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[bookmark: _Toc235042902]Task A: Socialisation, Identity & Business Activism
[bookmark: _Toc235042903]Critical Evaluation of Traditional Onboarding versus Strategic Organisational Socialisation
The long eight-month ramp-up period, poor employee engagement and high graduate turnover imply that the onboarding process used by Helios Urban Mobility is failing to find the right balance in terms of getting new employees up and running in the organisation (refer to case study). Traditional initiation is mainly concerned with getting paperwork done, introducing and explaining policy and work practices. These tasks allow employees to carry out their work but can ignore the cultivation of organisational commitment, values and sustained involvement (Marchington, et al., 2021).
Conversely, strategic organisational socialisation sees onboarding as a continuous process designed to foster employees' understanding of the company's culture, develop working relationships and integrate personal aspirations into organisational goals. This is especially applicable to Helios where innovation and collaboration are key to providing AI-powered mobility solutions. Organisational socialisation theory of Van Maanen and Schein states that uncertainty can be reduced and a consistent behaviour pattern can be established through a structured socialisation process that involves formal orientation, mentoring and sequential learning (Woodrow and Guest, 2020). The implementation of these practices in Helios international locations would assist the employees to adapt faster and improve collaboration and organisational consistency.
Successful socialisation is not just about acquiring the norms of the organisation. According to Psychological Contract Theory, these unwritten career development, managerial support and recognition expectations are formed based on early experiences in an organisation (Hayes and Keyser, 2022). When these expectations are not fulfilled the staff are more likely to become disengaged and leave the organisation. Helios should strengthen the psychological contract by communicating, providing regular feedback and making realistic career discussions a regular element of support instead of only at the beginning. 
Additionally identity construction theory suggests that an employee's level of commitment increases when they start to think of being part of an organisation as their identity (Manzi, et al., 2023). Helios' identity is crucial when it comes to innovation as it depends on knowledge sharing, collaboration and collective problem-solving. Helios' combination of a structured socialisation experience and ongoing relationship-building and identity formation processes can make the difference between new employees and independent organisational citizens. When compared to traditional induction it is likely to achieve greater adjustment time, better engagement and retention of high-potential graduates which can help the organisation to achieve long-term strategic renewal.
[bookmark: _Toc235042904]Proposed Strategic Socialisation Framework for Helios Urban Mobility (HUM)
The structured strategic socialisation framework is recommended to overcome the difficult situation of HUM with the extended ramp-up period, lack of engagement and graduate attrition (refer to case study). It differs from traditional onboarding because it begins before boarders join, and continues through to the end of the first year, allowing workers to progressively acquire knowledge, relationships and organisational commitment. The framework draws on the socialisation concept by Van Maanen and Schein, Psychological Contract Theory and Identity Construction Theory to ensure that the employee understands their role and feels connected to Helios' mission and culture.
Stage 1: Pre-boarding
Helios should create digital platforms for employees to engage in, welcome messages to help them get to know each other, online induction materials and virtual induction sessions with managers and mentors before they join. The recruits should also be briefed on the company's AI-powered mobility initiatives, its values and ethical conduct. These activities reduce uncertainty and start to establish a positive psychological contract as the organisation shows support for the person before they start work (Caldwell and Peters, 2018). Early interaction also helps to shape positive expectations of a future role in Helios' innovative culture, encouraging employees to feel a sense of belonging.
Stage 2: First 90 Days
The first three months should be a mixture of structured induction, ongoing learning and relationship building. Employees should engage in cross-functional team projects, technical training and weekly meetings with mentors and line managers (Chikezie, et al., 2024). Frequent feedback sessions should help clarify performance expectations and indicate development needs. In this stage introducing graduates to collaborative innovation projects enhances the sense of belonging to an organisation by enabling them to be part of meaningful business goals rather than giving them repetitive tasks. It also builds trust and meets the psychological contract expectations of support and career development through ongoing communication.
Stage 3: Year One
For the first year, socialisation should be directed towards the retention and development of social skills. Personalised learning plans, quarterly career conversations, job rotation, innovation and sustainability opportunities should be provided to employees. Recognition schemes and in-house networking activities should strengthen the values of the organisation and promote information sharing between international offices (Institute of Directors, 2023). These efforts reinforce staff's sense of themselves as professionals and their career commitment to Helios. As a result the organisation has a lower rate of graduate turnover, higher levels of employee engagement and the ability to develop employees who are actively involved in strategic renewal as opposed to merely executing assigned tasks.
