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[bookmark: Introduction][bookmark: _bookmark0]Introduction

Technology-driven organisations have to rely on human capital as one of their greatest competitive advantages. In Europe, Helios Urban Mobility (HUM), a smart-transport start-up with operations in London, Berlin, and Singapore, is struggling with a number of organisational issues such as low employee engagement, poor organisational socialisation, and high employee turnover, particularly amongst its graduates. It engages in a critical assessment of the onboarding and socialisation processes and offers a framework to improve the sense of belonging, ethical professionalism, and business activism, and an innovative job design approach to boost motivation and innovation. It also explores the principles of responsible use of AI and the development of capabilities moving forward.
[bookmark: TASK A: Socialisation, Identity and Busi][bookmark: _bookmark1]TASK A: Socialisation, Identity and Business Activism

1. [bookmark: 1. Critical Evaluation of Traditional On][bookmark: _bookmark2]Critical Evaluation of Traditional Onboarding and Strategic Organisational Socialisation

1.1 [bookmark: 1.1 Traditional Onboarding and Strategic][bookmark: _bookmark3]Traditional Onboarding and Strategic Organisational Socialisation

The traditional onboarding process emphasizes getting new hires acquainted with the policies, procedures, administrative and employment needs of the organization as well as the job itself. The main purpose of creating it is to help in compliance and to speed up the familiarisation of roles. The advantage of this strategy is that it enables organisations to have consistent information in one location, minimize uncertainties, and assist with the initial integration (Chowdhury et al. 2022). Onboarding is, however, more often than not transactional, focusing on orientation instead of on development over time. Familiarisation with a lot of information and little opportunity to establish relationships with others in the organisation, gain an understanding of the organisation's culture or develop a sense of belonging.
Onboarding is not likely to solve the challenges Helios Urban Mobility faces, which include long ramp-up times (8 months) and low engagement rates and high graduate attrition rates. As technology is an integral part of the business, it is not only about the technical aspect, but also about collaboration, commitment and cultural alignment in a technology-driven organisation for success. Strategic organisational socialisation is a more holistic alternative (Ortlieb and Ressi, 2022). It is not simply a onboarding process, but an ongoing one aimed at gaining new employees

to become a loyal member of the organisation. It is about passing on values, norms and behaviours of an organisation but also establishing social relationships and psychological attachment. Staff who know what the organisation is trying to do and how it works will be more likely to be engaged, display organisational citizenship and be committed to the organisation over the long-term. Thus, strategic socialisation can be a sustainable solution for Helios workforce problem.
1.2 [bookmark: 1.2 Theoretical Evaluation][bookmark: _bookmark4]Theoretical Evaluation

Organisational socialisation theory (Van Maanen and Schein) offers a good basis for assessing onboarding procedures. Traditional onboarding tends to focus on formal and collective socialisation practices which are uniform but may restrict adaptations. Structured processes and personalised experiences are the elements of strategic socialisation that make for better adjustment and organisational commitment.
Management of employee expectations is another aspect of psychological contract theory that is important. Psychological contracts are the implicit expectations of the employer and employee. However, when expectations are not met, there might be dissatisfaction and turnover (Sani et al. 2023). Socialisation helps to build realistic expectations and minimise Psychological Contract breaches.
One of the theoretical frameworks that emerged from this research, identity construction theory, focuses on employees' development of professional identities in the workplace. This process is actively influenced by strategic socialisation, which leads to an understanding of the role, contribution, and value fit of newcomers to the organisation. Thus, it has a better effect than the traditional onboarding methods with regard to strengthening engagement and commitment.
2. [bookmark: 2. Strategic Socialisation Framework for][bookmark: _bookmark5]Strategic Socialisation Framework for Helios Urban Mobility

2.1 [bookmark: 2.1 Pre-boarding Stage][bookmark: _bookmark6]Pre-boarding Stage

The processes of socialisation should be started prior to the formal induction of employees. Helios should provide a digital onboarding platform with information on the values of the organisation, strategic goals and sustainability commitments. Senior leaders can create welcome messages to help alleviate uncertainty and excitement can be created through virtual networking.

