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[bookmark: _Toc232083960][bookmark: _Toc232119779]TASK A: Socialisation, Identity and Business Activism at Helios Urban Mobility
[bookmark: _Toc232083961][bookmark: _Toc232119780]From Onboarding to Strategic Socialisation
Helios Urban Mobility should not focus on socialisation solely for HR's welcome party. Typical onboarding provides new employees with contracts, policies, systems access and initial information about their roles. That's a soft way to go about it if you are HUM, as the firm has an 8-month ramp-up period, and a 54% engagement and graduate attrition rate implies that new hires are coming on board the payroll but not as insiders. Strategic organisational socialisation is better managed over time with respect to learning, identity, relationships, and ethical judgment. Van Maanen and Schein's strategy is helpful because HUM requires collective, formal, sequential, fixed, serial and investiture routes, which minimise uncertainty and maintain entrepreneurial confidence (Bauer et al., 2025). The model should not be a "one size fits all". In an AI mobility start-up, newcomers require proactive agency, as team affiliation and social validation have been found to shape identity (Awan et al., 2025). The psychological contract theory shall be equally significant. HUM must make credible promises of learning, impact on the city, ethical AI, and career progression, then follow them up with manager behaviour, since relational contracts are stronger in building commitment than transactional contracts (Fantinelli et al., 2023).
[image: Figure 1: Socialisation shift.]
Figure 1: Socialisation shift.
[bookmark: _Toc232083962][bookmark: _Toc232119781]Helios Socialisation Architecture: Pre-Boarding to Day 90
The proposed system should start before Day One by introducing a Helios City Impact Pre-Boarding Portal. Every participant should be provided a “mission contract” that indicates how their contribution relates to improved transport safety, reductions in emissions and city-government outcomes. This will include a manager video, an ethical AI primer, a graduate pathway map and a stakeholder case from London, Berlin or Singapore. This is important because organisational identification is not only achieved by formal training, but also by reputation, value fit, managerial practices and interpersonal interaction (Weisman et al., 2023). In the first 90 days, HUM should conduct a cohort-based Mobility Citizen Bootcamp during the first 90 days. Product architecture, public-sector procurement, data privacy and safety and inclusive mobility should be covered in week one. Weeks 2-6 should cycle people in engineering, analytics, client delivery, and customer success. On day 30, each entrant is required to do a ‘city problem diagnosis'. They should be added to a live squad by day 60. They will produce a learning review by Day 90 and give it to the managers and buddies. This forms early networks, which are crucial as remote and hybrid newcomers may not be fully integrated after months (Yu et al., 2023).
[image: Figure 2: Day 90 pathway.]
Figure 2: Day 90 pathway.
[bookmark: _Toc232083963][bookmark: _Toc232119782]Year-One Integration and Retention Logic
The first year period should turn adjustment into commitment. HUM must develop four quarterly renewal sprints for new entrants: product mastery, ethical deployment, stakeholder value, and contribution to innovation. In every sprint, include a technical milestone, include a customer problem, include a reflection log, and include a career conversation. The goal is to shorten the ramp-up from 8 months to 4.5 months in one year, increase engagement from 54% to 65%, and maintain high-potential graduate retention under 15%. These targets are justified, as global employee engagement hit just 20% in 2025, and only 12% of employees in Europe reported feeling engaged with their employers (Gallup, 2026). Disruption risks also exist in HUM, with 22% of jobs projected to be at risk by 2030 and 170 million jobs at risk, with 92 million being displaced (World Economic Forum, 2026). Hence, year-one socialisation needs to incorporate learning credits, internal gigs, mentoring round tables and a noticeable graduate progression board. Instead of attendance, the measure of career development should be internal movement, leadership skills, and participation in learning (LinkedIn Learning, 2025).
[image: Figure 3: Year-one sprints.]
Figure 3: Year-one sprints.
[bookmark: _Toc232083964][bookmark: _Toc232119783]Identification and Ethical Professionalism
HUM should cultivate organisational identification through a Helios Citizen Identity System. This should brand the desired citizen as technically competent, public-value oriented, safety-minded and challenging bad decisions. Founder stories, city-client immersion, rituals on successful deployments and peer recognition for cross-site collaboration should be strengthened through identification. The identification has to be balanced: too much identification leads to silence, conformity, and extensive working. Therefore, ‘constructive dissent' should be part of HUM performance reviews. When social support and identity reinforce one another over time, then organisational identification improves engagement (Simbula et al., 2023). Ethical professionalism needs to be ingrained through required Responsible Mobility Clinics reviewing issues of AI bias, surveillance risk, accessibility, safety and procurement integrity. It is crucial, as only 47% of the employees worldwide report that they have received training on AI usage, and 57% report that AI is helping them present work that they did not create as their own (Gillespie et al., 2025). HUM's AI governance model should include external regulation, organisational controls, and system-level lifecycle reviews (Mäntymäki et al., 2022). Ethical leadership should also be measured since it fosters engagement by way of value congruence and identification (Lorenz, 2025).
[image: Figure 4: Ethical identity balance.]
Figure 4: Ethical identity balance.
