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[bookmark: _Toc234295186]TASK A: Socialisation, Identity & Business Activism
Helios Urban Mobility (HUM) faces some key strategic human capital issues which act as direct threat to its innovation and organisational performance essential for long-term competitiveness. Presence of ineffective organisational socialisation, low employee engagement and high employee turnover indicates that employees face limited association to organisational culture and strategic aims (Almerr, 2023). This section provides a critical evaluation of the socialisation strategies, design systemic socialisation strategy and recommend the measures for sustaining organisational recognition.
[bookmark: _Toc234295187]1. Traditional onboarding versus strategic organisational socialisation
Traditional onboarding vs strategic socialisation 
Traditional onboarding method focuses more on introducing new entrants to organisational policies, compliance regulations and make them accustomed to their relative job duties. This were done in order to help increase operational preparedness, but fails to build long-term organisational commitment. While effective for facilitating organisational integration, its temporary and transactional nature limits psychological attachments and working relationships.  Boddy and Jankowicz (2022) indicated that continuous socialisation compared to orientation enhances psychological contracts, work relation and organisation identity. All these elements are considered essential for sustaining social engagement. Narayansany and Isa (2021) also indicated that onboarding can help increase retention only when organisations promote structured socialisation programmes. This indicates traditional onboarding helps in preparing employees, strategic socialisation is essential for creating commitment.
Strategic organisational socialisation perceives accommodation and onboarding process as a part of continuous development process rather than an event within the organisation. Van Maanen and Schein’s socialisation theory indicated that use of structured learning helps limit uncertainty and offers role clarity which further increases organisational commitment (Bauer et al., 2025). While effective, this framework is not perfect fit for modern digital workplaces. This is primarily because modern organisations focus upon achievement of individual goals rather than collective commitment affecting operational clarity and crates rigidity. Ahmad et al. (2023) indicated that mentoring, digital learning and cross-functional collaboration collectively promotes engagement across employees. This helps promote engagement and retain employees better. 
Critical Evaluation of Both Approaches
The influence of traditional onboarding and strategic organisational socialisation on employee integration and organisational performance vary. Traditional onboarding is effective, helping to clarify roles, enhance readiness, and get new hires to do their jobs faster (Bhadane et al., 2025). While effective it restricts the extent of psychological attachment and organisational identification, thus to have limited impact on long-term commitment (Boddy and Jankowicz, 2022). While, Bauer et al. (2025) asserted that strategic organisational socialisation is characterised by ongoing learning and mentoring to foster adaptability, connectivity and continued engagement. While it takes more investment in organisation, it enables more organisational citizenship behaviours, retention and human capital development than traditional onboarding.
Implication at Helios
Low engagement, high graduate attrition and weak organisational socialisation within HUM indicates ineffective integration within organisation and limited technical skills. Strategic organisational socialisation is considered better fit for this organisation. This will not only help increase psychological association but will also improve organisational identity and offer a platform for collaborative learning to newcomers (Awan and Abbas, 2025). This will lead employees to adjust quickly and engage effectively showcasing better organisational citizenship behaviour. These aspects will not only help improve talent retention but also improve innovation and provide sustainable competitive advantage.
[bookmark: _Toc234295188]2. Design a structured socialisation framework
Pre-boarding
Pre-boarding phase will consider creation of positive experience for the employees formally joining the organisation. To develop a digital onboarding portal, a CEO welcomes video, an introduction to AI ethics, a 12-month career roadmap and a buddy allocation. Such efforts convey organisational values and decrease a sense of uncertainty prior to hiring. According to psychological contract theory, prior to employment employees form a mutual expectation from employers (Aylmer et al., 2024). Formal pre-boarding process enhances confidence and interest among newcomers helping improve long-term commitment (Bhadane et al., 2025). In the case of HUM following these will help limit the adjustment period and enhance initial organisational association.
First 90 days
The initial 90-days will include formal and informal learning and support to support onboarding process. HUM should consider implementation of mentoring sessions, cross-functional project rotations, monthly HR evaluation, innovative challenges and team learning workshops. These strategies will help enhance integration process ensuring better association. Van Maanen and Schein’s institutionalised socialisation model indicates that providing sequential learning and serial mentoring increases association among new members which strategically reduces uncertainty and role ambiguity (Galema et al., 2022). This staged learning process also enhances organisational commitment and helps knowledge sharing. Following these will help increase productivity and increase employee engagement at HUM.
Year one
The initial year of operation within HUM will focus upon enhancing organisational commitment. The inclusion of leadership mentoring, internal mobility options, innovation communities, AI sustainability projects and career planning will help promote continuous professional development and enhance employee association. Identity construction theory indicates that continuous organisational interaction helps promote organisational identification (Weisman et al., 2023). Following these will help HUM to revive its core employee engagement and help promote loyalty among the employees.
