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[bookmark: _heading=h.31xstprpnjgy]Introduction
Helios Urban Mobility’s rapid international expansion has created human capital challenges that threaten organisational performance and strategic renewal. An integrated socialisation system can enhance organisational commitment, fast-track employee adaptation, enhance engagement, and develop ethical, innovative professionals who can drive sustainable organisational competitiveness. 
[bookmark: _heading=h.nvkoqr723bwc]TASK A: Socialisation, Identity and Business Activism
[bookmark: _heading=h.glch7aiip2y9]Creating a Strategic Socialisation System
Rapid global growth of Helios Urban Mobility has resulted in uneven staffing experiences, disrupting engagement and productivity and retention. The long start-up phase and high turnover rates of graduates indicate that conventional onboarding does not support strategic goals any longer (Kim, 2023). In turn, this implies that Helios needs to have an integrated socialisation system that grows employee capability, organisational identity and commitment of stakeholders on a continuous basis, converting new hires into committed organisational citizens. 
[bookmark: _heading=h.yr0vxjsm4xwx]Evaluating traditional onboarding versus strategic organisational socialisation
The traditional onboarding mainly presents the organisational policies, compliance obligations and initial job duties to the employees over the course of the first weeks of employment. Though this method lessens confusion in administration, it often builds up emotional dedication or collective organisational principles. As a result, employees are usually aware of their functions without the perception of how their efforts contribute to organisational strategy (Morandini et al., 2023). In the case of Helios, this fact limits the extended adjustment processes since technical competence is formed outside the organisational integration. 69% of the millennial workforce will stay longer when organisations offer outstanding onboarding experiences (Peck, 2024). It is which is a demonstration of the strategic value of thorough socialisation.
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Figure 1: Traditional Onboarding
Source: (Kapolas, 2024) 
Strategic organisational socialisation is a developmental process which involves the internalisation of organisational norms, behaviours and expectations in the long run by employees. Van Maanen and Schein state that such institutionalised socialisation strategies include collective learning, formal mentoring and sequential development (Houle et al., 2024). Hence, role models promote decreased ambiguity and normative behaviour change. These strategies, when applied in the London, Berlin and Singapore operations of Helios, would enhance cultural uniformity despite geographical non-uniformity. This would enable the employees to gain both technical capability and organisational knowledge over time, increasing productivity more quickly as well as reducing uncertainty. Productivity goes down by an average of 10% in organisations that lack structured socialisation (De Smet et al., 2023).
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Figure 2: Organisational socialisation
Source: (Aranibar et al., 2022) 
Factors such as a positive psychological contract between employees and employers will also be important in promoting effective socialisation (Aranibar et al., 2022). Potential employees formulate expectations about career prospects, treatment by their managers and the organisation about equity before they enter employment. Where such expectations are not met, there will be a drop in commitment and turnover intentions. CIPD Good Work Index points out that it seems that only approximately 49% of employees are very enthusiastic at the workplace (CIPD, 2024). It is which should be addressed with the requirement to meet expectations related to employment. Helios thus needs open communication, regular developmental feedback, and realistic career deliberations during the first year of employment.
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Figure 3: Positive psychological contract
Source: (Huang et al., 2022) 
Mainly as the evolution of organisational identity is an ongoing process based on interaction rather than isolated incidents of induction. Personal values are matched with organisational purpose, and this leads employees to become committed organisational citizens (Huang et al., 2022). This is because Helios develops sustainable urban mobility solutions, and socialisation should strengthen the role of the employees in environmental innovation and value to the people. 
[bookmark: _heading=h.a6489zuqjfd7]Designing the Socialisation Framework
Pre-boarding
The socialisation process must start as soon as the employment is accepted, with a well-organised pre-boarding programme. Organisational values, sustainability mission, AI innovation strategy and anticipated behavioural standards should be introduced by Helios. New entrants will be best oriented in the organisational culture through virtual meetings with the managers and assigned mentors to define realistic expectations (Esha et al., 2023). Early engagement decreases uncertainties, builds stronger psychological contracts and increases smoother integration into the organisation. 
First 90 Days
Helios accomplished in the first ninety days should be an experiential incorporation of technical education with ongoing social interchange by cross-functional project rotations, mentoring association, routine developmental reviews and joint explicit innovation workshops throughout London, Berlin and Singapore. Such a progressive method allows employees to gradually gain technical competence as well as build organisational relationships (Poláková et al., 2023). Thus, understanding and confidence in their job and hence, speed up the adjustment process and commitment to the organisation. 
Year 1 Integration
During the first year, the socialisation should be strengthened by means of shadowing of leaders, a sustainability program, challenging innovation and individual career development planning. Constant learning will help employees stay active longer than during initial onboarding and will help enhance organisational identification and commitment (Rani et al., 2024). Employing employees to participate in strategic mobility projects will keep employees professionally developing, as it strengthens their contribution to attaining the sustainable business of Helios. 
