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[bookmark: _Toc232644202]TASK A: Socialisation, Identity & Business Activism
[bookmark: _Toc232644203]1. Critical Evaluation: Traditional Onboarding vs Strategic Organisational Socialisation
Conventional onboarding is mostly administrative and short-term, as it entails compliance, system access, role briefing, and policy induction. Although this strategy guarantees a state of operational readiness, it does not build greater integration or formation of identities among employees. In the case of Helios Urban Mobility (HUM), the long 8-month ramp-up process and decreasing engagement demonstrate the lack of realisation of such a model, as employees are not integrating fully into the organisational culture.
The traditional onboarding corresponds to a narrow understanding of the psychological contract theory, in which organisations presume transactional employment relations (Tomprou and Lee, 2022). But it undermines relational expectations like development support, inclusion, and career growth. Psychological contract breach happens when employees feel that there is an inconsistency between expectation and experience, resulting in disengagement and increased attrition (Azeem et al., 2020).
However, the organisational socialisation theory by Van Maanen and Schein focuses on organised and ongoing identity development by learning through social and behavioural means (Tuttl et al., 2002). It proposes that organisations can proactively influence the way employees define their position through formalised socialisation strategies like mentoring, learning collectively and relatively progressive ways of development. This applies much more to HUM that works in a variety of cultural and geographic settings. Also, the identity construction theory emphasises that the identity of employees is not fixed, and it is constantly constructed in interaction, feedback, and organisational discourse (Mullany, 2003). The disjointed identity reinforcement in the current model of HUM is dependent on the fragmented onboarding, especially between the teams in London, Berlin, and Singapore. Employees are thus loosely bound to organisational purpose, instead of getting a strong sense of identification. 
[bookmark: _Toc232644204]2. Structured Socialisation Framework for Helios Urban Mobility (HUM)
In order to overcome the challenges affecting HUM, a three-phase system of socialisation is suggested. 
Phase 1: Pre-Boarding (Identity Priming Stage)
Pre-boarding stage starts before the employee officially becomes part of HUM and alivates the state of uncertainty in developing expectations at an early stage. HUM needs to launch a digital onboarding platform to convey the mission of AI-enabled smart mobility, organisational values, and expectations of professional behaviour. The manager should also communicate with the new employees before their joining and give them a mentor who will pre-board them based in a different location, like London, Berlin or Singapore. This step aligns with the investiture approach of Van Maanen and Schein, in which the organisation socialises the newcomer as valued and promising instead of passive adaptation (Malik and Manroop, 2017). It also makes the psychological contract stronger by ensuring that expectations are set before entry. 
Phase 2: First 90 Days (Integration and Role Stabilisation)
The initial 90 days should be about assisting new employees with gaining a clear grasp of the role, forming relationships with the team members, and gaining confidence in their contribution. HUM will need to offer a systematic 90-day roadmap with weekly milestones, routine manager check-ins, and rotation across the product, engineering, and analytics teams. This would ensure that the employees comprehend not only their contribution but also their input towards HUM’s broader smart mobility solutions. Onboarding activities, performed in a team, also need to be presented in order to promote collaboration and prompt trust-building. This stage is directly associated with the group development model proposed by Tuckman, particularly, transitioning between forming and storming and norming stages (Nanda et al., 2024). New hires at HUM can feel confused due to the cultural differences, teleworking, and worldwide cooperation. Thus, self-awareness and blind spots can be addressed through Johari Window-based feedback sessions. 

Phase 3: First Year (Embedding and Performance Consolidation)
The first year would concentrate on integrating employees into the long-term performance and innovation system of HUM. Workers should receive ownership-based positions in cross-functional teams and be part of strategic innovation initiatives regarding the AI mobility systems of HUM. Quarterly development meetings should link personal development to career trends, whereas cross-national innovation sprints must consolidate an international identity in London, Berlin and Singapore.  This phase corresponds with the performing stage in which Tuckman indicates that employees become more independent, self-assured, and productive (Nada et al., 2024). Collaboration, innovation, and ethical contribution should also be associated with recognition systems instead of technical production only. This guarantees that employees do not become a set of limited functional specialists but of the broader strategic ecosystem of HUM. 
[bookmark: _Toc232644205]3. Mechanisms to Cultivate Organisational Identification, Ethical Professionalism, and Business Activism
Organisational Identification
Organisational identification is a phenomenon where employees' values become a part of their self-concept (Guo et al., 2018). Due to cultural dispersion over three countries at HUM, this is of crucial importance. HUM needs to establish a powerful storytelling of its contribution to sustainable smart mobility. It should share leadership stories that make employees feel they are included in their organisation's contribution to social good. Besides, it should also focus on fostering team rituals across borders to develop a sense of belonging and meaning. The mechanisms instil the sense of being part of HUM's global mission in order to enable employees to feel like they are part of different functions.
