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[bookmark: _heading=h.59hpgal350hs][bookmark: _Toc234667310]Task A: Socialisation, Identity & Business Activism
[bookmark: _heading=h.w3zkmbb6jpa3][bookmark: _Toc234667311]1.1 Traditional onboarding versus strategic organisational socialisation
The results of the long ramp-up period for Helios Urban Mobility, along with less employee engagement and low staff churn among graduates, indicate that the onboarding process is not making the job easier for employees to integrate into the company. Traditional onboarding is primarily about Orientation and Induction, where the new employee will be introduced to organisational policies, procedures and immediate job responsibilities (Budhwar et al., 2022). The Orientation is a short-term process aimed at familiarising the employees with the organisation, while Training is aimed at developing the knowledge and skills required for the existing jobs. 
Strategic organisational socialisation is not just the administrative induction of the person, but it is a process which continues to mould employee attitudes, behaviours and identities. It is suggested that organisations should, intentionally, employ structured socialisation tactics to get newcomers acquainted with the knowledge, behaviours and values they need to become effective organisational members as per “Van Maanen & Schein theory” (Arras-Djabi et al., 2025). Unlike onboarding, strategic socialisation is structured and is a journey of the employee through the processes of Orientation, Training, Development and ongoing Performance Management.
[image: ]
[bookmark: _Toc234669102]Figure 1: Psychological Contract Theory
(Source: ResearchGate, 2026)
The importance of strategic socialisation is also explained by “Psychological Contract Theory”. Employees do not just want to be compensated for their time and sign a contract; they want to advance their careers, receive good leadership, and have purposeful work (Howard and Kasprzyk, 2025). If these expectations are not met, employees might consider that the organisation has violated their psychological contract, which will result in decreased employee engagement and increased employee turnover (Malik et al., 2023). The attrition of graduates at Helios suggests that staff staffing and career development might not be what workers originally signed up for.
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[bookmark: _Toc234669103]Figure 2: Identity Construction Theory
(Source: ResearchGate, 2026)
Likewise, “Identity Construction Theory” indicates that employees construct their professional identity through experiences in the workplace, relationships, and organisational culture. The traditional onboarding process conveys information about the organisation and offers few opportunities for an employee to feel like an integral part of the team (Tomprou and Lee, 2022). Instead, strategic socialisation fosters a sense of community identity around the organisation's purpose.
[bookmark: _heading=h.mhryyjcold29][bookmark: _Toc234667312]1.2 Structured Socialisation Framework for Helios 
Build a structured socialisation framework that incorporates the elements of Orientation, Training, Development, Employee Voice and ongoing Performance Management in Helios, including pre-boarding, first 90 days and year one. 
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[bookmark: _Toc234669104]Figure 3: Structured Socialisation framework 
(Source: Self-developed)
Pre-boarding
Pre-boarding should start as soon as employees accept their job offers. Helios should send a digital welcome pack to new hires to outline Helios' mission, values, ethical standards and international operations. Managers are to arrange first-day-at-work meetings with team members and get workplace mentors in place before the first working day (Gagné et al., 2022). Communication of role expectations, learning plans and organisational resources in the early stages helps to reduce role ambiguity and create realistic expectations, thus increasing the psychological contract in the pre-employment phase.
First 90 Days
The first 3 months cover Orientation, Practical Training and ongoing feedback. There should be induction sessions for employees on organisation culture, responsible AI, sustainability targets and employee voice mechanisms. There should be weekly coaching meetings where managers can review progress, discuss difficulties, and look at developmental feedback based on the agile approach to Performance Management (Chen, 2026). Learning activities should take into account Kolb's Experiential Learning Theory, which involves employees in cross-functional projects, observing the operation of customers, and reflecting on their experiences with mentors (Matsuo, 2025). Helios should also take into account the Learning Styles of Honey and Mumford, as this should be done by incorporating a variety of practical activities, reflection and problem-solving to cater for the different learning styles. 
Year One
Once the adjustment is done, it should be oriented towards Development in the long term. The career conversation should take place quarterly to check in on how employees are going in their careers, what they're looking to learn next and what career growth opportunities exist in-house (Campion and Campion, 2025). Staff should also work with staff from other locations in London, Berlin and Singapore on a cross-location project to enhance collaboration and understanding of the organisation.
[bookmark: _heading=h.qxlus99mftp1][bookmark: _Toc234667313]1.3 Proposal mechanism 
[bookmark: _heading=h.wgcwrd8r0fqv][bookmark: _Toc234667314]1.3.1 Organisational Identification
Organisational identification occurs when one identifies oneself with the goals and values of one's organisation. Helios needs to make sure it always conveys the advantages of its mobility solutions powered by artificial intelligence for sustainable cities and better public services (Matej and Amadeja, 2026). Increase employee involvement in organisational decisions through mentoring, cross-functional team working and Employee Voice programmes to further improve ownership and commitment. CPM should also connect individual goals with business strategy so that all people can see how they are contributing to the success of the organisation.
[bookmark: _heading=h.8ffdw7gg774b][bookmark: _Toc234667315]1.3.2 Ethical Professionalism
Ethical professionalism should be inculcated in the socialisation process, not as a compliance exercise. During the orientation, guidelines for responsible use of AI, sustainability pledges, and a code of professional conduct should be discussed. Managers need to be ethical leaders, making decisions that are transparent and free from bias and prejudice, while also creating and sustaining Psychological Safety for employees to voice ethical issues without risk of repercussion (Zielińska, 2025). As employees move up to higher levels of responsibility, their Continuous Development activities should focus on promoting ethical decision-making.
[bookmark: _heading=h.26buke1kgpny][bookmark: _Toc234667316]1.3.3 Business Activist Mindset
The HR Business Partner evolution suggests that people should do more than what it takes to perform operational tasks, and there is a need to make strategic contributions. Likewise, the stakeholder capitalism approach also calls on companies to generate value for customers, communities and society in addition to financial value. Helios can cultivate this attitude by engaging employees from the onset in sustainability projects, innovation projects and cross-functional problem solving (Zielińska, 2025). Helios could do the same by inviting staff to come up with new ideas that will help to make moving around in the city easier and more environmentally friendly. Organisational citizenship and long-term strategic renewal are reinforced by continuous Performance Management of these contributions.
[bookmark: _heading=h.tfuxv9w7r8kh][bookmark: _Toc234667317]