[bookmark: _heading=h.se9jamhdx6kc]Cultivating Committed Organisational Citizens 
Organisational Identification
Helios is advised to enhance organisational identification by aligning the short-term duties of the employees with its mission of providing AI-based sustainable urban mobility solutions. Shared values should be reinforced by executive storytelling, cross-location mentoring and a recognition programme, as well as motivate employees to perceive organisational success as personal success. Characteristics of identity construction theory propose that organisational attachment is built in the process of constant interaction as opposed to secluded activities of induction (Huang et al., 2025). Highly organisationally identified employees are more likely to exhibit organisational citizenship behaviours, enhancing collaboration, engagement and retention in the long run. 
Ethical Professionalism
Ethical professionalism should be embedded throughout Helios' socialisation process by integrating responsible AI governance, data privacy, sustainability and ethical decision-making into technical training. To make sure that innovation meets societal trust and regulatory standards, scenario-based learning may assist the staff in learning to implement ethical principles when developing smart mobility technologies (Burton, 2026). This proactive strategy goes beyond compliance to responsible professional practice. Consumers would want organisations that exhibit ethical business practice, and ethics is both a social responsibility and a competitive advantage. 
Business Activist Mindset
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Figure 4: Ulrich’s evolution model
Source: (Somu and Jayavel, 2024) 
Helios ought to develop a business activist mindset wherein the employees are motivated to produce customer, community and environmental value in addition to financial performance. Along with HR Business Partner development, reflecting Ulrich’s evolution and the idea of stakeholder capitalism, the employees are expected to take part in the sustainability partnerships. These initiatives enable the employees to be strategic members, not just technical members. Intentional organisations are more likely to have their employees remain (Dowling et al., 2022). This indicates that business activism contributes to the renewal of strategies and sustainable performance in organisations. 
[bookmark: _heading=h.bfc292barhfl]

TASK B: Job Design 
[bookmark: _heading=h.805l3nbvgywx]Designing an Innovative Job Design Strategy
The job design strategy most advantageous to Helios Urban Mobility involves reducing declining engagement, long waiting times and excessive rates of graduate loss and facilitating constant innovation. Traditional job design, which is very responsibility-based with narrowly defined duties, is inappropriate in an organisation which is technology-oriented and is located in dynamic international markets. In their place, Helios ought to follow an integrated approach to job design that includes a combination of an enriched work design approach, employee job crafting and a skills-based framework. 
[bookmark: _heading=h.9fd3a1agcs7x]Redesigning Work Around Meaningful Contribution
The foundation of Helios’ strategy should involve redesigning jobs to create meaningful, autonomous and challenging work experiences. Using the Job Characteristics Model allows jobs to have more skill variety, task identity, task significance, autonomy and feedback (Cotič et al., 2025). Instead of allocating employees to isolated technical abilities, AI employees, computer programmers and network researchers are expected to engage across whole project life stages, among them the idea production and execution. Presbitero et al. (2025)  73% of employees who perceive meaningful work demonstrate higher engagement. It is a constructive example of how enriched work roles enhance motivation and commitment to our organisation.
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Figure 5: Workplace engagement
Source: (Albrecht et al., 2021) 
Work should also become autonomous, as it is based on innovation, based on the ability of employees to use their professional judgement and creativity in problem-solving. It is recommended that managers have their strategic objectives but provide the project teams with the freedom to choose methods, test possible solutions, and manage workflow (Albrecht et al., 2021). As stakeholders, employees should be able to know how individual contributions contribute to sustainable urban mobility outcomes through continuous feedback given by project leaders, clients and digital performance dashboards. Organisations enhancing employee performance through regular developmental feedback tend to benefit their employees by boosting feedback as a basic motivational tool. 
[bookmark: _heading=h.y8c358uahdwa]Encouraging Employee-Led Job Crafting
Alongside organisational job redesign, Helios should encourage employees to proactively shape selected aspects of their work through job crafting. The tasks, the relationships of collaboration and professional objectives could be adapted and oriented towards personal strengths. Thus allowing the employees to remain aligned with organisational priorities (Kim and Jung, 2022). 
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Figure 6: Job Crafting
Source: (Verlinden, 2026) 
An engineer who is keen on sustainability analytics would be engaged with environmental optimisation projects. Research demonstrates that employees with job crafting experience have greater work engagement which is greater (Verlinden, 2026). Since higher levels of ownership enhance intrinsic motivation, learning and organisational commitment. However another employee would be engaged with cross-functional innovation projects to enhance leadership capability (Tigre, 2024). 
[bookmark: _heading=h.y1lu0tjqgts]Supporting Innovation through a Skills-Based Architecture
Helios needs to supplement enriched job design with a skills-based structure underpinned by an internal talent marketplace. Instead of defining employees using the conventional job title, the organisation ought to determine the transferable technical, analytical and leadership skills (Ahmad and Alqaarni, 2023). The align employees to short-term projects, innovations and overseas assignments. This method yields the ability of talent to flow where there is the highest priority in the organisation, together with the diversification of the abilities of employees in the various business functions. 39% of the major skill base of workers will have transformed by the year 2030 (World Economic Forum, 2025). This is an indication that a flexible, skills-oriented approach to workforces is critical. An internal talent marketplace would enable the London, Berlin and Singapore employees to avail project opportunities which would be in line with their capabilities and career goals. Organisations that have an internal talent market will cut down external hiring needs, enhance workforce flexibility and also preserve organisational wisdom (Hoichuk and Lyubomudrova, 2024). Data scientists and infrastructure analysts would be able to temporarily work in multidisciplinary teams. This mobility expands organisational knowledge and enhances teamwork and facilitates innovation through the integration of a wide range of skills. 