[bookmark: _Toc232083965][bookmark: _Toc232119784]Building the Business Activist Mindset
The last layer is the “business activist” mindset. In HUM, this involves more than just getting tasks done; employee’s complete tasks. They are making a strong link between AI mobility work and city outcomes, commercial discipline, climate responsibility and public trust. The HR business partner evolution also aligns with this transformation, as HR must produce value for stakeholders by leveraging human capability, not only by managing people processes (Ulrich, 2024). HUM needs to implement this in the context of stakeholder capitalism routines. Each new employee should make one rotation with a city stakeholder, one ethics challenge, one case on customer value, and one reflection on a board-facing metric in year one. There should be a Human Capital Renewal Dashboard to monitor ramp-up speed, graduate retention, engagement, ethical incident reporting, learning hours, internal mobility and client impact. According to Deloitte's ‘AI-enabled change’ study of over 9,000 leaders in 89 countries, organisations now require work redesign, culture and governance to manage change effectively enabled by AI (Deloitte, 2026). Randstad also discovered that 95% of employers believe that the economy will grow in 2026, whilst 51% of workers do not. This gap in belief can only be closed by trust and manager stability, and agency (Randstad, 2026). This architecture translates socialisation into strategic renewal.
[image: Figure 5: Renewal dashboard.]
Figure 5: Renewal dashboard.
[bookmark: _Toc232083966][bookmark: _Toc232119785]TASK B: Job Design Strategy for Helios Urban Mobility
[bookmark: _Toc232083967][bookmark: _Toc232119786]Modular Mission-Based Job Design
Helios Urban Mobility must embrace a modular mission-based approach named Helios Flow, as AI mobility work requires quick recombination of specialist knowledge across London, Berlin and Singapore. The Job Characteristics Model should be applied by redesigning every role around skill variety, task identity, task significance, autonomy and feedback. It is not enough for a data analyst in the transport sector to clean data sets. They should have a full city mobility problem, test an algorithm, be part of a municipal review and observe the impact on congestion, safety or electric vehicle utilisation. Recent research in work design reveals how creative opportunities have to be designed into the structure of the role rather than being incidental (Pundt, 2026). Additionally, HUM should incorporate fortnightly sprint reviews and client feedback, user metrics, and peer critique. This makes feedback into learning. Studies on job impact revealed that the knowledge of who is benefiting from employees' efforts stimulates their innovation (Almazrouei et al., 2023). Job autonomy evidence also states that the implementation of discretion must be backed by evaluation and involvement, as otherwise, pressure may turn into a burnout (Pederson et al., 2026). The balance is a key part of HUM's fast-paced start-up environment. The design should therefore link each job to an external, visible city outcome, rather than an internal task list.
[image: Figure 6: Job design map.]
Figure 6: Job design map.
[bookmark: _Toc232083968][bookmark: _Toc232119787]Skills-Based Architecture and Talent Marketplace
The second layer should be skills-based, rather than title-based, architecture. HUM should create a live skills inventory on AI modelling, data ethics, cybersecurity, public procurement, infrastructure analytics, sustainability, and stakeholder communication. All workers are to have a secure position and to be able to get instant temporary positions from internal sources via a digital matching platform. It should provide for 10% protected learning time, 20% internal marketplace projects, and 70% core delivery. Gartner noted that 41% of HR leaders felt their workforce lacked the required skills, 50% noted that skills were not effectively used, and 62% reported that the uncertainty of future skills was a significant risk (Gartner, 2024a). Moreover, Mercer's 2026 research, involving almost 12,000 respondents, suggests that human and AI capabilities need to be reimagined together (Mercer, 2026). According to Gartner, internal talent marketplaces are systems linking people, skills and work in the context of AI-supported transformation (Gartner, 2024b). McKinsey also suggests that capability investing must be taken seriously in the age of AI, just as financial investment is (McKinsey, 2025). This is important for HUM because not all students make it to graduation is a mobile failure. People walk out the door when opportunities are concealed, slow or controlled only by line managers throughout sites and before they are caught by external recruiters.
[image: Figure 7: Skills marketplace flow.]
Figure 7: Skills marketplace flow.
[image: Figure 8: Work allocation model.]
Figure 8: Work allocation model.
[bookmark: _Toc232083969][bookmark: _Toc232119788]Guided Job Crafting
The third layer should be job crafting, as HUM requires employee agency without role chaos. A quarterly Charter should be completed by each employee, which is the Craft, Commit and Review. With task crafting, workers can swap an automated low-value routine task for experimentation or customer discovery. Relational crafting would involve one collaboration with a colleague from an alternative technical or commercial field. Cognitive crafting would request employees to connect their duties with cleaner mobility, safer streets or better public infrastructure. According to the job crafting theory, employees tailor the task boundary, relationship boundary, and cognitive boundary to better align with their motives and strengths (Tims et al., 2025). Job crafting is also maintained when it facilitates employees' self-concordant goals, according to longitudinal evidence (Clinton et al., 2025). This will involve developing craft in HUM that will contribute to personal growth and city-client outcomes. Service innovation research indicates that high person-job fit leads to higher intrinsic motivation, which further promotes innovative behaviour (Alqhaiwi et al., 2023). Generative AI research adds that workers now craft roles by delegating routine work while taking on new judgment and monitoring tasks (Law and Varanasi, 2025). Each charter should be approved for delivery by managers in relation to ethical AI standards and client value.