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Figure 1: Strategic Socialisation Framework for Helios Urban Mobility
(Source: Created By Author)
[bookmark: _Toc235042905]Developing Organisational Identification, Ethical Professionalism and Business Activism
The socialisation plan should help Helios Urban Mobility foster employees who are driven to help the organisation achieve success and not only to get their job done. A clear expression of the organisational purpose, a culture of working together across international teams and the recognition of employees' contributions to innovation can help to achieve organisational identification. The theory of identity agrees that when employees' values become a part of their identity at work, they tend to get more committed (Manzi, et al., 2023). Mentoring, cross-functional projects and frequent recognition should reinforce the sense of belonging and commitment of employees.
Ethical professionalism should be continually encouraged by maintaining integrity, accountability and responsible decision-making (CIPD, 2025). Helios should include ethics training, guidelines on the governance of AI and inclusive leadership within employee development programs. These efforts foster fairness, transparency and psychological safety alongside responsible innovation in AI-powered mobility services.
Additionally, the company must develop a business activist attitude by promoting the reflection of broader customer, community and environmental impacts of decisions made by employees. The HR Business Partner model by Ulrich focuses on HR employees as strategic partners who add value beyond operational performance (Fechter, 2026). This perspective aligns with stakeholder capitalism which encourages organisations to integrate business goals with social responsibility. Employees have the opportunity to be active participants in sustainability initiatives, innovation forums and stakeholder engagement activities as part of Helios' long-term strategic renewal.


[bookmark: _Toc235042906]Task B: Job Design
[bookmark: _Toc235042907]Industry context
The smart mobility sector is growing fast due to the development of smart city projects, electric vehicles and artificial intelligence (AI). The need for innovative and high-skilled manpower is a key factor driving the smart mobility market as it was valued at USD 51.77 billion in 2025 and is expected to grow at a 19.4% CAGR to reach USD 255.75 billion by 2034 (Fortune Business Insights, 2026). Moreover 39% of workers' primary abilities will be transformed by 2030, highlighting the importance of ongoing learning and flexibility in the workforce (World Economic Forum, 2025). Helios Urban Mobility's low engagement rate (54%), eight-month ramp-up process and high rate of job changes show that traditional job design is not working (refer to case study). Hence, innovativeness in job design with a focus on motivating employees, flexibility and skills development is a must for enhancing the innovation performance of an organisation and maintaining it.
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Figure 2: Smart Mobility Market
(Source: Fortune Business Insights, 2026)
[bookmark: _Toc235042908]Helios Urban Mobility (HUM) Proposed Innovative Job Design Strategy 
Improving Meaningful Work using the Job Characteristics Model
Helios should redesign jobs based on the Job Characteristics Model (JCM) of Hackman and Oldham to increase employee engagement and shorten the long ramp-up time. The model suggests that jobs should be redesigned to provide greater skill variety, task identity, task significance, autonomy and feedback to employees to enhance their intrinsic motivation and job performance rather than being specialists working in isolation (Janse, 2026). This is especially applicable to Helios where creativity, collaboration and lifelong learning are the keys to AI-powered mobility projects instead of repetitive tasks.
Helios should help develop a variety of skills by enabling engineers, software developers and data analysts to be involved in multidisciplinary projects that incorporate artificial intelligence, electric mobility and smart infrastructure. In addition, employees should feel more like they are part of a project rather than just one phase of it which allows them to plan, execute and oversee projects from start to finish. Furthermore, by showcasing the broader social benefits of using AI in urban mobility and environmental sustainability, employees can better appreciate the impact of their work on the world which can increase their task significance (Luxshi, et al., 2024). Giving employees more autonomy such as the ability to engage in flexible working and make their own decisions will help them to try and test new solutions and regular training sessions will enable them to learn and develop their work practices. Together, these job factors can produce more purposeful work, increase the adjustment of employees and enhance their overall engagement with Helios' international workforce.
Job Crafting: Enabling employees
Job designing is important for providing organisation but employees need to be encouraged to create aspects of the job themselves. Job Crafting Theory posits that employees will proactively modify their work, relationships with others in their work environment and the way that they think about their work to make it more meaningful and satisfying (He, 2021). This is especially important in technology companies where innovation relies on employee initiative and not on job boundaries.
Helios should provide opportunities for employees to choose innovation projects that align with their strengths and goals. Relationship-building can be further enhanced by fostering collaboration between teams in London, Berlin and Singapore using virtual communities of innovation, mentoring and cross-functional projects. Additionally, cognitive crafting should be accompanied by frequent expressions of the value of their contributions to sustainable urban mobility and public services. These programs enable staff to connect their work to the wider organisational objectives rather than to a series of technical tasks.