Task B: Job Design
[bookmark: _heading=h.9caghy70pvvp][bookmark: _Toc234667318]2.1 Innovative Job Design Strategy
	Phase
	Key Actions
	Expected Outcome

	Phase 1: Skills Assessment
	Map employee skills, identify capability gaps and create a skills inventory.
	Establish a skills-based architecture for workforce planning.

	Phase 2: Job Redesign
	Redesign roles using the Job Characteristics Model by increasing skill variety, autonomy, task significance, task identity and feedback.
	Improve employee engagement and job satisfaction.

	Phase 3: Job Crafting
	Enable employees to personalise tasks, collaborate across functions and participate in innovation projects.
	Increase ownership, flexibility and employee commitment.

	Phase 4: Internal Talent Marketplace
	Launch an internal platform to match employees with short-term projects, learning opportunities and stretch assignments.
	Enhance internal mobility, skill development and knowledge sharing.

	Phase 5: Review and Continuous Improvement
	Monitor employee engagement, innovation outcomes and performance through continuous Performance Management and Employee Voice.
	Support continuous learning, innovation and strategic renewal.


[bookmark: _Toc234669147]Table 1: Job design
(Source: Self-developed)
Helios Urban Mobility needs to employ an innovative approach to job design based on the Job Characteristics Model (JCM), the Job Crafting Theory and an internal talent marketplace that includes a skills-based architecture. This integrated approach breaks from the mould of the traditional job description and allows for more flexible roles that enable ongoing learning, collaboration and internal mobility (Gagné et al., 2026). This is especially well-suited to Helios, as its AI-powered mobility business is in a dynamic state in which employees need to be continually developing new skills and capabilities and adapting to technology.
The Job Characteristics Model posits that five job characteristics, like skill variety, task identity, task significance, autonomy and feedback, are associated with enhanced performance and engagement. Helios must revise job roles to offer staff more skill variety, for example, through cross-functional projects where they are engaged in the development of AI and data analytics, as well as in smart infrastructure design (Susanto et al., 2024). Implementing projects from the outset to the end instead of carrying out individual tasks can enhance task identity for the employees. Employees should also be aware of the value of their job, how mobility solutions contribute to urban sustainability and public transport systems. 
[image: ]
[bookmark: _Toc234669105]Figure 4: Concepts of HRM
(Source: Susanto et al., 2024)
The strategy should also incorporate Job Crafting Theory, which empowers employees to actively influence parts of their work. Opportunities for task crafting should include opportunities to choose projects that are of interest to them, relational crafting through cross-departmental and international office projects, and cognitive crafting through knowing how their work fits into Helios' broader sustainability initiative. This flexibility helps staff adjust their tasks and fit in with organisational goals. Helios needs to establish a skills-based architecture by establishing an internal talent marketplace to enable long-term organisational agility (Robinson et al., 2026). Therefore, employees need to be continuously trained and developed with cross-functional assignments, mentoring and project experiences. This is in line with Kolb's Experiential Learning Theory, which states that employees learn from doing, reflecting and applying. In Schneider Electric, for instance, it is possible for employees to join projects in various business units based on their skills (Zielińska, 2025). It is for enhancing internal mobility and organisational capability by engaging in projects in different business units through the Open Talent Market. Helios can follow a similar path to develop a more flexible and future-proof workforce.
[bookmark: _heading=h.34r9goyt7oqg][bookmark: _Toc234667319]2.2 Achieve and foster intrinsic motivation and innovation
The proposed job design will increase employees' personal growth and their sense of ownership of their work, as well as foster meaningful work, which will also serve to increase the intrinsic motivation of the participants. The design is not based on monetary incentives as its primary mechanism, but instead is based on the creation of a work environment that is motivating to employees to learn, achieve, and contribute. This is especially valuable for Helios, due to the fact that decreasing levels of employee engagement and graduate attrition are signs that employees need greater developmental opportunities and meaningful career experiences (Lee et al., 2025). According to Self-Determination Theory, autonomy, competence and relatedness are the factors that enhance intrinsic motivation in employees. Autonomy is addressed by the proposed job design in both the Job Characteristics Model and Job Crafting Theory (Howard et al., 2026). Staff have more choice in the nature of work, working methods and opportunities to work cooperatively, which enables them to have an impact on the way they work. This gives employees more responsibility, leading to greater ownership and accountability, and better employee commitment.
