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[bookmark: _Toc235187926]TASK A: Socialisation, Identity & Business Activism
[bookmark: _Toc235187927]1. Traditional onboarding vs strategic socialisation
Traditional method of onboarding is effective for providing new joiners an understanding of organisational policies, compliance regulation and job duties. While effective, traditional method primarily focuses upon operationalising people in short-term lacking long-term orientation (Walker-Schmidt et al., 2022). According to Van Maneen and Schein socialisation theory, socialisation strategies used in organisation helps new employees or joiners achieve competence which further limits uncertainty and strengthen anticipated behaviour (Huang et al., 2025). This indicates that onboarding processes is more than an administrative orientation but a process to deliver formal, collective and technical experiences to help employee internalise organisational values (Junça Silva et al., 2026). This reflects that traditional onboarding applied alone is not effective and is not able to promote commitment and flexibility essential for innovation driven organisation such as HUM.
Strategic organisational socialisation on the other hand is more than just orientation as it aims to build psychological association among employees and help them resonate with organisational identity. According to Psychological Contract theory, initial interaction with organisational elements leads employees to develop some expectation relating to career growth, organisational support and reciprocal duties (Wang et al., 2023). These expectations can be met with the help of mentoring, feedback and developmental opportunities which promotes commitment among employees and lead them to make discretionary efforts (Peláez Zuberbühler et al., 2023). This outlook helps in understanding why Helio faces high graduate attrition rate, where limited long-term support can affect the ability of new joiners to build a strong mutual relationship with the organisation.
In the context of Helios, strategic organisational socialisation can be considered a better suitable strategy. This is primarily because the company is driven by innovation which requires collaboration, sharing of knowledge and organisational commitment across global teams to promote a collective growth. Identity construction theory, reflects that employees showcase more commitment only when they are able to internalise organisational values in their professional identity and not as part of organisational demand (Afshari, 2023). This internalisation makes employee become more open and share knowledge effectively, undertake cross-functional collaboration and present idea that ensure achievement of organisational goals (Putri & Wibowo, 2025). Traditional onboarding helps create operational preparedness and does not offer any opportunity for developing organisational identity (Godinho et al., 2023). In the context of Helios, strategic socialisation can help employee associate better with organisational purpose and induce collaboration.


[bookmark: _Toc235187928]2. Strategic organisational socialisation framework for Helios
Pre-boarding: Establishing commitment
Helios should consider actively socialising potential candidates before they formally join the job. Such indirect socialisation will induce a sense of comfort and help individuals to be open and generate a sense of association with the organisation (Grosskopf et al., 2022). Psychological contract theory regarded that initial interactions within organisation directly influences how employee perceive their relationship in workplace and long-term commitment (Fantinelli et al., 2023). Such that, Helios can consider integration of digital onboarding system that use AI ethics modules, greetings from CEO, city-based induction methods and individual career maps for multinational employees. Use of this can help reduce eight-month ramp-up period faced by Helios.

First-90 Days: Organisational Integration
Initial 90-days are considered essential and thereby requires nstitutionalised socialisation and experiential learning programs. Presence of experiential learning within organisations promotes development of employees and help them understand their true potential (Chuang, 2021). Van Maanen and Schein’s six steps to organisational socialisation indicates that presence of formal, serial and collective methods helps reduce confusion which helps new joiner adjust better (Gupta & Prashar, 2026). In context of Helios, the company can consider implementing weekly monitoring, team rotations, and performance review with mentor guidance. These aspects can help implement a structured socialisation process which also offer clarity in role, learning and build commitment in the long-run.

Year one: Identity construction
In the context of first year of joining, Helios should consider identity development among employees to maintain engagement and graduate retention. According to Identity Construction Theory, employees get committed when organisational values are incorporated into their professional identity with proactive and meaningful experiences (Chang et al., 2023). This indicate that Helios should consider integrating leadership mentoring, global mobility programs and sustainability programs into its development programs to ensure continuous development and identity development. Dinger et al. (2022) indicated that long-term socialisation promotes organisational citizenship, which further leads to sharing and retention of knowledge. This in the long-run will help Helios achieve its strategic goal of creating an innovative and committed workforce.

[bookmark: _Toc235187929]3. Generation of organisational identification, ethical professionalism and business activist mindset
Organisational Identification
Helios should consider implementing cross-country innovation communities, leadership conversation sessions and project storytelling forums to foster organisational identification. This will help employees get an opportunity to create a shared meaning through teamwork. Identity Construction Theory contends that identity is constructed by means of enacting roles, socializing and common experiences instead of communicating with one another (Karppinen et al., 2025). Thus, cross-country innovation teams, leadership conversation and joint AI mobility initiatives must help employees understand the purpose of Helios as a whole. Shared interaction and collective meaning making enhances organisational identification as employees internalise organisational values in everyday work experiences (Yue et al., 2021). Presence of an effective organisational identity in the long-run may help increase newcomer attrition, that would enhance graduate retention and engagement at Helios.

