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TASK A: Socialisation, Identity & Business Activism 

1. Traditional onboarding versus strategic organisational socialisation  

1.1 Comparison between traditional onboarding and strategic organisational socialisation 

The traditional onboarding practice in Helios Urban Mobility (HUM) was highly administrative 

checklist and administrative focussing which has been related to immediate task instruction along 

with compliance. It has a focus on an average of 8 months of ramp-up time. On the other hand, 

strategic socialisation in organisational practice was related to long-term proactive process design, 

which was embedded with a new hiring process focusing on smart transport culture. In the case of 

the EU, approximately 1.73% of passengers prefer smart transport cars (Europa, 2026). To meet 

the smart demand of the customers, HUM has focused on a systematic hiring process to minimise 

ambiguity and accelerate productivity.  

1.2 Application of Van Maanen & Schein  

Considering Van Maanen and Schein's (1979) framework, the organisational transition has been 

shifted in institutionalised strategies from individualised socialisation tactics. Initially collective 

socialisation support for onboarding employees, then it attracts the new comers by offering 

technical training. After that it has define the onboarding pathway and then fixed timeline for 

training. In the fifth sage it guides for knoweldage development and then reshape their identity 

through inclusion. This individualised approach is responsible for ambiguity and employee 

isolation, which is related to the average ramp-up period of 8 months. The innovative 

institutionalised strategic methods have support to adapt formal, collective and serial tactics which 

have fostered consistent mentorship and growth learning in considering 450 staff. They have 

fostered clarity and shared identity, which is highly crucial for improving employees' job 

expectations, especially in a high-tech environment. 53% of employees have a positive experience 

due to high role clarity in their job, which increases productivity by 83% (Asamani et al., 2025).  
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Figure 1: Employee satisfaction with job clarity 

(Source: Asamani et al., 2025) 

1.3 Psychological Contract Theory 

This theoretical framework has pointed out that socialisation has acted as a primary mechanism 

which is highly beneficial for managing reciprocal obligation along with employee expectation. 

As per the case study, a 54% employee engagement rate has been observed, which is rapidly 

declining, indicating employee dissatisfaction and a high burnout rate. Helios has focuses on its 

business explanation specifically Berlin, London, and Singapore where the Graduates suffers in 

difficulty related to cultural mismatch due to geographic dispersion. It mainly responsible for 

developing mobility-based conflict which create barrier as an employer. To overcome this, the 

management needs to deliver high-potential graduates by observing the needs of employees. The 

individual’s aspiration has been aligned with strategic socialisation that has met the organisational 

objectives to meet the long-term commitment and trust. The image below shows that the employee 

engagement and recognition rate in the EU is 58% and globally is 63% (Consciousbusiness, 2026). 

It is observed that rewards, career opportunities, and infrastructure are highly crucial to meet the 

employees' needs.  
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Figure 2: Employee engagement and recognition rate 

(Source: consciousbusiness, 2026) 

1.4 Application of identity construction 

Identity construction is one of the important theoretical perspectives that helps Helios hire new 

employees. It has synchronised the corporate vision by developing professional personas. The 

organisation needs to specialise in AI analytics and smart infrastructure, which are highly 

significant for developing personal improvement and meeting the organisational innovative 

mission. The investment in AI in the HR market was USD 3.25 billion in 2023, which is expected 

to increase to USD 15.24 billion by 2030, that is, 24.8% (Grandview Research, 2026). There is a 

lack of structured support where the employees do not gain their identity, which results in a high 

attrition rate. It is highly important to propose a significant mechanism by integrating smart 

transport culture, along with the technical roles.  
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Figure 3: Role of AI in the HR market 

(Source: Grandview Research, 2026) 

2. Design a structured socialisation framework for Helios  

2.1 Structured Socialisation Framework 

To improve the organisational socialisation practice, it needs to minimise total ramp-up time, 

which is lower than 8 months.  

● Pre-boarding: In this phase, HUM needs to initiate through digital AI-enabled peer-

matching along with Culture Kits. This has support for increasing the number of hires 

across Singapore, Berlin, and London. This organisation needs to invest in technology 

mainly to create a reputation as an employer brand, nd which can minimise employee 

anxiety.  

● Initial 90 days: For the first 90 days, the organisation needs to focus on the Buddy System, 

which provides support to access the potential system development process. In this context, 

the Job Characteristics Model has been applied to ensure experienced meaningfulness that 

has been linked with technical productivity (Currie, 2026).  
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Figure 4: Job Characteristics model 

(Source: Currie, 2026) 

● One year: For improving employee performance, HUM needs to focus on strengthening 

its human capital through continuous professional development (CPD). In this context, 

CIPD has support approx. professional growth of 20,000 people (CIPD, 2026). During one 

year, the leaders also need to monitor the psychological contract, which ensures stable 

workforce conditions.  
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Figure 5: Professional map as per CIPD 

(Source: CIPD, 2026) 

2.2 Justification of the decision  

This structured socialisation framework is highly justified as they trerat the talent in a logical way 

for meeting the strategic assets. Considering accelerating the socialisation, Helios needs to secure 

its talent ecosystem by creating sustainable value (Ding and Rafiq, 2025).  