The second psychological need, competence, is met through the skills-based architecture. Helios should have continuous learning opportunities via rotation of projects, mentoring and individual development plans. The second theory relevant to competence development is Kolb's Experiential Learning Theory, which emphasises learning by doing, reflection and experimentation by learners. This learning should be addressed through regular developmental feedback and coaching, and not just once a year through an annual performance review process (Vereb et al., 2025). Collaboration across functions and Employee Voice enhances relatedness. Shared innovation projects build stronger professional relationships between employees from across London, Berlin and Singapore, and knowledge and perspectives are shared. If the employees feel that their opinion is valued, they will be more likely to contribute their ideas, share knowledge and adhere to organisational objectives.
The design also supports the idea of innovation based on Amabile's Componential Theory of Creativity, which proposes that creativity relies on relevant expertise, creative thinking processes, and intrinsic motivation. Continuous Development and Cross-functional projects develop workers' technical understanding, and Job crafting promotes creativity and problem-solving. The integration of employees from varied skill sets and experiences within internal talent marketplaces also drives innovation by helping to solve complex organisational issues (Robinson et al., 2026). Unilever has an internal talent marketplace, for instance, where workers can sign up for brief projects that aren't part of their formal duties, boosting the sharing of knowledge, internal mobility and innovation (Unilever, 2026). Likewise, Helios can be used to facilitate collaboration between AI engineers, software developers and infrastructure analysts to develop strategic initiatives that enhance smart urban mobility solutions. Helios can design jobs and implement continuous learning, Employee Voice and agile Performance Management to build a motivated workforce that can support long-term strategic renewal and sustain innovation.
[bookmark: _heading=h.st1fk4k3s069][bookmark: _Toc234667320]

Task C: Reflective Report
[bookmark: _heading=h.6xr3e3loj5ps][bookmark: _Toc234667321]3.1 Use artificial intelligence to make informed decisions 
Artificial Intelligence (AI) is revolutionising Human Resource Management, optimising decision-making processes with faster and more precise results. I'm not so convinced, however, that AI can take the place of human judgment when it comes to deciding (Arora et al., 2025). As an HR professional in the future, I would leverage AI for tasks like recruitment screening, workforce planning, performance analytics, and employee engagement analysis. It is important to minimise unconscious bias in recruitment and ensure fairness through valid and reliable selection processes. AI can play a role in this goal by helping to standardise some administrative tasks, but there are some factors that need to be considered: organisational fit, ethics, and individual circumstances (Ahuja et al., 2025). I also feel it is vitally important for Employee Voice to remain when organisations incorporate AI into HR. Staff should be aware of how AI can aid in decision-making and given the chance to challenge or question the results of the AI. 
[bookmark: _heading=h.vfj09jukv5kd][bookmark: _Toc234667322]3.2 Personal Capability Development Plan
I see the future of HR as constantly changing and know I need to be committed to learning continuously, whether that's new knowledge, new digital skills or new strategic thinking. The four pillars of my personal capability development plan are data literacy, AI augmentation in HR, skills in strategic influencing and global mobility awareness. The priority is to enhance data literacy to be more competent with interpreting HR metrics, Workforce analytics and performance data (Keeler et al., 2026). I also want to build my understanding of AI augmentation for HR by understanding the role of AI in recruitment, talent management, workforce planning, and employee engagement, along with ethical considerations and limitations. This will enable me to leverage AI as a decision support tool and not follow its recommendations.
Second, I want to build up my strategic influencing abilities, specifically through communication, negotiation and stakeholder management. HR professionals are no longer restricted to administrative duties, but are also called upon to be part of the organisational strategy, thus influencing higher-level decision makers and leading the change. These skills will be developed through presentations, group projects and practical work experience (Agache et al., 2025). Lastly, I hope to become more aware of the world around me so that I can become a more effective manager of employee behaviours in international organisations by learning about the impact that cultural differences have on employee management. When doing business in other countries, as per Hofstede's Cultural Dimensions Theory and expatriate management. I will acquire cross-cultural communication skills and understand international HRD practices, which will help me function in a multinational organisation.
	Capability Area
	Development Activities
	Career Benefit