Structured buddy programme should also be put in place before the initial working day. The experienced employees can be used as organisational ambassadors, to help build the relationship and integrate the culture (Mohatla and Bussin, 2022). Moreover, realistic job previews should be used to set expectations and foster development of the psychological contract.
2.2 [bookmark: 2.2 First 90 Days][bookmark: _bookmark7]First 90 Days

The first 90 days are a period of time that is essential for the employee to acclimate and learn. Helios needs to put in place a structured integration programme that includes technical training, mentoring, multi-functional integration and frequent feedback sessions.
Managers need to set clear performance targets that will help staff make early successes and know what is expected of them in the organisation. Cross functional projects should also be encouraged to provide exposure to employees to different teams and projects (Aylmer et al. 2024). Coaching conversations can be used on a regular basis to help uncover obstacles, connect to the organisation's values and support continuing development. Such programmes would fast-track the integration and bring down the present process of ‘ramping up'.
2.3 [bookmark: 2.3 Year One Integration][bookmark: _bookmark8]Year One Integration

Socialisation ought to not cease at induction. The first year should involve the employee in activities such as leadership engagement activities, innovation forum, career development discussions. In-house job rotation, both within departments and internationally, can boost employees' commitment to the organization and enhance their professional skills (Liu et al. 2024). Employee development pathways need to be integrated with continuous learning programmes with a focus on innovation and on sustainable and leadership development. This long-term strategy helps to engage, retain and drive organisational performance.
3. [bookmark: 3. Developing Organisational Identificat][bookmark: _bookmark9]Developing Organisational Identification, Ethical Professionalism and Business Activism

3.1 [bookmark: 3.1 Organisational Identification][bookmark: _bookmark10]Organisational Identification

Organisational Identification is the linking of organisational values and success with one's identity. Social Identity Theory suggests that people have a part of their identity that is related to their belonging to valued groups. Helios will help to build employee attachment and commitment

through its strong purpose, which is around sustainable urban mobility and technological innovation. Other activities such as mentoring and collaboration and leadership engagement reinforce identification and promote organisational citizenship behaviours.
3.2 [bookmark: 3.2 Ethical Professionalism][bookmark: _bookmark11]Ethical Professionalism

Helios is a tech-driven company, and in this sense, it needs to promote responsible professionalism in various fields including the responsible use of AI, data privacy, sustainability, etc. Training should incorporate ethical standards, leadership development programs should, and performance management systems should. Continuous focus on ethical dilemmas can increase the accountability, improve the trust and organisational legitimacy.
3.3 [bookmark: 3.3 Business Activist Mindset][bookmark: _bookmark12]Business Activist Mindset

More modern companies are putting importance in the employees thinking about other stakeholder interests as well as the performance of the business. Ulrich's progressive HR business partnership approach focuses on customer value creation, community value creation and societal value creation. Helios can develop a business activist mindset by integrating sustainability objectives, stakeholder and social impact programs into employee experience.
Staff to be involved in innovation projects involving urban mobility and environmental issues. These initiatives are consistent with the concepts of stakeholder capitalism and promote better working practices from an employee perspective that is seen as contributing to the broader community (Holmes and Howard, 2023). Cultivate an activist culture within a business can help build employee purpose, develop a business's reputation and support long-term competitive advantage.
[bookmark: TASK B: Innovative Job Design Strategy][bookmark: _bookmark13]TASK B: Innovative Job Design Strategy

4. [bookmark: 4. Innovative Job Design Architecture fo][bookmark: _bookmark14]Innovative Job Design Architecture for Helios Urban Mobility

4.1 [bookmark: 4.1 Job Characteristics Model][bookmark: _bookmark15]Job Characteristics Model

Helios needs to redesign the work to improve their engagement and to reduce the number of employees leaving the company, according to Hackman and Oldham's Job Characteristics Model