Role ambiguity and performance inconsistencies can occur with unconstrained job crafting if there is an unclear organisational agenda. Hence, managers must set objectives clearly, regularly review performance and ensure that the efforts of each individual are aligned with the company’s goals. 
Creating a Skills-Based Organisation with an Internal Talent Marketplace
As AI advances job roles are rapidly changing which makes traditional job descriptions hard to continue. For this reason, Helios needs to develop a skills-based architecture combined with a skills marketplace where workers are assigned to projects based on the skills they have rather than job titles. This enables more agile workforces and fosters ongoing learning and internal career progression (Marchington, et al., 2021).
All staff should have digital skills profiles, covering technical, analytical and leadership skills. AI can be used to suggest project opportunities and short-term tasks as well as personalised learning paths according to organisational needs and individual capacities (Downie and Hayes, 2026). Employees should also be given opportunities to reskill using a digital learning platform and change roles within the organisation to learn new skills. The skills-based approach to careers offers greater flexibility than a traditional hierarchical approach, serves to better retain talent and allows Helios to adapt to evolving customer and technology requirements more effectively. This approach is complemented by job design and job crafting from the employee to ensure the workforce is future-oriented and can continue to drive innovation and organisational growth over time.
[bookmark: _Toc235042909]Effect on Intrinsic Motivation and Innovation Support 
Enhancing Intrinsic Motivation: The job design approach recommended enhances intrinsic motivation through the establishment of meaningful, autonomous and skill-based jobs. The Job Characteristics Model asserts that employees are more motivated when they are given a sense of meaningful work, responsibility for their outcomes, and regular feedback (Janse, 2026). Employees at Helios can use various skills here due to greater autonomy, cross-functional collaboration and permanent learning opportunities as they also have the opportunity to contribute to innovative mobility solutions. Similarly job crafting allows staff to tailor their roles to their talents and interests, leading to greater job satisfaction and organisational commitment (He, 2021).
Supporting Innovation: The integrated strategy also boosts organisational innovation through knowledge sharing, intra-organisational mobility and ongoing skills development. Skills-based architecture allows workers to transfer from one project to another according to their skills, fostering collaboration and quick problem-solving (Braun, et al., 2025). Furthermore, this combined with an internal talent marketplace allows Helios to adapt rapidly to technological advancements and to keep top talent. This allows the organisation to increase engagement, lower staff turnover and create an agile workforce that can be a source of sustainable innovation and competitive advantage.


[bookmark: _Toc235042910]Task C: Reflective report
Use of AI as a Decision-Support Tool with Critical Human Judgement
AI is an increasingly valuable decision support tool that can analyse huge amounts of workforce information, uncover patterns and boost HR administration effectiveness in today's HR landscape (Vhora, et al., 2024). I understand how AI can assist in the recruitment process, workforce planning, performance evaluation and employee development by providing timely insights and alleviating repetitive work. I do realise that AI should be used with good judgment not to replace human decisions but because HR decisions sometimes include ethical considerations, empathy and a sense of the organisation which AI cannot fully understand.
As a future professional, I will leverage AI to analyse employee data and create evidence-based recommendations and critically evaluate the outputs before making a decision. I will challenge outputs of artificial intelligence by considering values of an organisation and ensuring decisions are fair, transparent and without algorithmic bias. Human oversight is crucial in the area of recruitment, promotion and performance management decisions as this affects employees' careers and well-being (Zheng, et al., 2025). I can leverage AI capabilities with ethical considerations and professional judgment to enhance decision quality, ensuring trust, accountability and responsible HR practice.
Personal Capability Development Plan for Future Employability
I understand the need for ongoing professional development to be effective in the ever-changing field of HR. My top priority is to develop my data insight, understanding how to analyse workforce data and utilise HR dashboards to aid decision-making at a strategic level. This will help me in making evidence-based recommendations instead of just relying on intuition. Furthermore, I plan to enhance my understanding of AI support in HR by gaining practical experience in AI-driven recruitment, performance management and workforce planning. I also want to develop my strategic influencing by enhancing communication, stakeholder management and problem-solving skills. These skills will assist me in being effective in working with senior leaders and contributing to organisational strategy. 
Moreover I want to expand my global mobility awareness by building cross-cultural competence and understanding of international HR practices. Organisations today work across several countries and these skills will help me to work with multiple workforces and support the business's goals across the globe. Ongoing learning and reflection will help me be adaptable, innovative and employable throughout my HR career.
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