[bookmark: _Toc234295189]3. Mechanism to cultivate organisational identification, ethical professionalism and business activism
Organisational identification
HUM should consider enhancing its organisational identification by promoting a shared purposed and instigating a culture of collaboration. The social identity theory asserts that employees showcase more commitment when they associate better with the organisation (Wikhamn et al., 2021). This further relates to the fact that HUM should consider promote innovation communities, cross-location collaboration and leadership storytelling as to ensure development of organisational identity. The organisation already faces declining attrition and better organisational identity can help promote loyalty and retention. 
Ethical Professionalism
Continuous learning and ethical leadership are one of the best methods for promoting ethical professionalism and is far better than compliance-based training already used by HUM. Ethical Climate theory proposed by Tevino indicates that ethical behaviour withing organisations are developed only when organisations promote shared values and implements them properly (Sheedy et al., 2021). Helios, should consider integrating quarterly AI workshops, establish AI review committee and scenario-based ethical simulation to ensure leadership accountability that promote culture of ethical professionalism. Presence of high ethical climate enhances employee trust which indirectly helps boost loyalty and culture of accountability.
Developing business activist mindset
Helios should develop the business activist mentality whereby employees are motivated to create value to organisational and societal stakeholders. The HR Business Partner model by Ulrich indicates employees are strategic contributors and the its idea of stakeholder capitalism helps create value beyond financial performance (Verlinden, 2024). Thus, Helios must introduce staff-led innovation contests, sustainability programs and stakeholder engagement projects. Such practices foster ability of an organisation to innovate, purposeful involvement and organisational health which helps in Helio’s strategic growth.
[bookmark: _Toc234295190]Task B: Job Design
[bookmark: _Toc234295191]5. Innovative Job design Strategy
Redesigning jobs-based on Job Characteristic model
In order to enhance employee engagement and effectively reduce the graduate turnover within the organisation, HUM should consider re-designing its job prospects as to offer meaningful work experiences. The job characteristics model helps indicates that addition of skill variety, task identity, autonomy and feedback can contribute to betterment of employee’s psychological conditions which further leads to high motivation and performance (Cotič et al., 2025). In the context of HUM, the company should consider offering employees end-to-end project ownership, cross-functional partnership, engagement with the city governments and independent decision-making capacity to promote their association increasing helping them engage better. Modise (2023) indicates that tactically using job enrichment activities helps improve engagement, promotes organisational commitment, job performance and also helps reduce employee turnovers. These relative enhancements are useful in knowledge-based organisations as they rely more on innovation and teamworking to solve challenges. Therefore, it can be indicated that redesigning jobs in relation to the four core aspects can help HUM reduce its 8month ramp-up period and help improve organisational commitment and ownership.
Integrating Job Crafting into Day-to-Day working prospect 
HUM should consider offering employees the opportunity to actively design their jobs as to align with their personal abilities and career goals. Job Crafting theory asserts that crafting cognitive, task and workplace relationships help make work meaningful (Geldenhuys et al., 2021). While, Bort et al. (2025) indicates that expansion of structural and social job resources is more important as it directly helps promote organisational development as whole enhancing day-to-day working. In the case of Helios, it should foster a positive environment to lead employees to choose innovative projects, select their learning path and take part in global collaboration. Geldenhuys et al. (2021) indicated that job crafting helps improve resource utilisation, employee wellbeing and work engagement where all contributes to enhancement of performance. This not only helps boost performance but also ensures quality working prospect which also helps promote workforce efficiency helping organisation to become a competitive player in the industry. In the context of Helios, use of job crafting will help enhance flexibility, retention and knowledge sharing essential for collaborative culture.
Development of a skill-based environment with internal talent
Helios should consider to replacing job description with skills-based architecture which considers the use of internal pool of talents to enhance workforce agility and innovativeness. Instead of assigning work based on hierarchical positions, the employees must be assigned to projects based on established technical and behavioural competencies. In the context of such strategies, Helios should consider implementation of AI-powered skills development, effective skill mapping, individualised learning journeys and internal projects marketplace. The presence of these will help create networking platform to connecting employees to strategic projects in London, Berlin and Singapore. According to Cantrell et al. (2022) 85 percent of HR leaders are redesigning work based on transferable skills, while 81 percent also indicate that they are adding more work across functions, outside their organisational job scope. Skills-based organisations thus enhance internal mobility, talent utilisation and organisational responsiveness. The implementation of such architecture would in turn help Helios to accelerate its reskilling prospects, retain high potential graduates and help adapt to evolving technologies and client needs.
[bookmark: _Toc234295192]6. How the proposed job design help stimulate intrinsic motivation and support innovation
Autonomy through job crafting
The job design within HUM should offer employees autonomy, as autonomy offers control on their action and work environment which makes them intrinsically motivated. Self-determination theory asserted that autonomy is essential psychological needs. On the other hand, job characteristic model considers autonomy as primary source of internal motivation (Kohnen et al., 2024). This indicates to the fact that HUM should consider integrating employee-based project selection, innovativeness and flexible task allocation with job crafting as to promote engagement at work. Van Tuin et al. (2021) also indicated that autonomy at workplace has positive impact on employee’s psychological need satisfaction and work engagement. While job crafting helps enhances the level of task and social job resources which ultimately helps in complementing the outcomes. Use of these prospects within HUM would help reduce the graduate turnover, improve loyalty among employees and foster problem-solving and innovation.
