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[bookmark: _Toc232265867]TASK A: SOCIALISATION, IDENTITY AND BUSINESS ACTIVISM
[bookmark: _Toc232265868]Traditional Onboarding versus Strategic Organisational Socialisation:
[bookmark: _Toc232265869]Traditional Onboarding: Limitations in a High-Growth Organisation:
The focus of traditional onboarding programs is primarily on administrative integration, compliance and job role definition. These activities help to acquaint participants with the rules and practices of the organisation, but don't necessarily result in commitment or hasten the sense of belonging to an organisation. A manager has expectations regarding staff's professional development, managerial support, and purposeful skills development in relation to possible careers in an organisation. In sum, a host of aspiring graduands left as a result of its lack of respect for this ‘psychological contract', thereby resulting in violations of the psychological contract and loss of engagement (Rani et al., 2024).
Psychological contract theory demonstrates why conventional onboarding may fail to retain talent. According to Identity construction theory, employees actively construct professional identities through interaction, experience, and social recognition. According to Van Maanen and Schein’s socialisation framework, effective socialisation should help employees perceive themselves as contributors to sustainable urban mobility and public value creation. Strategic socialization reduces uncertainty, strengthens psychological contract fulfilment, and promotes organisational identification.
[bookmark: _Toc232265870]Strategic Organisational Socialisation: Building Commitment and Identity:
Organisational socialisation has nothing to do with merely having an induction programme; instead, it is an intentional attempt to engage employees in influencing their attitudes towards tasks, people and organisational objectives. It is more than just teaching the behaviour; it can influence their behaviour in the workplace. From that point of view, it can be especially useful for the theory of identity construction (Main et al., 2026). This can help promote commitment because staff feel their needs are valued by the organisation and not just their needs as individual staff members. Strategic socialisation is thus more effective for Helios as it can lower uncertainty, enhance the psychological contract fulfilment and foster organisational identification. The outcomes directly align to issues of low integration, low engagement and graduate attrition that the organisation faces in its integration (Pinco et al., 2025). 
[bookmark: _Toc232265871]Structured Socialisation Framework for Helios Urban Mobility:
[bookmark: _Toc232265872]Pre-Boarding Stage:
A digital portal for new employees onboarding will be made available, which will include stories about the organisation, pictorial stories about the projects, stories about leadership, remote and learning resources. Before coming in, everyone will also have a mentor who will help them socialise. This can decrease uncertainty (Dickson and Isaiah, 2024).
[bookmark: _Toc232265873]First 90 Days:
The initial period of 90 days should be dedicated to getting immersed in the organisation instead of just training in their role. There is a need to offer staffing opportunities to execute "defined" cross-functional learning activities between engineering and analytics, as well as sustainability/client and engagement groups. This exposure enables the employee to gain an appreciation of the interdependency of the various roles in the organisation and how these roles help meet the needs of the business (Afiouni, 2013). Regular feedback with managers/mentor – feedback on any difficulties/change noted, confirmation/reinforcement of cultural expectations. It also calls for all of the new employees to undergo a nine-month innovation challenge where the cross-departmental team engage in some problem-solving to identify a ‘real' problem in the organisation that can be solved with innovation (Dickson and Isaiah, 2024).
[bookmark: _Toc232265874]Year One Development:
Socialisation ought to move to long-term commitment to the organisation following initial integration. On the organisational level, everyone in the agency deserves an occasional opportunity for rotation, outreach, organising meetings with agency leadership, and formal meetings to discuss careers. Accelerated development programme to enable high-potential graduates to develop their capability in the areas of innovation, sustainability and leadership. Conversations should take place in a developmental manner if they are needed, and performance-based documentation, as necessary. A longer-term, horizontal process of socialisation, which has the additional dimension of recognising the development of organisational citizenship, is within the context of meaningful experiences rather than the context of short-lived orientation processes (Lee, 2025).
[bookmark: _Toc232265875]Mechanisms to Cultivate Organisational Identification:
Organisational Identification takes place when employees form a part of their self-concept through membership in the organisation. Organisational project development can be helpful in creating a Smart City and public services. Staff are provided with information on projects and successes with clients and the overall impact of the work. In addition, cross-location communities of practice need to be set up with workers from London, Berlin and Singapore (Hernaus, Dragičević and Hauff, 2024). 
[bookmark: _Toc232265876]Mechanisms to Cultivate Ethical Professionalism:
Ethical professionalism should become a way of life, not an obligation, in business. In the context of Helios' uses of AI, public-sector information, and applications' behaviour, ethical decision-making is an imperative and strategic goal. The system for performance management and promotion should be connected to ethical behaviour, such that there is a high correlation between ethical behaviour and promotion, and thus reward. Leaders must continue to make clear decisions and take responsibility for the profession's ethics, i.e., to support and enhance the ethical boundaries of the profession. If senior management displays these behaviours consistently, then they do set the standards and will help to create the norms of these behaviours amongst the employees (Van Dyke and Dixon, 2013).