3. Propose mechanisms to cultivate  

3.1 Organisational identification  

For cultivating organisational commitment, Helios needs to trigger organisational identification 

through cross-border project management. The organisation needs to build multi-disciplinary 

virtual teams for generating brand identity and strengthening emotional engagement (Beks et al., 

2025).  

3.2 Ethical professionalism  

HUM will need to integrate the CIPD Professional Map, where the organisation will need to 

highlight professional courage along with ethical practices. The organisation will need to ensure 

AI analytics that will be effective for balancing stakeholders' needs.  
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3.3 The business activist mindset 

Ulrich’s HR business partner evolution 

In application of Ulrich’s evolution, the HR manager needs to focus on the transition from a 

strategic partner to a business activist. Professionals need to align stakeholder capitalism with the 

proactive performance of the technical team. This transition has strengthened mobility services 

and improved organisational reputation.  

stakeholder capitalism perspective 

Stakeholder capitalism mainly prioritises social equity and environmental sustainability, which 

influence HR activities (Brescia et al., 2026). Helios needs to highlight core business logic that 

supports creating social value and influence for rapid commercial expansion.  
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TASK B: Job Design 

1. Innovative job design strategy  

1.1 Application of Job Characteristics Model 

Helios's transition process from Restrictive to expansive, where a narrow-based job has been 

designed focusing on managing immediate tasks. This expansive job design process highly 

simulates the workplace innovation process, which mainly defines the order, responsibility and 

influence for employees' access to a diversified environment. For redesigning the job, the 

application of the Job Characteristics Model is highly crucial, which mainly maximises task 

significance and autonomy. The organisation needs to hire the mobilise analyse which has been 

involved with independent data collection through autonomy as per smart infrastructure, along 

with interpreting AI-based data. The image below shows that the smart transportation market size 

in the EU was USD 115.73 billion in 2023 and is expected to increase to USD 340.69 billion by 

2032 (Fortune Business Insights, 2026). It has also been noted that this industry has employed 

approximately 15-18 million people. The professional analytics has met the sustainability goals 

through analytical experience, city governance, and maintaining task significance. This model is 

highly crucial for improving skill variety that has been involved with cross-function project. This 

proactive redesign has changed the workforce management, which is related to personnel 

management for maintaining strategic HRM flow. Autonomy and task significance are related to 

the Job Characteristics model, which maintains skill variety (Coti et al., 2025).  

 

Figure 6: Europe’s smart transportation market size 

(Source: Fortune Business Insights 2026) 
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1.2 Application of Job Crafting Theory 

Job Crafting model has mainly empowered employees through redesigning the job. It has a guide 

to cover relational boundary and task boundary and align this with the personal strength. The 

engineers of Helios have crafted a role where the employees need to adopt self-efficacy and social 

cognitive skills. This is highly crucial to increase their belief in their performance. Based on Job 

crafting theory, the management has allowed the employees to meet the scope through technical 

tasks by fostering individual agency and ownership (Kim, 2025). On the other hand, this theory 

has support to adapt employee retention strategy, which has been related to talent based ecosystem 

(Huo  et al., 2025). This strategy is also important to increase psychological bonding among the 

employees and the employer, which leads to an increase of 75% employee retention in HUM. The 

management needs to use this theory to promote the jobs that support shaping employee behaviour 

and highly contribute to meeting the organisational innovative mission.  

 

Figure 7: Different approaches in job crafting theory 

(Source: Kim, 2025) 

1.3 Skills-based architecture 

The organisational HRM process has been shifted towards strategic organisational socialisation, 

which is related to increasing capability and upskilling, which triggered organisational agility. This 

skill-based architecture covers the design of the skill audit, which only focused on 450 staff. 

However, as per the present job-based demand, they have focused on talent retention based on 

Python and AI analytics, which has simultaneously involved organisational performance. Based 

on the image below, the transition from 2015 to 2025 has been observed in job market demand as 

Python demand changes by 391%, and data analysis job role demand increases by 210% (Statista, 

2026).  
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Figure 8: Most demanding AI skill in the present marketplace 

(Source: Statista, 2026) 

Moreover, the management needs to focus on a talent management strategy, which will be helpful 

for Helios to improve its internal human capital management. Talent management strategy is an 

important aspect focusing on the tech-based era, which drives skill, knowledge and process ability 

(Shahiduzzaman, 2025). CIPD professional map can be aligned with this approach that has an 

emphasis on driving organisational capability for Helios. Moreover, the management also needs 

to concern while designing a skill-based approach which has ensure deploying right skill which 

has focus on specific project-based process. This transition has support to build strategic 

workforce, which is highly beneficial for driving long-term success.  