Ethical Professionalism
Helios should consider effectively incorporating ethical professionalism normal working systems. Ethical professionalism can be integrated into their operation with the help of ethical leadership, evidence-based decision making, structured ethical decision reviews, consultation with stakeholders, human oversight of AI, and frequent algorithm audits. Ethical Climate Theory reflects that employees during their job are required to make ethical choices which are directly or indirectly influenced by leadership behaviour, organisational norms and performance systems (Al Halbusi et al., 2021). The integration of AI ethics not only to employee training but into operational prospects such as project reviews, leadership coaching, stakeholder impact discussions and value-based appraisals. Burhan et al. (2023) indicated that presence of ethical norms effectively helped to create organisational identity while also promoting supervisory trust. This not only creates a trustful relationship within organisation but also help limit turnover, which was a key issue at Helios.

Business Activist Mindsets
Helios needs to cultivate a business activist mind-set via customer immersion programmes, cross-functional innovation projects, city-government alliances, stakeholder advisory panels, sustainability projects and frequent market intelligence forums. These processes open up employees to external stakeholders and they foster the ability to turn customer needs, while help them convert shifts in regulations and mobility trends into strategic actions (Iqbal et al., 2021). The perspective of Business Activist by Ulrich focused more on customer expectations, external trends, and how to interpret them and turn them into organisational action (Ahmad et al., 2022). This expands the strategic thinking, proactive innovation and assists Helios in generating value to organisational as well as societal stakeholders.
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[bookmark: _Toc235187931]1. An innovative job design strategy
Redesigning jobs using the Job Characteristics Model
	Job Design Element
	Application at Helios
	Strategic Benefit

	Skill Variety
	Engineers rotate across AI development, analytics, customer engagement and pilot implementation
	Builds broader technical, analytical and stakeholder management capabilities while reducing routine work

	Task Identity
	Each engineer delivers one AI mobility project from design to post-implementation review
	Creates ownership, accountability and stronger organisational commitment (Iqbal et al., 2021)

	Task Significance
	Engineers engage with city authorities and customers to understand project impact
	Connects daily work to organisational and societal impact, increasing meaningfulness

	Autonomy
	Teams choose project methods, priorities and technical solutions within strategic goals
	Encourages innovation, responsibility and faster decision-making

	Feedback
	Managers, customers, peers and AI dashboards provide continuous performance feedback
	Supports learning, capability development and continuous improvement (Iqbal et al., 2021)


