea generation through to delivery. In order to improve task identity HUM will need to allow staff to take responsibility for managing the project from start up to the evaluation stage of a project. This helps improve motivation, accountability and innovation. Performance and quality will be kept at a high level through clearly defined KPIs and milestones; combined with agile processes for tracking progress on each project; as well as ongoing feedback from their manager and colleagues regarding performance. Employees should have the opportunity to participate in all stages of the innovation process; including the design, testing, stakeholder engagement and evaluation stages. This increases their sense of ownership and accountability (Huang et al., 2023). To improve task significance, HUM should create links between employee contributions and how their work impacts society as a whole (for example, sustainable urban transport or environmental improvements). Employees who feel their work has a social impact will have a greater connection to, and will continue working for the company, compared to employees who only see their work as a way to make money.
Fourthly, the promotion of autonomy can be achieved through the creation of flexible project structures, decentralised decision making and the allocation of time for innovative activities (Schaefer et al., 2024). The degree of managerial control exerted on knowledge-intensive organisations can frequently diminish their capacity for creativity and intrinsic motivation. Thus, HUM will need to empower employees to have a say in their decisions about project management methods, collaboration processes and development pathways.
Finally, the adoption of continuous feedback systems is necessary and should replace annual performance evaluations with more immediate (real-time) feedback, peer assessment and co-reflection as a means of increasing the effectiveness of learning and responsiveness to innovation (Huang et al., 2023). It is important to note that the Job Characteristics Model is still relevant due to its focus on changing job design from efficiency-based to psychologically meaningful systems of work that increase employee engagement and foster innovation.
Integrating Job Crafting Theory and Skills-Based Architecture
According to Job Crafting Theory, employees are co-creators of their own experiences at work rather than just completing the tasks that have been assigned to them. For example, HUM could utilize job crafting to give new hires (devotees of the next generation) both a core job with an associated project, and an additional challenge project, such as a project at the Smart Mobility Innovation Lab or in Sustainability. If employees were also able to work on cross-functional teams composed of engineers, analysts, and product development people, they would experience greater variety in skills, greater autonomy, greater significance regarding the contribution they make, and would be able to see how their contributions add value. Moreover, the probability of retention for the younger generation will increase as those individuals will have the ability to experience learning at a quicker rate, develop their career, and feel they are making a meaningful contribution to HUM.


[image: Job Crafting PowerPoint and Google Slides Template - PPT Slides]
(Source: Pagano, 2025).
HUM could promote relational crafting, through mentoring partnerships, connecting London-based graduates with Berlin and Singapore-based mentors, to be involved in international smart-mobility projects, strengthening collaboration and the sharing of knowledge (Saa 2023). Employees could be supported in cognitive crafting by identifying how their AI solutions reduce traffic congestion and CO2 emissions, thus connecting their daily actions with HUM's sustainability mission. In addition, there could be a Skills-Based Architecture along with an internal talent marketplace that would permit employees to apply to short-term projects based on skill vs job title. For example, a data analyst could join a sustainability analytics project that would help to accelerate development and mobility as well as retain employees (Pagano 2025).
[image: Skills Architecture (360 Degrees of Skills) | Richardson Consulting Group]
(Source: Saa, 2023)
[bookmark: _heading=h.be889ua5w6oz]2. Developing Internal Motivation and Encouraging Creativity
Intrinsic motivation enhances the proposed job design by providing higher levels of autonomy, abilities, meaning, and connection with coworkers or customers. Examples of how this is achieved at HUM may include allowing employees to select their own innovation projects or develop new competencies through working with other parts of the company, contributing to sustainable urban mobility projects, and working collaboratively with the company’s international offices. As indicated by Self-Determination Theory, the four experiences described will improve an employee’s level of engagement, motivation, and performance (Aldabbas, Pinnington and Lahrech, 2023). The job characteristics model supports intrinsic motivation based on how the job or task is designed, increases the significance of the job/task (how important the worker feels his/her specific job is), provides the worker with autonomy (independent control of one's job) and provides feedback (information about performance).
Creativity, persistence and discretionary effort are demonstrated by workers when they believe that their jobs provide meaning and fulfil a social purpose. In the same way, job crafting increases workers' ownership of their jobs and encourages them to take initiative by actively shaping their job experience, rather than passively accepting what is given to them by the manager and/or the structure (Xu, Wang and Suntrayuth, 2022). The skills-based job architecture and the internal talent marketplace drive motivation by creating ongoing learning opportunities and job flexibility. Workers will remain motivated if they see a long-term opportunity for growth and development within the organisation.
From an innovation perspective, the new organisation design will foster experimentation, increase collaboration across functional areas and stimulate the exchange of information and knowledge (Nili and Tasavori, 2022). Innovation does not typically result from rigid hierarchical systems with too much control and functional silos. Innovation is based on the degree of autonomy given to individuals, the variety of perspectives and ideas that are recognised, and the collaboration to solve problems.
In addition, as part of HUM's commitment to sustainable urban transportation, workers must consider technological know-how along with ethical, environmental and stakeholder issues when doing their jobs (Mdhlalose, 2024). Flexible job structures, which may have greater psychological meaning for employees, are also very strategic because they encourage employees to think outside the box of limited technical duties.
[bookmark: _heading=h.23wlhxpso0m5]