1.4 Application of internal talent marketplaces 

Helios needs to adapt an internal talent marketplace which is AI-powered and delivers a significant 

platform for staff to successfully engage with the gig economy. These are tech-enabled practices 

which is highly contribute for improving worker's experience that is highly significant for 

maintaining career development opportunities and transparency. This marketplace is beneficial for 

designing an expansive learning environment which highly influences work within 

multidisciplinary project teams. Talent management strategy is highly beneficial for employee 

retention, which increases employee engagement and job satisfaction (Dogbe et al., 2025). The 
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HR team leader of HUM can also focus on interdisciplinary collaboration among the other 

subsidiaries, which leads to innovative knowledge transfer.  

2. The way design will stimulate intrinsic motivation and support innovation  

Job Characteristics Model is highly supportive for redesigning the innovative job that triggers 

psychological stress that is experienced through responsibility, knowledge outcome and 

experience meaningfulness. The employees of Helios can understand the job identity, which makes 

a significant contribution to driving smart transport. Experienced Meaningfulness is considered a 

key driver for intrinsic motivation. Experienced Responsibility has supported the staff to maintain 

autonomy, which is responsible for a higher level of productivity and job performance (Jenkins 

and Neal, 2025). The HR manager needs to adopt a 360-degree feedback system that is linked to 

the knowledge result, which is beneficial to motivate the individual (Judijanto and Mintawati, 

2025).  

 

Figure 9: Well-being program for employee retention 

(Source: Gartner, 2026) 

An expansive workplace shift has been related to an expansive workplace, which is crucial for 

Helios-like startups. The organisation has avoided restrictive job design where the workers have 

been isolated with a narrow-based task. In this case, the management has connected the geographic 

location with the departments. Protecting the employee's health and well-being is a part of intrinsic 

innovation, which is related to the psychological contract. The above image shows that 67% career 

wellbeing support is highly beneficial for driving employee wellbeing (Gartner, 2026). Internal 
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marketplace and skill-based architecture have strongly demonstrated the long-term employee 

development that has boosted their talent and employability.  

Metric  Actual (2026)  Projected (2027)  Target (2028)  

Graduate Attrition High  Moderate  Moderate  

Engagement Rate 54%  65%   75% 

Ramp-up Time 8 months  6 months  2 months  

Table 1: Simulating employee engagement trends 

(Source: Self-developed) 
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TASK C: Reflective report  

Introduction 

For developing this reflective report, I preferred to use Schön's reflective (1983) model, which 

mainly consists of two elements: reflection-in-action and reflection-on-action. This reflective 

theory has highly supportive for driving my professional growth mainly to draw the narrow 

technical mindset which support to acts as Strategic Human Capital Advisor within HUM. This 

model has strengthened the reflective action that supports making a distinctive account (Westin et 

al., 2026).  

Body  

1. The way AI is a decision-support tool  

While conducting this report, I have understood that Gen AI is a significant tool that supports 

effective decision-making, including interrogating and summarising materials which cannot reflect 

professional judgement. Gen AI is an effective decision-making tool which has been used as a 

comprehensive framework and support for implementation in multiple purposes (Albashrawi, 

2025). While making a consultancy report for Helios, I prefer to use advanced technologies mainly 

to analyse the employee engagement process. To overcome algorithmic bias, I would prefer to use 

evidence-based practices. I have also preferred to use the CIPD professional Map, which is mainly 

designed based on technology-based practices and highly supports driving workers' experience. I 

have recognised critical human judgement that has navigated the organisational dilemmas. Gen AI 

has increased human responsibility, which supports the professional in daily decision-making 

(Kim, 2025). While working on HUM, I need to follow ethical principles that mainly support for 

maintaining the psychological contract.  

2. Personal capability development plan 

To develop my future employability, I need to follow the industry standard 2026, where I need to 

cover four key developmental areas. This includes data literacy, AI augmentation, global mobility 

awareness and strategic influencing. While prioritising data literacy, I need to upskill my analytical 

capability by using data analytics and predictive models. Digital literacy is crucial for expanding 

tech-based capability (Nabhan and Habók, 2025). Another practice is AI augmentation, which 

mainly supports developing AI-enabled technology that is beneficial for developing the employee 

lifecycle. Another key area that is strategic influencing has support for professional courage which 

had influential for sustainable and talent management practices. Another key area is global 
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mobility awareness, which is highly sophisticated due to cultural and legal complexity. 

Transferable skills are highly facilitated for career and skill development processes, which 

influence professional development initiatives (Martins and Faciola, 2025). My plan focuses on 

the CIPD network that provides support to draw benchmark-based leading practices. I will try to 

focus on gaining coaching from a senior leader by following ethical principles and stakeholder-

based decision-making. I would like to follow global mobility policies which support generating 

internal policy for Helios on the basis of Asia and the EU.   

Conclusion  

It can be concluded that this reflective statement is highly crucial for developing my analytical 

thinking, which has strengthened my capacity in professional role-based performance. I am 

capable of managing the relational boundaries which support engaging with a global team. 

Specialist Knowledge has increased my career advances, which is beneficial for developing my 

shared value and helps me to adapt to organisational changes.  
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