[bookmark: _Toc232265877]Mechanisms to Cultivate a Business Activist Mindset:
Ulrich’s HR business partner model is about the contribution to value for a number of stakeholders, and economic and social value are conjoined in stakeholder capitalism (Somu and Jayavel, 2024). Adopting a business activist approach means having employees go beyond organisational goals and objectives to look at the broader interests of all stakeholders. Helios must build connections with external players, such as the city government, the voice of the community, environmental protection organisations, and infrastructure stakeholders (Van Dyke and Dixon, 2013). The feedback received from stakeholders will help keep the organisation's activities aware of the impact on society. The linkages between technology, sustainability, governance and public value need to be also leveraged to build up systems thinking and development thinking on leadership programmes. Improve ‘stakeholder awareness' to involve employees in the everyday decision-making process, allowing them to effectively engage in responsible innovation and sustainable urban transformation, as well as in their own organization (De Spiegelaere, Van Gyes and Van Hootegem, 2012).
[bookmark: _Toc232265878]TASK B: JOB DESIGN
[bookmark: _Toc232265879]Proposed Innovative Job Design Strategy for Helios Urban Mobility:
There are methods created so that the tasks of a job can be redesigned to be more efficient and suitable. There are some methods developed to redesign the tasks of a job to be more efficient and suitable (Proposed by the student). In a technology-led organisation, things change quickly – the old job barriers are locked in place – agility and innovation are required for the longer term, and traditional job barriers will not provide that. A greater flexibility to improve employees' competencies on projects, and accountabilities clarified, should be offered to Helios (De Spiegelaere, Van Gyes and Van Hootegem, 2012).
[bookmark: _Toc232265880]Applying the Job Characteristics Model:
Skill variety, task identity, task significance, autonomy and feedback are important ground rules that should be considered in terms of the five key components of the Job Characteristics Model (JCM), which are known to influence the motivation and job performance of employees. In a multi-disciplinary team of the city's innovators, the engineer, data analyst and product expert should understand the problem from many points of view, and in the broader context of the city's mobility problem-solving process (El-Farr, 2023).
Staff can be empowered to participate in the whole life cycle of the project to boost task identity. Having staff bring ideas from end-to-end helps to increase the ownership & responsibility (Gibbs, 2021). Staff need to be provided with feedback on a regular basis on how Helios' technologies are aiding people to improve their transportation systems, environment and their urban infrastructure. The greater the level of valuedness in the context, the greater the person's sense of meaning with this work, and the greater his or her commitment to this work will be. It is recommended to redesign the feedback mechanisms as well, looking at the identified needs. Periodic performance assessments need to be replaced by continuous feedback from the manager, peers, project teams and clients (Xu et al., 2023). 
[bookmark: _Toc232265881]Integrating Job Crafting Principles:
Task crafting must be encouraged by providing employees with some time to work on tasks outside of their normal job. This can give members a chance to learn and upskill on new technology, sustainability issues or process improvements they can contribute to in the organisation that are deepening their connection to the future. In addition, communities of practice for inter-functional and intergeographical linking must be created, and relation-oriented crafting must take place. The cross-disciplinary working of staff within the engineering group, with the analytic team, public-sector collaborations and the sustainability team, will help to expand the sharing of knowledge and creativity across the board (de Treville and Antonakis, 2006).
[bookmark: _Toc232265882]Establishing a Skills-Based Internal Talent Marketplace:
Helios should develop an internal talent marketplace, based on skills, in addition to redefined jobs. Skills-based architecture emphasises skills, rather than jobs. The staff would have their skills recorded in a dynamic Profile covering technical skills, project experience, certification, language abilities and emerging skills. That will be strategic in nature with lots of benefits. First, it's giving the workforce more agility to be able to put talent in the right place, forthwith. Second, it gives employees an inside track to seeing postings to internal positions, helping to curb employee turnover elsewhere. Thirdly, it allows for a continuous reskilling experience, which is crucial in rapidly evolving fields such as artificial intelligence and smart infrastructure. The talent marketplace would also prove to be a goldmine for high-quality graduates who are looking for experiences of any kind, and for experiences with a degree of growth without having to travel to where their work is happening (Deloitte, 2026). 
[bookmark: _Toc232265883]How the Proposed Design Will Stimulate Intrinsic Motivation and Support Innovation:
The recommendations for the job design strategy are believed to improve the intrinsic motivation as it addresses the psychosocial factors that underlie engagement and discretionary effort. The JCM model helps to stimulate the intrinsic motivation to engage in meaningful tasks of relevance and sufficiency, and responsibility, knowledge, and/or feedback. Such tasks must be performed that provide high skill variety, high task identity, and high task significance, thus creating a sense of purpose and autonomy to increase the sense of psychological ownership. That implies that employees are always fed back and can always see the positive effect of their actions, developing further momentum (Gibbs, 2021).