Ethical Professionalism
Ethical professionalism is the manner in which practitioners behave in a responsible way, consistent with the expected behaviours in the workplace and society (Osman et al., 2025). Therefore, it is very important in HUM, where the integration of AI-controlled mobility systems plays a crucial role. Based on the Employee Champion and Change Agent roles, attitude and ethical behaviour in HR or allocation of projects and the use of AI in mobility systems, etc., may be built through clear decision-making frameworks and fair region-based performance evaluation systems to ensure the avoidance of bias (Weijers, 2025). Such practices build confidence, fairness and accountability, enhancing HUM's psychological contract with employees.
Business Activism
Business activism is a long-term effort that takes strategy and participation. It refers to a series of actions or programs that help your business shift into a platform to catalyse change on social and political issues (Sgorbissa, 2023). HUM employees will take part in business activities to actively contribute toward organisation improvement, challenge inefficiencies, and contribute to the value creation of the broader stakeholders. This corresponds with the development of HR from strategic partner, change agent, and stakeholder capitalism principles (Weijers, 2025). At HUM, innovation platforms must be established to allow employees to suggest and experiment with new concepts and face cross-functional challenges. It should also create a space for bottom-up, ongoing feedback to enhance and create a space for psychological safety to enable constructive dissent and idea sharing.


[bookmark: _Toc232644206]TASK B: Job Design Strategy for Helios Urban Mobility
[bookmark: _Toc232644207]1. Innovative Job Design Strategy Using Integrated Theoretical Models
Considering the problems facing Helios Urban Mobility (HUM), such as low engagement, high attrition and slow employees' ramp-up, the following job redesign is proposed:
Job Characteristics Model (JCM): Designing for Intrinsic Motivation
According to the Job Characteristics Model, intrinsic motivation will be improved by job characteristics that include: skill variety, task identity, task significance, autonomy, and feedback (Cotič et al., 2025). HUM is highly motivated and innovative within the current jobs, but the jobs are very distinct, focused and spread across geographies. The following changes in the job format should be included:
· Skill Variety: Workers should alternate roles in the different teams of the AI, mobility analytics and infrastructure design to diversify their knowledge. 
· Task identity: Instead of just coding or analysis tasks, employees own full “smart mobility solutions” from concept to deployment. 
· Task significance: The roles are clearly connected to the impact on society, like sustainable urban transport and decreased emissions in the smart city. 
· Autonomy: Teams receive decision-making authority in agile “product squads,” minimising the hierarchical need. 
· Feedback: Real-time performance dashboards and peer review systems lead to real-time feedback loops. 
This redesign makes work meaningful, complete, and self-regulated, essential skills for the knowledge-rich working world at HUM.
Job Crafting Theory: Enabling Employee-Driven Role Shaping
Job crafting can be seen as a specific form of proactive behaviour in which the employee initiates changes in the level of job demands and job resources to make their own job more meaningful, engaging and satisfying (Demerouti and Bakker, 2013). It involves task crafting (modifying the task), cognitive crafting (reframing the meaning of the task), and relational crafting (changing interactions). Job crafting is more relevant at HUM because of its hybrid and global nature of working across London, Berlin and Singapore, and its multicultural composition.
Engineers and analysts should be given freedom to select project modules as they relate to AI mobility systems within the interventions proposed. It should motivate staff members to think about themselves less as a technical output and more as a component of global smart city transformation. Furthermore, its flexibility in project assignment will further simplify cross-functional collaboration between product, data and engineering teams. This helps to enhance ownership, adaptability, engagement, and decrease role rigidity that is causing disengagement and attrition today.
Skills-Based Architecture and Internal Talent Marketplace
In addition to job redesign, HUM should consider a skills-based organisational structure with an internal talent marketplace. This model helps to map credentials to high-demand skills and competencies of employees to better support the upskilling and reskilling needs that are needed for the dramatically altered job market (DeMark and Kozyrev, 2021). 
The key elements are a centralised skills inventory that catalogues staff skills (such as AI, data analytics, systems design, and urban mobility skills); an AI-powered skills-matching tool that assigns employees to new projects based on the current demand and training requirements; and flexible project assignments, rather than a commitment to a department. HUM can also provide gig internal mobility that allows staff members to participate in short-term innovation projects in teams all over the world. It is the modern organisational model that supports the current agile teams, networked organisations, and hybrid workforce in tech companies. In addition, it can also help to make the best use of the available resources in the organisation, meaning that they do not have to rely on external recruitment for their needs.
