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[bookmark: _hi59lky6nof4]Task A: Socialisation, Identity and Business Activism
[bookmark: _tfij5n66eu7k]1.1 Traditional Onboarding versus Strategic Organisational Socialisation
Conventional onboarding is centred on administration, policies, compliance and job specifications and orientation training. This is important as it provides consistency but tends to take onboarding as a one-time event. The newcomers can thus comprehend formal procedures, but they do not know relationships, career opportunities, informal expectations and the purpose of the organisation. Onboarding is linked to retention and well-being, implying that simple administration will not be a solution to PI issues retention and attraction Helios faces (Mosquera and Soares, 2025). Strategic organisational socialisation is more expansive as it builds up on role knowledge, associations, cultural knowledge and organisational identification. The adjustment of newcomers is reliant on the organisational practices, the inter-personal support, employee activism (Bauer et al., 2025). Helios needs to amalgamate a formalised institutionalised core and a support that is personalised. The communication of its mobility mission, ethics, safety requirements and operating procedures would be done via formal means, whereas mentoring, exposure to project and flexible developmental routes would maintain initiative and identity as a specialist. Psychological-contract theory as well is applicable as the workers develop expectations of advancement, acknowledgment and valuable work. Lack of fulfilling promises can lead to withdrawal, quiet quitting (Gray et al., 2025). Expectation reviews and realistic job previews are thus necessary. Belonging should also be reinforced by socialisation in socialisation and enable employees to be individuals with the potential to challenge current practices to contribute to identity formation via interaction and membership of the organisation (Awan and Abbas, 2025).
[bookmark: _u4cfphl1nrk8]1.2 Helios First-Year Socialisation Framework
Table 1: Helios strategic socialisation framework
	Stage
	Key interventions
	Intended outcomes

	Pre-boarding
	Realistic job preview, digital portal, manager welcome call, buddy allocation and role-purpose statement
	Accurate expectations, reduced uncertainty and early connection

	Days 1–30
	Mission workshop, ethical AI training, stakeholder briefing and weekly manager meetings
	Role clarity, ethical awareness and relationship formation

	Days 31–60
	Cross-functional mobility challenge, job shadowing and global peer networking
	Collaboration, skills exposure and organisational identification

	Days 61–90
	First meaningful deliverable, multi-source feedback and psychological-contract review
	Early contribution, aligned expectations and confidence

	Months 4–12
	Mentoring, quarterly career conversations, internal assignments and skills-profile updates
	Faster productivity, development and retention


During pre-boarding, employees should receive realistic information about role opportunities and pressures to build trust and manage expectations. In the first month, newcomers should complete mission, values and ethical AI training, supported by weekly manager meetings and a trained buddy. Between days 31 and 60, they should join a cross-functional “City Mobility Challenge” to build networks and share knowledge. By day 90, each newcomer should deliver a visible contribution and complete a structured review. Mentoring, global project exposure and career discussions should continue throughout the first year because socialisation develops over time (Bauer et al., 2025).
[bookmark: _cwob22o7yt2b]1.3 Organisational Identification
Helios needs to enhance identification by connecting the day-to-day efforts made by the employees with social impact. The presentation Public-client using Public-presentation could demonstrate the role of an employee contribution in enhancing accessibility, sustainability and urban safety. The cross location communities of practice would also add to a unified identity in the city of London, Berlin and Singapore. Nonetheless, conformity is not supposed to be identification. According to Awan and Abbas (2025), interaction and a sense of membership within an organisation develops identity, so the employee should be given the opportunity to shape the organisation instead of being shaped by the existing standards. Rewards to recognition systems should support value creation (teamwork), ethical challenge and civic good, and not just economic performance. Managers ought to also tell us how team objectives help in the strategic mission of Helios. The cultural intelligence of people and managers makes the difference between the engagement and retention among employees in multicultural groups (Presbitero, Fujimoto and Lim, 2025). Cultural-intelligence training should be therefore given to line managers to make sure that the norms of one location does not prevail in the organisation.
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Figure 1: Visualization of Urban Mobility Data 
(Source: Sobral et al., 2019)
[bookmark: _8k0eidnajq1u]1.4 Ethical Professionalism
Ethical professionalism is to be incorporated in the daily decision-making. The tasks of the workers of Helios involve AI, urban infrastructure and data in the public sector, which pose risks related to privacy, fairness of the algorithm, accessibility and safety of people. The new students are to be engaged in the scenario-based practices and the discussion of the ethics during the project reviews. The employees should be empowered to criticize unsafe or unfair practice through the support of an effective and well-guarded speaking-up mechanism without fearing any reprisal. Performance criteria should also show some ethical standards. Evaluating employees with regards to stakeholder awareness, sound judgment based on evidence and responsible risk escalation and not just speed or profitability should be considered. This is what forms an impression of professional identity whereby technical competence is coupled with being accountable to the citizens and those that belong to the crowd.
[bookmark: _xyme1lu0h4hy]1.5 Business Activist Mindset
The activist mind of business must be both a mixture of business knowledge and positive ethical critique. The employees are obliged to know the revenue model of Helios, the competitive conditions and priorities of clients, though they need to take into account broader consequences of stakeholders. Cayrat and Boxall (2023) reveal simmering situations in the HR role between strategic contribution, employee advocacy and administrative role. Instead of anticipating employees to focus on the business and commercial interests by default, Helios ought to use the tensions as an opportunity. Supporting this approach can be achieved through the principles of stakeholder-capitalism, as the organisational value needs to be perceived not only by shareholders. Biancone et al. (2024) highlight more comprehensive types of value creation and reporting. The employees of Helios should be able to evaluate the decisions made in terms of financial, employee, community and environmental consequences. Stakeholder simulation and ethical challenge forums, commercial-literacy workshops, would assist employees to become organisational citizens who propose concept of strategy and challenge decisions, which jeopardize the trust of the people.