Job crafting may also further add to employees' intrinsic motivation by further increasing employee agency. Personalisation and giving them some choice over what they do, in terms of using their strengths or interests and aspirations, means that they have more control and feel a sense of personal fulfilment. For high potentials who may consider exploring, growing and developing themselves, it is important. The skill-based talent marketplace provides more opportunities due to the distinct way of talent development. Staff feel confident that their growth is based upon ability rather than movement through the organisation's hierarchy. This helps build a sense of fairness and can be a continuous learning process (Lee, 2025).
The design also sets an ambience which encourages innovation. By leveraging the spirit of experiment and exploration of new ideas, Job crafting can foster innovation and learning from peers and colleagues both within and outside the project; whereas by relying on the features of knowledge transfer across projects and levels within and between organisations, job marketplaces can support knowledge sharing and transfer across projects (Štaffenová, Kucharčíková and Falát, 2025). Empowerment helps employees to try different solutions once they can, which may not involve too much red tape, and feedback helps them to learn from their successes and failures in a shorter time frame. Helios can activate its capabilities to more effectively drive employee engagement, retain talent and foster innovativeness – a requirement to stay competitive in a rapidly evolving smart mobility industry – through engaging job design, employee-driven job shaping and talent mobility based on skills (Gibbs, 2021).
[bookmark: _Toc232265884]TASK C: REFLECTIVE REPORT
[bookmark: _Toc232265885]Using AI as a Decision-Support Tool Without Eroding Critical Human Judgement:
When it comes to HRM and organisational decision-making, the opportunities for efficiency, data analysis, evidence-based decision-making, and more are seemingly unlimited when integrating AI. I understand that the AI can be helpful in decision-making. The amount of data that will pass through AI systems is going to be considerable, data will be patterned by AI systems, and it will provide some advice, but AI systems won't be able to fully understand context, ethics, culture and people, all of which can be a strong influence on managerial decisions so many times (Bani-Hani, Al Hujran and Anwar, 2026).
My ambitions for the future include leveraging the potential of AI in assisting humans with their decision-making processes. AI can be used to build workforce visualisation for future workforce trends, the possibility of employee turnover and learning from employee engagement information, and used for workforce planning. Moreover, AI can have a part to play in recruiting, for example, by screening members of staff and making a decision on which would be an appropriate match. But as I know, any algorithmic advice, or any data or information upon which it is based, can work only as well or as badly as those on which it is based, and cannot cover all aspects of the unique organisation. I will, therefore, not take anything at face value produced by the use of AI (Srivastava and Das, 2015).
To ensure critical thinking, it is important to ask questions and be critical of AI recommendations. In situations that may affect employee wellness, diversity, promotion or fairness in a company, human judgment is essential. It's all the more important to orient the employees to the HR systems they are employing, and make them aware of what to look out for in the HR systems they're now using. My goal is to learn how to use the AI tools, as well as how to challenge, validate and use the output of AI as necessary (Zeiser, 2024). 
[bookmark: _Toc232265886]Personal Capability Development Plan (PCDP):
I wish to build on my ability in the four listed areas below and be even more employable in the future: Improve Data Literacy; Improve skill using AI in HR; Develop capability in Strategic influencing.
If HR is becoming more evidence-based, awareness of how to analyse workforce data or workforce numbers and understanding of how to interpret the data is key. I want to continue building and enhancing indicators relating to workforce, predictive models and organisation performance indicators to further strengthen my understanding and increase my awareness of the skills of analysis. Such skills will help in making a bigger contribution to strategic decision-making. Second, I would really just love to be knowledgeable in AI that has to do with HR. I don't see how AI poses a threat; however, I can see how this can help me in my own practice, and I want to learn more about the impact this will have on my recruiting efforts, workforce planning, talent management and employee experience efforts. Ongoing training and education regarding the opportunities of running AI, and an ethical governance system that will inform the ethical use of AI, are needed.
Third, I will also develop my Strategic influencing skills. This will be accomplished by enhancing my communication, negotiating/consulting skills and my stakeholder management. These are the skills I can employ when I wish to make a difference with senior management, as well as where I can utilise those skills to convince others of the concept of ‘people-led' projects.
HR workers must know, understand and value the global nature of human resources, including challenges and consequences of working in a multicultural and intensive economic environment. I will discuss the strategies that I can extend my knowledge of International principles of HRM and cross-cultural management, and approaches to HRM in the Global context. The ability to work in teams with a diverse team member mix (from different nationalities/countries, and different native languages), and to communicate with team members from different cultures/countries, will prove handy in the future, especially in multi-national companies in which working across cultures/countries with a cross-section of team members and different native languages is a part of regular success operations. So in all of the above, I hope to be an HR with a technological mindset, a strategic approach to work, because this way I can add value in an increasingly complex corporate world.
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