[bookmark: _Toc232644208]2. How Design Stimulates Intrinsic Motivation and Supports Innovation
The recommended job design provides intrinsic motivation through meaningful work, autonomy, development opportunities and feedback. HUM can increase task significance by establishing a clear connection between every role and sustainable smart mobility and urban transformation, through the Job Characteristics Model (AJOBI et al., 2026). This is significant because this knowledge gives employees a sense of their involvement in the social and environmental benefits resulting from their job, for example, cleaner transport, smarter cities, better public infrastructure, etc. Rather than think of their responsibilities as purely technical activities, employees can consider themselves to be part of an overall mission.
Autonomy is an additional crucial source of intrinsic motivation (Dysvik and Kuvaas, 2011). Agile teams, job crafting and similar approaches would allow employees more autonomy in how they accomplish activities, interact with colleagues and choose task areas where they can leverage their abilities. This helps decrease reliance upon hierarchy and promote psychological ownership. Empowering workers to make changes in a part of their work will make them more positive, proactive, and loyal. The skills-based architecture also helps motivate with opportunities to continually enhance skills (Denuzzo, 2024). Employees are not limited to specific job roles and can transfer their skills to other projects and become experts in topics such as AI, analytics, engineering and smart mobility solutions. This can help to facilitate career development and minimise the chances of being promoted stagnation, particularly concerning the retention of those with high potential.
The design also comes with structural flexibility to encourage innovation. Creating is an essential part of HUM innovation, and it involves blending knowledge from various backgrounds, places and functions. It would enable those in AI, engineering, product design, data analytics and urban planning departments to collaborate on challenges through a shared internal talent marketplace. This eliminates functional 'silos' and facilitates knowledge to move through the city between London, Berlin and Singapore (Jooss et al., 2024). An environment that allows employees to transfer between projects enables HUM to measure rapid experimentation cycles and promote a “test and learn” mindset.
In addition, by encouraging staff to question assumptions, reimagine tasks and propose new approaches to ways of doing things, job crafting is a further mechanism that fosters innovation. But that will take psychological safety in which employees can freely share their ideas or raise their concerns without fear (Lee, 2022). In general, the proposed HUM focuses on shifting its organisational model from a role-based organisation to skills based ones. To motivate employees and enhance the company's ability to engage in constant innovation, HUM's implementation of meaningful work, autonomy, feedback, and the integration of internal mobility and cross-functional working could be synergistic.
[bookmark: _Toc232644209]
TASK C: Reflective report
[bookmark: _Toc232644210]1. Use of AI as a decision-support tool
For this assessment, I used AI as a decision-making tool to search for relevant articles that guide me to make comparisons with the theory to take it up in my analysis in order to form arguments. Also, I have checked grammar, sentence meaning, and syntactical correctness with the help of AI. As soon as I discovered my errors, however, I attempted to reformulate in my own words using the academic style. I understand that AI should not replace my own judgement, interpretation, or academic responsibility. Thus, I employed the outputs of the AI critically, scrutinising to ascertain whether the ideas were relevant to the work, whether the sources used were reliable or not, and whether the states of the final arguments seemed to be of my own understanding related to Human Capital Management.
I think AI can be useful to increase the efficiency of the process, but not replace critical human judgment. AI can help HR make decisions with workforce analytics, skills mapping, engagement trend analysis, and talent forecasting. There are however, elements of ethics, culture, and context in people-related decisions that algorithms can possibly not contain (Andrieux et al., 2024). For instance, AI can detect trends in employee attrition, which a human manager must then use the AI's data to interpret and determine if the trends relate to workload, leadership, psychological contract issues or career evolution. I will therefore rely upon AI to support my decisions rather than to replace my critical thinking, fairness, empathy and professional judgment.
[bookmark: _Toc232644211]2. Personal capability development
My personal capability development plan focuses on four areas. First, I will enhance my understanding of how to interpret HR data like engagement scores, employee retention rates, metrics for productivity and diversity. This will help me to make informed decisions. Second, I will build expertise in AI in Human Resources, knowing the best way to apply AI tools in HR to help with the recruitment process, learning and development, workforce planning, and employee experience to help with it, while being aware of biases and risks to ethics.
Thirdly, I will build up my competencies in strategic influencing. This involves communication, evidence and enlarging the significance of people issues in terms of strategic business priorities to senior managers. Last but not least, I will develop awareness of the need to work globally by knowing more about cross-cultural working, foreign employment practices and challenges of managing employees in various internationally located countries. Such skills will enhance my employability through future HR related work that demands digital confidence, ethical judgement, global awareness and strategic thinking skills.
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