Table 1: Job characteristics
(Source: Created by the learner)
Helios should consider re-designing the job characteristics in overall rather than just re-redesigning job duties. The job characteristics model asserts that skill variety, task identity and task significance are the core elements that adds meaningfulness within a job duty (Lucas, 2021). On the other hand, autonomy in job promotes responsibility and active feedback enhances learning. Presence of a collective job aspect will not only make the work meaningful but promote the ownership of project creating association with the organisation and its goals (Engert et al., 2025). This supports the overall re-design proposed and can help Helios to manage low engagement and extensive ramp-up time.
Encouraging employee-led job-crafting 
Presence of a formal job design and allowing the employees to shape their work according to their responsibilities may help Helio induce encouragement. Job crafting theory asserts that task crafting helps employees to change responsibilities and scope of work while cognitive allows change in perception with creation of purpose (Geldenhuys et al., 2021). In the context of task crafting, Helios can lead its engineers to choose their own innovation projects, join AI pilot projects and engage proactively in solution design outside of normal jobs. Similarly, relational crafting can be promoted by leading engineers to work collaboratively with other teams, customers and stakeholder. While, the use of cognitive crafting can offer employee opportunity to understand social impact of their work by linking Helio’s mission to their activities of developing a sustainable mobility solution. Geldenhuys et al. (2021) indicated that self-driven change in workplace lead to make the work as it helps aligns the strengths of individual employees with organisational objective. In the context of Helios, the implementation of the strategy can help promote innovation increase interaction and ensure retention of quality high potential candidates.
Developing a skill-based job design
In the context of Helios, the company should consider changing their rigid job structure and implementing a more architectural job design that relies on skill not description. This will help the company assign work not on the basis of job description but based on skills and expertise. This method recognises employees by authenticated skills, proficiency levels, transferable competencies and continuous skill development and enables talent to be aligned with business needs as they arise. This will offer data analytics or AI-capable software engineers the opportunity to transition between mobility, infrastructure and analytics projects without changing their roles or job position (Mohna et al., 2022). Additionally, the use of continuous skills evaluation and individual learning journeys would further help employees acquire the emerging digital skills and reduce the skill gaps. In the context of Helios, the use of skill-based approach is much effective as it offers the company an opportunity to innovate and offer better career prospect which can help reduce turnover and encourage retention.
[bookmark: _Toc235187932]2. Job design simulating intrinsic motivation
Simulating intrinsic motivation
The relative job design provided above will not only help in generating intrinsic motivation but will also help employees to collaborate in workspace because it will make work more significant and satisfying. According to the Job Characteristics Model, skill variety, task identity and task significance makes a job become meaningful, whereas autonomy and feedback enhance responsibility and learning (Lamovšek et al., 2025). Helios, in this context will need to provide its employees an opportunity to select and complete their AI mobility projects and make project decisions on their own. This prospect will help the employee to generate a sense of ownership which will help increase engagement in workplace and create a positive environment. Rai and Maheshwari (2021) reflected that work engagement, job satisfaction and organisational commitment were highly connected with enriched job characteristics. This design is explicitly aimed at the 54% engagement level of Helios and the need to develop jobs that promote ownership and lifelong learning as opposed to repetitive technical jobs.
Job Crafting to support innovation
Innovation needs employees to be flexible in their work because technology and customer needs are dynamic. Job Crafting Theory describes how employees make work better, through the transformation of tasks and relationships at work and their perceptions of their jobs (Holman et al., 2024). Helios should thus motivate engineers to participate in innovation projects beyond their usual responsibilities, collaborate with international colleagues and consider their tasks to be enhancing urban transport as opposed to just creating software. According to Geldenhuys et al. (2021), such changes enhance work meaning as employees will match their strengths with organisational objectives. This will help to motivate employees to come up with new ideas, and to act fast to evolving project requirements in the international teams of Helios.
Innovation in Building using Skills-Based Architecture
Skills-based architecture enhances innovation by aligning workers to work according to their strengths rather than job titles. With skills profiles, transferable skills and ongoing upskilling, and proficiency levels, Helios will be able to shift employees in and out of AI, analytics and smart infrastructure projects when business needs shift. According to Sahu et al. (2026) skills-based organisations are in a better position to address the evolving needs of business due to their ability to utilise the internal talent in an efficient manner and enhancing career opportunities. In the context of Helios, the use of such method will promote knowledge sharing in the organisation, limit future skills gaps and offers clarity in career advancement. These aspects will directly help the organisation to retain high potential graduates that will support long-term innovation and strategic renewal.
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[bookmark: _Toc235187934]1. Discussing how will I use AI as decision-support tool
Using AI for better decision
I will apply AI to assist the HR in making decisions based on workforce data analyses, defining trends and comparing potential solutions. This will enable me to make evidence-based decisions, rather than assumptions. According to De Cremer and Kasparov (2021), AI can add more value to human expertise by assisting it and not substituting it. I understand AI as an enhancing and accelerating analysis quality and speed, although I am still in charge of results interpretation in the context of the organisation objectives and employee requirements.
Critical Human Judgement 
I also understand that AI may not perceive organisational culture, the emotions or other relationships among employees in the same way as humans. Consequently, I will never follow AI suggestions without doubting them when it comes to making significant HR decisions. According to Christou (2023), professionals had more promising results with AI when they were critically reviewing its suggestions rather than accepting them. This observation confirms my perception that AI ought to guide my decision, although my choice, my ethical arguments and consultations with stakeholders are expected to be the final.
Responsible use of AI in HR practice
I will be a responsible user of AI by examining the quality of data, identifying potential bias and how AI-assisted decisions are made. Such a strategy will enhance transparency and contribute to the trust of employees to HR decisions. According to Nishant et al. (2024) AI systems are prone to give biased or misleading results when they are used without specific considerations by the user. With this in mind, I will consider AI as a single source of evidence and not the sole source. This moderated practice will enable me to make equitable, ethical and evidence-based HR decisions in my career.
[bookmark: _Toc235187935]2. Capability Development Plan
Short-Term Development
	Capability
	Development Action
	Resources
	Expected Outcome

	Data Literacy
	Learn HR analytics
	Microsoft Power BI; Kaggle HR datasets
	Better evidence-based HR decisions

	AI Augmentation in HR
	Build AI skills for HR tasks
	AIHR; Copilot; ChatGPT
	Apply AI responsibly in HR

	Strategic Influencing Skills
	Improve communication and influence
	LinkedIn Learning; Toastmasters
	Deliver stronger HR recommendations


Table 1: Action Plan
(Source: Created by the learner)
Long-Term Development
	Capability
	Development Action
	Resources
	Expected Outcome

	Global Mobility Awareness
	Build international HR knowledge
	CIPD International HR; SHRM resources
	Manage global and diverse teams

	Strategic Workforce Planning
	Develop workforce planning expertise
	SHRM People Analytics; Deloitte reports
	Improve strategic talent decisions

	Leadership & Change Management
	Strengthen leadership capability
	Prosci Certification; CIPD Leadership
	Lead organisational change successfully


Table 2: Action Plan
(Source: Created by the learner)
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