	Data literacy
	Learn HR analytics, workforce metrics and performance analysis
	Improve evidence-based HR decision-making

	AI augmentation in HR
	Develop knowledge of AI tools, ethics and responsible AI use
	Use AI as a decision-support tool effectively

	Strategic influencing
	Strengthen communication, negotiation and stakeholder management through projects and work experience
	Influence strategic decisions and lead organisational change

	Global mobility awareness
	Study cross-cultural HRM, Hofstede's Cultural Dimensions and expatriate management
	Build competence to work effectively in multinational organisations


[bookmark: _Toc234669148]Table 2: Personal development plan 
[bookmark: _heading=h.b7vhqlx5xo0q][bookmark: _Toc234667323](Source: Self-developed)
References
Agache, A., Agache, T. and Mocan, M., 2025. Mapping the Landscape of Responsible Management: A Bibliometric Analysis. In Proceedings of the International Conference on Business Excellence (Vol. 19, No. 1, pp. 721-733). Sciendo.
Ahuja, P., Gupta, M., Jain, J., Sood, K. and Vardari, L., 2025. HR Analytics Research Landscape (2003–2024): A Systematic, Bibliometric, and Content Analysis. Journal of Economic Sciences: Theory & Practice, 82(2), p.4.
Arora, S., Chaudhary, P. and Singh, R.K., 2025. Adoption of HR analytics for future-proof decision making: role of attitude toward artificial intelligence as a moderator. International Journal of Organizational Analysis, 33(9), pp.3047-3063.
Arras-Djabi, M., Kuyken, K. and Shimada, S., 2025. Organizational Socialization Tactics in Japan. Management international= International management= Gestión internacional, pp.1-23.
Budhwar, P., Malik, A., De Silva, M.T. and Thevisuthan, P., 2022. Artificial intelligence–challenges and opportunities for international HRM: a review and research agenda. The InTernaTIonal Journal of human resource managemenT, 33(6), pp.1065-1097.
Campion, E.D. and Campion, M.A., 2025. Using practice employment tests in recruitment and selection to equalize preparation opportunities. Human resource management, 64(3), pp.879-899.
Chen, Z., 2026. Algorithmic human resource management as a mode of algorithmic governance: transparency, fairness, and human agency in the digital workplace. Humanities and Social Sciences Communications, 13(1), p.594.
Gagné, M., Olafsen, A.H., Carpini, J.A. and Frølund, C.W., 2026. Self-determination theory in the workplace: the evolution, present, and beyond. Journal of Business Research, 210, p.116146.
Gagné, M., Parker, S.K., Griffin, M.A., Dunlop, P.D., Knight, C., Klonek, F.E. and Parent-Rocheleau, X., 2022. Understanding and shaping the future of work with self-determination theory. Nature reviews psychology, 1(7), pp.378-392.
Howard, J.L., Bradshaw, E.L. and Ryan, R.M., 2026. Future directions for self-determination theory: Introduction to the special issue. Motivation and Emotion, 50(1), pp.1-12.
Howard, M.C. and Kasprzyk, M., 2025. Integrating modern research on social courage via psychological contract theory: direct and interactive effects of work engagement and moral disengagement. Journal of Organizational Effectiveness: People and Performance, 12(3), pp.459-478.
Keeler, J.B., Andrieux, P., Adeniji, S., Sowden, W.J. and Whitmore, J.L., 2026. Generative AI-enhanced stimuli in organizational behavior research: a scoping review. Organization Management Journal, 23(1), pp.148-171.
Lee, J., Lee, J., Jun, K. and Kim, K., 2025. Exploring a multidimensional construct of employee experience and outcomes. Personnel Review, 54(7), pp.1847-1872.
Malik, A., Budhwar, P., Mohan, H. and NR, S., 2023. Employee experience–the missing link for engaging employees: Insights from an MNE's AI‐based HR ecosystem. Human Resource Management, 62(1), pp.97-115.
Matej, Č. and Amadeja, L., 2026. Work has changed, has HRM? Designing for the distributed, fragmented, and fluid era. Human Resource Management, 65(2), pp.305-324.
Matsuo, M., 2025. Supporting experiential learning for expanding successes: Extending Kolb’s model. Human Resource Development International, 28(3), pp.423-445.
Researchgate, 2026 Fundamental-Concepts-in-Identity-Construction-Based-on-Sociocultural-Theories Available at: https://www.researchgate.net/figure/Fundamental-Concepts-in-Identity-Construction-Based-on-Sociocultural-Theories_fig2_321424534 [accessed on 11.7.2026]
Researchgate, 2026 Overview-of-psychological-contract-phases-and-their-interrelations Available at: https://www.researchgate.net/figure/Overview-of-psychological-contract-phases-and-their-interrelations_fig1_324565677 [accessed on 11.7.2026]
Robinson, A.P., Jarrahi, M.H., Keegan, A. and Meijerink, J., 2026. Algorithmic Management in Limbo: Task‐Driven Interweaving of Hierarchy and Market Management. Human Resource Management, 65(1), pp.117-131.
Susanto, P.C., Sugiyanto, S., Rachman, S., Saepudin, T.H. and Ismail, D.H., 2024. Human resource management concepts: Recruitment, job analysis, job evaluation, remuneration and organizational development. Greenation International Journal of Law and Social Sciences, 2(3), pp.88-104.
Tomprou, M. and Lee, M.K., 2022. Employment relationships in algorithmic management: A psychological contract perspective. Computers in Human Behavior, 126, p.106997.
Unilever, 2026 respect-human-rights Available at: https://www.unilever.com/sustainability/respect-human-rights/human-rights-in-our-own-operations/ [accessed on 11.7.2026]
Vereb, D., Krajcsák, Z. and Kozák, A., 2025. The importance of positive employee experience and its development through using predictive analytics. Journal of Modelling in Management, 20(1), pp.51-69.
Zielińska, A., 2025. Enhancing Global Talent Management in Contemporary Organisations Through Technology and Information Systems. In The Palgrave Handbook of Breakthrough Technologies in Contemporary Organisations (pp. 235-247). Singapore: Springer Nature Singapore.
Zielińska, A., 2025. Enhancing Global Talent Management in Contemporary Organisations Through Technology and Information Systems. In The Palgrave Handbook of Breakthrough Technologies in Contemporary Organisations (pp. 235-247). Singapore: Springer Nature Singapore.