[bookmark: _j3dcvz8i54bo]Task B: Innovative Job Design
[bookmark: _bowdm68budac]2.1 Helios 70–20–10 Skills and Mission Model
Helios needs to use a skills-based architecture, applied by an internal talent market place. With the equations 70-20-10, about 70 of the total hours worked by an employee will be trapped in standard role responsibilities; 20 to be used in cross-functional mission assignments and 10, on learning and guided job crafting. The model would retain accountability but offer more variety, development and mobility within the company. Harney and Gubbins (2024) maintain that a skills-based agenda is capable of aligning human resource development and strategic workforce requirements amid unpredictable surroundings. This would give Heroes more flexibility as compared to fixed job descriptions that would work with Helios. The workers might have sustained but movable duties and transfer the new skills into temporary tasks at cross-site and cross-functional activities.
[image: The 70:20:10 Methodology – Part 3 - eLearning Industry]
Figure 2: Five Roles and Critical Tasks of the 70:20:10 Methodology
(Source: Arets, 2021)
[bookmark: _9joh9ru6q0as]2.2 Application of the Job Characteristics Model
According to the Job Characteristics Model, skill variety, task identity, task significance, autonomy and feedback are the key elements of work-design. As Cotič et al. (2025) correlate these aspects with work engagement, the model is applicable to the 54-percent level of engagement in the Helios.
Table 2: Job Characteristics Model application
	Dimension
	Helios application
	Expected effect

	Skill variety
	Cross-functional projects involving AI, infrastructure and client engagement
	Learning and reduced monotony

	Task identity
	End-to-end ownership of a defined project component
	Stronger responsibility

	Task significance
	Clear connection with sustainable and accessible mobility
	Greater meaningfulness

	Autonomy
	Delegated decisions within technical and ethical boundaries
	Ownership and initiative

	Feedback
	Manager, peer, client and performance-data feedback
	Continuous improvement


The temporary type of work in multidisciplinary teams would augment the skills variety. Task identity would be enhanced as the employees should be able to observe a concrete output by developing just to implementation. The meaning of the work should be reinforced by elucidating the impact of technical work on commuters, city authorities and environmental performance. Methods and problem solving must be left in the hands of the employees but key choices made on matters of public safety and sensitive information would be under the authority control. Feedback must be a combination of operational measures, coach feedback to manager, peer or stakeholder feedback. The model is not to be applied without questions. The overload due to skill variety and the variation in the decisions as a result of the lack of autonomy in its boundaries may also be observed. The managers have to therefore establish central roles, capacity thresholds, and rights to make decisions. The design of the job also needs to differ in terms of role and not to presume that every employee is motivated by the same aspects of the job.
[bookmark: _xvsknlhuz1jc]2.3 Guided Job Crafting
Job crafting would enable the employees to change features in their tasks, relationships and perceptions towards work. Task crafting can include the re-designing of an unproductive process or involvement in a project that needs a skill that is not utilized to the fullest. Relational crafting may involve forming relationships with fellow workers in a different office or getting to know better the local-government stakeholders in the city. Cognitive crafting would motivate workers to relate just day-to-day operations with the publicly stated mission of Helios. Holman et al. (2024) discovered that job crafting produces effects on the outcome of the employees in part due to the changes in job characteristics. Nevertheless, in the absence of restriction to crafting, there could be role ambiguity, work inequality, and overlooked responsibilities. Helios ought to then add in quarterly facilitated job-crafting discussions. Staff would present a change, justify its strategic relevance, who will be impacted and negotiate with their manager measurable results. Job crafting is not to take the place of organisational responsibility. Without resources and support of the management, employees cannot be expected to redesign structurally poor jobs. Helios should initially address the proper workloads, priorities and psychological safety.
[bookmark: _t1lf8i28hj36]2.4 Skills-Based Architecture and Internal Talent Marketplace
All the employees must have a verified digital skills passport which includes technical, commercial, ethical, leadership and cross-cultural skills. To compare employee capabilities, the organisation has to set a unified skills taxonomy throughout the three locations, to allow comparisons of the capabilities. The evidence of skills can be in the form of the projects completed, qualifications, validation and peer endorsement by the managers. The internal talent market would promote the advert of short term projects, mentoring exercises, international assignments and permanent vacancies. Nomination of employees by managers should not be the only option available to the employee but instead he or she should be in a position to apply directly. Jooss et al. (2024) believe that aligning skills can enhance strategic agility as it relates the organisational requirements with available capabilities. The mechanism would be very useful especially to high potential graduate who would otherwise drop out since they do not have any visible growth an avenue in sight.
Table 3: Talent-marketplace risks and controls
	Risk
	Control