(JCM). The model suggests that five dimensions of a job have an impact on psychological states which in turn impact on motivation, work performance and job satisfaction.
Firstly, the variety of skills has to be increased by engaging multiple functions in one project, such as involving software engineers, data analysts and urban mobility experts. A variety of activities allows workers to acquire a wider range of skills and helps to avoid boredom.
Second, the identity of the task should be reinforced by letting workers work on the entire project components instead of just a single task. Ideal for employees who are engaged in the development of smart mobility solutions, they should be able to see projects from conception to implementation (Judge et al. 2023). This ownership brings with it additional responsibility and satisfaction of work.
Third, the importance of the task should be strengthened by making the impact on society of Helios's products more prominent. It is important that the employees be aware of how their work relates to sustainable city transportation, carbon emissions reduction and enhancement of quality of life (Ahmad et al. 2022). Relationship between personal effort and social value helps to reinforce motivation and organisational commitment.
Fourthly, autonomy should be expanded by giving employees more autonomy over project execution, problem solving and innovation projects. More autonomy results in more accountability, creativity and engagement.
Last but not least, feedback processes should be improved continuously by means of performance feedback discussions, digital performance dashboards and peer feedback processes. Feedback in a timely manner enables staff to assess their progress and to identify development needs and ensure staff are aligned with the objectives of the organisation.
4.2 [bookmark: 4.2 Job Crafting Theory][bookmark: _bookmark16]Job Crafting Theory

Job crafting theory acknowledges that employees have a role to play in creating their experiences at work. Instead of the job being a static, set structure, employees can adapt the tasks, relationships and perceptions to make the job more meaningful and engaging.

Task crafting allows workers to customize work activities to their own strengths and interests. For instance, environmental impact assessment projects could involve data analysts who are interested in sustainability (Demerouti and Bakker, 2023).
Relational crafting fosters employees to cultivate their working networks and work across functional lines. Knowledge sharing and organisational learning is fostered through cross departmental working as part of a team (Mkhwanazi and Dhanpat 2023).
Cognitive crafting gives employees the opportunity to rethink the meaning of their jobs. The roles of employees can be seen not only as technical roles, but as roles to make smarter and more sustainable cities. Reframing leads to greater purpose and motivation.
Helios can help foster job crafting behaviours, which helps to establish a more flexible and employee-focused workplace that can engage and inspire employees to innovate.
4.3 [bookmark: 4.3 Skills-Based Architecture and Intern][bookmark: _bookmark17]Skills-Based Architecture and Internal Talent Marketplace

Career ladders are typically designed based on job hierarchy and limit employee growth and development. A skills-based architecture, on the other hand, provides an emphasis on skills instead of job roles.
Helios should develop a comprehensive skills inventory which documents employee skills, development needs and career aspirations. This database could facilitate an internal talent marketplace for employees to see project opportunities, temporary projects and innovation projects based on their skills and interests, which is facilitated by AI (Ananda et al. 2024). This would enable staff to develop new skills, investigate other career options and enrich their knowledge of the organisation. It would be helpful to raise awareness about development opportunities and internal mobility for high-potential graduates especially.
A skills-based architecture is more flexible and adaptable than traditional architectures. Helps to make the workforce more agile as well as being effective in utilising talent in relation to organisational priorities. It therefore seeks to address issues of engagement, while building capacity and capability in innovation and retention.

5. [bookmark: 5. Impact on Intrinsic Motivation and In][bookmark: _bookmark18]Impact on Intrinsic Motivation and Innovation

5.1 [bookmark: 5.1 Enhancing Intrinsic Motivation][bookmark: _bookmark19]Enhancing Intrinsic Motivation

Having a good job design strategy can impact on intrinsic motivation greatly. According to S.D.T, motivation is enhanced when people feel autonomous, competent and related.
Giving someone more autonomy means giving them more power in making choices and giving them more flexibility. Staff members have more autonomy in their work and the way they can help achieve the objectives of the organisation. Competence is being developed continuously through learning opportunities and job crafting, and in challenging projects. Staff who are frequently getting new skills are likely to have confidence and professional development (Syrotenko, 2026). Collaborative projects, mentoring and cross-functional team work are all means of increasing relatedness. Relationships in the workplace are strong which promotes belonging and social support – which leads to engagement and commitment.
The Job Characteristics Model also indicates that psychological outcomes of meaningful work and responsibility and knowledge of work results are positive. Helios can build a very motivated staff, who can maintain top performance through the principles used in job design.
5.2 [bookmark: 5.2 Supporting Innovation][bookmark: _bookmark20]Supporting Innovation