[image: Figure 9: Job crafting charter.]
Figure 9: Job crafting charter.

[bookmark: _Toc232083970][bookmark: _Toc232119789]Intrinsic Motivation and Innovation Outcomes
This design fosters intrinsic motivation by incorporating autonomy, competence, relatedness, and purpose into the day-to-day learning experiences. Method choice and marketplace projects are the source of autonomy. Competence is developed through skill badges, feedback and progress that is seen. City squads and cross-site communities are related. The purpose is found in interactions with the outcomes of municipalities. High-performance work systems contribute to innovation performance through the intervening mechanism of intrinsic motivation (Wang et al., 2024). In addition, research on flexible work indicates that autonomy enhances employees' creativity, provided that they are provided with coordination and support (Park et al., 2026). HUM will be measured by the design ramp-up time of less than 5 months, followed by 65% engagement rate, 80% skills-profile completion and 25% internal gig participation and 2 prototypes per squad per quarter. The effects of empowerment and involvement on creative performance are demonstrated in HR practice research by the work engagement (Gürbüz et al., 2024). AI innovation research further shows that the use of AI increases the innovation behaviour in the case of high complexity of the job and openness (Zhang et al., 2025). The research on STEM shows that difficult work can produce innovative behaviour in a way that is different from overwhelming stress (Wu et al., 2024). These metrics should be reviewed by HUM on a quarterly basis to ensure that work design is ongoing, measurable and strategically aligned rather than performative.
[image: Figure 10: Motivation pathway.]
Figure 10: Motivation pathway.
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[bookmark: _Toc232083972][bookmark: _Toc232119791]AI as Decision Support Without Weakening Human Judgement
As part of my future HR career, I will leverage AI to support and enhance my decisions, but not replace them with professional judgment. AI can provide Helios Urban Mobility with insights into engagement patterns, at-risk employees, onboarding information, skill shortages, and internal mobility trends. But I would not accept the output of AI to be automatic decision-making on promotion, redundancy, graduate potential or performance rating. I'd take the approach of questioning AI recommendations as proof, not as fact. I would question what data was used, if the sample was biased, if the outcome was context-dependent and if human consequences were taken. This helps to safeguard critical judgment as decisions made in HR relate to identity, dignity, opportunity and trust.
I would use a human-in-the-loop decision process to avoid relying too heavily on AI. This would involve AI interpreting patterns, while managers and HR professionals would use their ethical, legal and organisational judgment to make sense of them. For instance, if I see that people are more likely to drop out after one year if they are graduates of Berlin, I do not think that means they are not as committed as other people. I would explore supervision, workload, visibility of career, socialisation and psychological safety. I would also cross-reference AI findings with interview data, focus group and exit data. This form of reflection is important because numbers can indicate correlation, but do not always provide meaning. My job would be to bring together data, theory, staff feedback and strategic thinking, and go to the board advising.
[image: Figure 11: AI judgement cycle.]
Figure 11: AI judgement cycle.
[bookmark: _Toc232083973][bookmark: _Toc232119792]Personal Capability Development Plan for Future Employability
The first employability priority I want to focus on is data literacy. I need to be able to read HR dashboards and understand what the scores mean, understand models of attrition, and explain to senior leaders the evidence of the workforce. I would learn Excel analytics, Power BI, basic people analytics and statistical reasoning to develop this. I would also learn how to turn unprocessed HR information into strategic insights. For instance, I'm able to provide a response about whether or not the engagement woes Helios faces are a result of not onboarding well, leadership issues, limited career mobility, or role overload. Improving my credibility would be beneficial as an HR advisor, as I need to be able to discuss people matters, which is a part of data literacy. They also need to demonstrate: evidence, impact, challenge, and provide analysis. My second priority is AI augmentation in HR. I want to learn how AI can enhance workforce planning, screening for interviews, skills mapping, learning personalisation and internal talent marketplaces. However, I must also learn AI ethics, bias testing, transparency and employee consent. This will help me to recommend AI tools in a responsible manner, not just as a new and innovative technology.
[image: Figure 12: Capability roadmap.]
Figure 12: Capability roadmap.
My third priority is strategic influencing. As a future HR professional, I must persuade boards, line managers and employees who may have different interests. I will develop this using stakeholder mapping, business case writing, practises in negotiation and evidence-based communication. The last is global mobility awareness, as there are organisations like Helios that operate internationally, in London, Berlin and Singapore. I need to be aware of the differences between international employment law, international cultural norms, leadership expectations, tax, immigration/relocation support, and hybrid work expectations between countries. I would study international HRM, read through updates on international mobility and compare expatriate, local-plus and virtual assignment models. My personal development objective is thus to be an HR professional who can be confident in using AI, critically analyse the data, engage in influencing senior stakeholders and design human, ethical and globally relevant people systems.
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