TASK C: Reflective report
Application Of AI As A Decision-Support Tool
The rise of Artificial Intelligence (AI) in Human Resource Management has had a major impact on Strategic Decision Making. While there are advantages to AI, including increased efficiency, predictive ability, and data processing capabilities, overreliance on automated systems has the potential to diminish important aspects of human judgment, ethical reasoning, and contextual awareness (Halid et al., 2024). Therefore, as a future professional in HR, my intention is to use AI as a support tool for decision-making, rather than a replacement for human decision-making processes.
AI has the potential to improve many aspects of HR functions by providing analytical data insights to determine workforce trends, predict turnover risk, identify skill gaps, and improve the efficient recruitment of employees. An HR example of where AI may be beneficial within an organisation such as Helios Urban Mobility (HUM) is through the use of AI-based systems to assist with workforce planning and talent management through efficiently analysing high volumes of employee and organisational data versus traditional manual methods (Aldino and Sujoko, 2025). However, AI systems might also contain algorithmic bias, incomplete contextual assessment (non-situational), and ethical constraints when assessing complex human behaviours, culturally diverse workplace dynamics, therefore creating potential risks to making just and strategically sound decisions by placing full reliance upon AI-generated recommendations.
Impartially speaking, human judgement is a critical factor because the emotional, ethical, empathetic and contextual understandings required to make organisational decisions are outside the complete capacity of AI. Take for example, employee engagement, succession planning regarding leadership, and cultural fit - these require a more nuanced understanding than the quantitative analysis that may be provided by HRIS systems (Basheleishvili and Kapanadze, 2025). I plan to take a human-in-the-loop approach using AI as a tool for analysis, and leave final decisions to the use of professional judgment and ethics. This will help to ensure that increasing efficiency will not come at the expense of fairness and inclusivity, and/or mistrust within organisations.
In addition, the ever-growing presence of AI within HR illustrates the necessity of constant professional development. In order to be employable within an increasingly digital and global marketplace, HR professionals will need to possess a blend of technological knowledge with strategic, interpersonal and cross-cultural skills (Basheleishvili and Kapanadze, 2025). This document outlines my personal capability development plan for enhancing my employability and enhancing my contribution to the strategic effectiveness of HR.
Personal Capability Development Plan
	Development area
	Current Limitation
	Development Strategy
	Expected Outcome

	Data Literacy
	Limited confidence in HR analytics and data interpretation 
	Complete courses in HR analytics, Power Bi, and workforce data analysis 
	Improved evidence-based decision-making capabilities 

	AI augmentation in HR
	Limited practical understanding of AI applications in HR
	Undertake AI and digital HR certification and explore AI-based HR system 
	Enhanced capability to integrate AI responsibly within HR practice

	Strategic Influencing skills 
	Limited experience influencing senior stakeholders 
	Participate in leadership workshops, presentations and negotiation training 
	Stronger communication and strategic leadership capability

	Global Mobility 
	Limited exposure to international HR practices 
	 Engage with global HR case studies and cross-cultural management learning 
	Greater understanding of international workforce management 

	Ethical Decision-making 
	Need for deeper comprehension of ethical HR challenges 
	Study ESG frameworks, ethical AI governance and employment ethics 
	Improved ethical and responsible decision-making skills 
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