Employee creativity, cooperation and sharing of knowledge are essential to innovation. Several mechanisms are proposed to promote these conditions in the job design architecture. Job crafting is about experimenting and taking initiative, skills-based mobility about knowledge transfer across organisation boundaries. Employees with a sense of meaningfulness in their job will be more inclined to think creatively and provide extra effort (Taamneh et al. 2026). Moreover, autonomy also allows an individual to seek alternative solutions without too many managerial control points.
The internal talent marketplace also enables organisational learning as it allows employees to be matched with projects that match the emerging business requirements. This adaptability helps Helios stay agile in the face of technological advancements and market shifts.

5.3 [bookmark: 5.3 Strategic Benefits for Helios][bookmark: _bookmark21]Strategic Benefits for Helios

These efforts will work together to lower employee turnover, enhance employee engagement and boost innovation productivity. Socialisation, and job design, should be enhanced to reduce the induction period, boost commitment to the organisation and make workers more adaptable. Investing in employee development, compelling work and internal mobility can put Helios in the position of creating sustainable competitive advantage by investing in human capital excellence.
[bookmark: TASK C: Reflective Report][bookmark: _bookmark22]TASK C: Reflective Report

6. [bookmark: 6. AI as a Decision-Support Tool and Cri][bookmark: _bookmark23]AI as a Decision-Support Tool and Critical Human Judgement

AI is making a significant impact on HRM, particularly by leveraging high-tech analytics, predictive modelling and automated decision support. While these benefits are enticing, there are also substantial dangers of relying too heavily on AI. The algorithms could be inadvertently leveraging inherent datasets inequities from the past, causing inequities in the recruitment, promotion, or performance assessment process. Issues of transparency, accountability and data privacy add to the importance of oversight.
Hence, the need exists for a balance between technological capability and human judgment in effective decision making. AI should be used as a decision support tool and not a decision maker (Globerman, 2022). Contextual factors, ethical implications and stakeholder interest that are not fully reflected in the data still need to be considered by the human professional. The importance of critical thinking, professional experience and ethical reasoning remains critical in the decision-making process within an organisation. Accordingly, organisations need to implement governance systems with human oversight, algorithmic accountability and responsible use of AI. This can help organizations leverage AI insights without compromising fairness, transparency, and ethics.
7. [bookmark: 7. Personal Capability Development Plan][bookmark: _bookmark24]Personal Capability Development Plan

Human capital management is a dynamic process, and that means ongoing training. The ability to combine analytical, technological and strategic skills is becoming more and more important for future employability. Data literacy is a key skill for today's HR professionals. Interpretation of workforce data, analysis of trends and generation of evidence-based recommendations helps to

[bookmark: _bookmark26]facilitate better decision-making. Therefore, HR professionals need to be trained on HR analytics, data visualization, and workforce planning during professional development activities.
However, AI's role in HR is not a singular one, and it demands continuous learning. Knowing the working of AI systems, their limitations, and the ethical consequences will grow in significance. Ongoing interaction with new technologies can aid in responsible and effective implementation (Oppong, 2024). It's equally critical to have clear strategic influencing skills. HR professionals need to be able to persuade their senior leaders, handle stakeholder relationships and participate in strategic decision-making processes. Cross-cultural management and international employment practices and global workforce trends are crucial to understanding for HR professionals to function effectively in diverse environments.
These capabilities can be integrated into a development plan to improve professional effectiveness and help advance career development. The need to learn continuously and be adaptable will continue to be important in an increasingly technology-based and global workplace.
[bookmark: Conclusion][bookmark: _bookmark25]Conclusion

Helios Urban Mobility is able to solve socialisation, engagement and retention problems with an innovative job design as well as a strategic socialisation framework. By leveraging the purposeful onboarding, organisational identification, job crafting and a skills-based architecture, the organisation can improve their motivation, innovation and workforce agility, providing them with sustainable competitive advantage and supporting long-term organisational growth.
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