	Managerial talent hoarding
	Transparent applications and HR escalation

	Work overload
	Maximum project allocation and capacity approval

	Algorithmic bias
	Human review and regular equity audits

	Unverified skills
	Evidence-based validation

	Unequal global access
	Location and demographic participation monitoring

	Role fragmentation
	Core-accountability statements and team charters


AI might also help by proposing employee-project match(s), yet it should not be the one to make the final allocation. Kim, Khoreva and Vaiman (2025) caution that algorithmic technologies bring about strategic opportunities and governance and fairness issues. There is then need to have human review in order to take into consideration motivation, workload, developmental need and contextual knowledge.
[bookmark: _e7v9waoa77r8]2.5 Intrinsic Motivation and Innovation
The design would enhance the intrinsic motivation via autonomy, competence, meaningful work and belonging. The increasing workers would enjoy more task selection, endless learning and apparent internal mobility. Cross-location teams that comprise of technical, cultural and functional expertise would facilitate innovation. Running AI can make people more creative provided that appropriate organisational environments are assisted (Jia et al., 2024). In turn, Human expertise and experimentation time and psychological safety should be combined with AI tools by Helios. The feedback would be provided by both the city clients and users to refine ideas, and learning, sharing of knowledge and responsible experimentation should be rewarded. In general, innovation, strategic nimbleness and graduate retention would be enabled through the model.
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Figure 3: Intrinsic Motivation
[bookmark: _esih5bxa0n4p](Source: Fischer et al., 2019)
Part 3: Reflective Report
[bookmark: _bv2dk6deuj1]3.1 AI as a Decision-Support Tool
I would have AI as an assistant and not as a substitute to my professional judgement. With AI, I might do things in HR that are presently beyond my reach: summarising comments provided by employees via surveys, identifying potential trends of attrition, determining talent shortages and making comparisons of workforce situations. It might also imply employee-projects matches within the company. Even an apparently accurate output can, however, indicate an incomplete data, a biased assumptions or inappropriate performance indicators. Prior to using an AI-generated suggestion, I would check to determine the source of the data, look into the gaps in it and look at the workers who may be the losers. Rodgers et al. (2023) show that the values and decision-making must be explicitly taken into consideration to achieve ethical AI-assisted HR decision-making. I would then adopt a 6 steps protocol; define decision, check that data are lawful and relevant and verify assumptions and test for bias, apply human judgement and record the rationale at the end. I would not allow AI to make decisions regarding the dismissal, promotion, the performance rating, or access to development independently. Kim, Khoreva and Vaiman (2025) stress that algorithmic technologies must be governed and remain on the human shoulders. There should also be comprehensible explanations of the decisions to employees, as well as, to allow challenges to decisions.
[bookmark: _y5zituszlmi7]3.2 Personal Capability Development Plan
My priority is first to be data literate. I will have enrolled an HR analytics course and created a dashboard that will interpret the engagement, retention and skills data within three months. The indicator of improvement will be the capacity of being able to describe relationships, limitations and alternative interpretations, other than just display visual output.
Second, to enhance AI augmentation, I will test an HR use case monthly within 6 months. Prompts, errors, bias risks and validation decisions will be put on a reflective log. Third, I will become a better strategic influencer through preparing evidence-based recommendations to various audience groups and getting the feedback on clarity, commercial relevance, and awareness of stakeholders.
Lastly, I will gain some global-mobility and cultural-awareness skills. In the next nine months, I will have a comparative briefing on workforce considerations in the UK, Germany and Singapore. Ridgway and Langinier (2023) present evidence that the stability and altering international employment patterns are defining global mobility. I will thus look at cultural, legal and employee-support implications other than viewing mobility as an administrative process. Presbitero, Fujimoto and Lim (2025) indicate the significance of cultural intelligence in multicultural engagement and retention of employees too. A mentor and I will review progress after every two months, and renovate the plan as evidence indicates emerging development requirements.
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