[bookmark: _heading=h.xxgpr249f1f]Stimulating Intrinsic Motivation and Innovation
Intrinsic motivation will be triggered by the proposed job design as employees will have more autonomy, feel competent, have meaning and be constantly learning (Gagné et al., 2022). Enriched roles give meaningful responsibilities, job crafting gives personal ownership and visible career opportunities beyond the traditional promotion pathways. Combined, the practice fulfils the psychological needs of employees and instils a commitment to the mission of Helios of providing sustainable urban mobility solutions. Intrinsic motivating strength fuels organisational profitability. Gallup (2021) reports that highly engaged employees achieve 23% greater profitability, ty showing the strategic work design value.
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Figure 7: Motivation
Source: (Nickerson, 2025) 
A natural result of innovation also emerges as employees work routinely across functional lines and acquire greater capabilities and put novel insights to bear on non-standard urban mobility issues. Cross-functional initiatives, temporary workloads and continuous feedback promote trial and error and diminish knowledge silos that tend to hamper creativity. Their motivation is to find solutions, and they see how their work contributes to the broader customers, communities and environmental sustainability (Nickerson, 2025). Strong collaborative cultures bring organisations closer to higher organisational performance by about five times, which is why the strategic association between collaborative job design and ongoing innovation is strong.
In general, job design, as well as employee job crafting and a skills-based architecture, can form a flexible human capital system that can tackle the engagement, retention and innovation issues faced by Helios at the same time. Instead of perceiving jobs as set posts, employees turn into malleable players whose skills develop with the organisation's strategy. As a result, Helios will be able to shorten adjustment time, enhance intrinsic motivation, boost graduate retention and maintain long-term innovation in the ever-evolving context of the smart mobility industry. 
[bookmark: _heading=h.efc6nbr8xr6r]

TASK C: Reflective Report using Kolb’s Reflective Model
[bookmark: _heading=h.l6u0r9t0nxfr]Concrete Experience
The completion of this module reinforced in me the notion that AI is changing strategic human resource management through enhancements in workforce planning, recruitment and people analytics. Studying such organisational issues as the one faced by Helios Urban Mobility, I realised that working with data about employees, AI can quickly analyse it and formulate a workforce trend and provide evidence-based recommendations. 63% believe that AI is going to change the way business is conducted, making the need to invest in responsible AI technologies all the more critical (Deloitte, 2023). However, I also understood that there are often ethical, cultural and interpersonal factors that may influence HR decision-making and that cannot be entirely described by algorithms. 
[bookmark: _heading=h.55k09rmhc2k9]Reflective Observation
Reflecting on this learning experience, I recognise that excessive dependence on AI could weaken critical thinking and professional judgement. AI-generated recommendations can be biased, based on false assumptions or miss organisational specifics. As a result, I will apply AI as a decision-support tool but not as a decision-maker by aligning outputs with organisational goals, stakeholder expectations and principles. Using AI-based insights and human judgements will facilitate more balanced decisions on HRs whilst remaining accountable (Cheong, 2024). HR professionals use AI to assist people management decisions, and the necessity to introduce responsible human management is on the rise. 
[bookmark: _heading=h.w35llrs1i2y7]Abstract Conceptualisation
This module has reinforced that future HR professionals require technical competence alongside strategic and ethical capability. To enhance my future employability, I will focus on becoming more data literate to extract meaning from workforce analytics, acquire skills in AI-enhanced HR practices, and enhance my skills of strategic influencing to convey evidence-based recommendations to senior leaders. Employees are going to need much reskilling due to technological change, proving the need for constant development of the profession (Li, 2022). Moreover, enhanced awareness of global mobility will facilitate my ability to deal with culturally diverse workforces that operate within global settings. 
[bookmark: _heading=h.62hf3qmzrnxd]Active Experimentation
To enhance my future career preparedness, I will also undertake professional courses in HR analytics and AI applications, practice using data visualisation tools and often compare the outcomes generated by AI applications to academic evidence and organisational context whilst making a recommendation. I would also be involved in cross-cultural undertakings, participate in professional networking activities and mentorship in order to enhance strategic communication and worldwide business comprehension. By staying self-reflective and learning, I will make sure that AI is used to improve and not to be the replacement of critical human judgement so that I can grow as an accountable and strategically productive HR professional. 
Conclusion
Strategic human capital architecture can help Helios Urban Mobility to turn workforce issues into sustainable competitive advantage. Embarking on strategic socialisation, innovative job design and responsible AI-assisted capability building enhances commitment among employees, nimbleness and ongoing innovation within the organisation, ensuring the organisation is positioned for long-term strategic renewal and value creation for stakeholders. 
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