[bookmark: _Toc234295193]7. Competence through skill-based architecture 
Competence is key for employees to excel and remain competitive. In the workplace environment when employees get sufficient opportunities of professional growth and career development, they remain intrinsically motivated indicating the need to for continuous support of competence. According to self-determination theory, presence of competence helps promote autonomous motivation which leads to better performance and collaboration (Gagné et al., 2022). While, human capital theory indicates that continuous development of capabilities or competence is an essential source for adding organisational values (Abbas et al., 2024). These aspects indicates that HUM should consider integrating active learning measures such as AI-based skill development courses, individual learning sessions and cross-functional talent deployments as to promote skill-based architecture within the organisation. Jooss et al. (2024) indicated that organisations with skills-based workforce models often has better agility, internal mobility and talent deployment which makes them responsive to technological change. Therefore, it can be reflected that following these will help Helios speed up reskilling, reduce time to ramp-up and create innovation-ready human resources.
[bookmark: _Toc234295194]8. Collaborative work design relationship
Collaborative job design needs to be based on relatedness since innovation can only come about when knowledge is shared as opposed to individual performance. Self-Determination Theory suggests that relevant workplace relationships can fulfil the need of employees to belong (Gagné et al., 2022). Thus, Helios needs to incorporate mentoring, global project teams, communities of practice and ongoing feedback into daily work. Geldenhuys et al. (2021) asserted that job crafting and psychologically supportive working conditions enhance engagement, innovative work behaviour and organisational performance due to the enhancement of social resources and active collaboration. Workers with a better relationship at the workplace are also more likely to share the knowledge and explore new solutions. In turn, such collaborative practices would enhance the innovation capability, organisational commitment and sustainable competitive advantage of Helios in its international business.
[bookmark: _Toc234295195]Task C: Reflective Report
[bookmark: _Toc234295196]9. Ue of AI as decision support tool
Artificial intelligence (AI) with modern technological evolution has changed significantly especially as it is used across many fields for automation and performance enhancements. I will consider applying AI to ensure evidence-based HR decision. AI remains effective in analysing complex datasets quickly, this will help assess large workforce information and recruitment trend to identify potential risks. Early identification of risks will help organisations to take pre-emptive measures ensuring efficiency. While, Al Masaeid et al. (2025) indicated that AI should enhance human expertise not replace it as moral reasoning is needed at organisational decision-making. I will also use AI answer to enhance my perspective not take its suggestion as final implementation. 
I understand that AI systems can give biased results since algorithms rely on previous organisational data. Thus, I will use critical thinking to challenge AI suggestions, assess the quality of the data and legal and ethical consequences before implementation. AI ethics and governance also highlight the fact that transparency, equity and human control are critical to the responsible adoption of AI in HR (Bujold et al., 2024). The preservation of independent judgement will allow me to balance the efficiency of analytical with ethical decision-making, minimising the possibility of discriminatory and ill-contextual workforce decisions.
I will establish a cooperative relationship with AI by not considering it as an independent decision-maker but as a strategic advisory tool. This strategy resonates with ethical use of AI, where machine intelligence is used in collaboration with human creativity to help improve organisational performances. I will keep on testing AI insights by consulting with the stakeholders, professional experience and organisational evidence before implementation. I will, therefore, enhance strategic HR decisions and maintain accountability, professionalism and human-focused leadership in modern digital and AI dependent workplace environment.
[bookmark: _Toc234295197]10. Personal capability development plan
Short term
Data literacy and AI augmentation: To enhance my analytical skill, I will consider taking key programs such as Google Advanced Data Analytics Professional Certificate and Microsoft AI Skills Fest. Such programmes will enhance my skills in decoding workforce data and critically assessing AI-generated insights to aid evidence-based HR decisions.
Strategic influencing skills:  I will also consider undertaking CIssPD Profession Map self-assessment and also engage in presentation and consultancy projects. The implementation of these skills in the team setting will enhance my communication with stakeholders, negotiation and strategic influence, which will prepare me to work as an advisory HR.
Long-term Development
Global mobility awareness: To develop cross-cultural competence, I will undertake international HR projects and take part in SHRM Global HR learning modules. This will help me acquire employment knowledge that will help me enhance my skills of handling diverse workforce and making contributions in multinational organisations.
Continuous professional development: I will consider continuously engaging with CIPD, SHRM, Deloitte Human Capital Trends and World Economic forum reports to help increase my organisational knowledge. Conducting frequent reviews of the new HR technologies and changes in the labour market will make sure my knowledge will be effective in my future strategic HR management.
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