14


image3.png
Society
Culture

Community




image4.png
Structured Socialisation Framework for Helios

PRE-BOARDING

(starts upon job offer acceptance)

FIRST 90 DAYS
(orientation, practical training, feedback)

YEAR ONE
(long-term development)

Send digital welcome pack
(mission, values, ethics,

Induction sessions: Org culture, Responsible
Al, Sustainability targets, Employee Voice

—

Adjustment complete,
orient towards long-term

Managers arrange first-day
team meetings

discuss difficulties, look at developmental
feedback (agile performance management)

¥

Set workplace mentors in
place before day one

Learning activities incorporate Kolb's
Experiential Learning Theory (cross-functional
projects, customer operation observation, reflection

with mentors)
L2

¥

Communicate role
expectations, learning plans,
and resources

Incorporate variety of activities (reflection,
problem-solving) for HOHEY and Mumford's Learning
Styles
¥

Encourage Employee Voice: Regular pulse
surveys, informal conversations, create Psycholo-
gical Safety (ask questions, share ideas)

international operations) mechanisms development
) k2 i
Weekly coaching meetings: Review progress, Quarterly career

Career progress, next
learning goals, internal career
growth opportunities

i

Staff work on cross-location
projects (London, Berlin,
Singapore) to enhance
collaboration and
organizational
understanding





image5.png
. " . . Organizational
Recruitment Job Analysis Job Evaluation Remuneration Development

FHuman Resource
Management
Concepts





image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David





image2.png
Positive Renegotiation
Affect Phase

Creation Maintenance Shsasil
Phase Phase sraption

T

Negative
Repair Phase
1

Note. Dashed lines reflect known relationships between: Creation Phase and Exit (e.g., Wanous, 1980), Repair Phase
and Exit (e.g., Zhao et al., 2007).




