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STRATEGIC ORGANISATIONAL SOCIALISATION SYSTEM FOR HELIOS URBAN MOBILITY
Introduction
Helios Urban Mobility operates within a highly innovative and knowledge intensive industry where employee commitment, collaboration and adaptability are vital to organisational performance. However, the company currently faces weak organisational integration, low engagement levels and high academic withdrawal from promising employees. Traditional ways of employing future staff are not enough for fast scaling technology firms because they often prioritise administrative orientation rather than long-term identity building and organisational commitment. Therefore, Helios requires a strategic organisational integration capable of transforming new entrants into committed organisational staff. 
Traditional Onboarding versus Strategic Organisational Socialisation
Traditional onboarding (which means the step-by-step process of guiding new customers or staff through their first experience with a product or service), focuses on short term commercial application, including compliance training, administrative procedures and role familiarisation. Bauer (2010) argues that conventional onboarding often emphasises efficiency rather than the emotional connection of cultural integration. While this may lessen immediate uncertainty, it rarely builds long-term business attachment.
Opposite to this, Strategic Onboard Socialisation involves the deliberate shaping of employees identity, their behaviour and commitment to the business over time. Van Maanen and Schein (1979 ) identified six socialisation tactics :
Including collective versus individual, formal vs informal and serial versus disjunctive approaches. Strategic socialisation use these various tactics on purpose to influence staffs commitment to the organisation and make sure their behaviour is in line with company policies.
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FROM VAN MAANEN AND SCHEIN ( 1979 )
Helios’s current 8 month ramp up period  suggests inadequate role clarity and weak social unification. Formal onboarding alone cannot support employees operating in AI enabled innovation environments requiring collaboration and rapid learning. Instead, Helios shall adopt serial and supportive employee integration tactics where experienced mentors  support newcomers while reinforcing their professional identity and personal value.
Psychological Contract Theory further explains why engagement and retention are declining. Rousseau (1995) states that employees develop implicit expectations regarding support, growth opportunities and fairness. When organisations fail to fulfil these expectations, trust deteriorates, resulting in disengagement and turnover. High potential graduates at Helios may perceive limited career support or insufficient developmental opportunities, causing psychological contract breaches.
Identity Construction Theory also highlights the importance of belonging and self-concept. Alvesson and Willmott (2002) argue that employees actively construct identities through organisational experiences and social interactions. Therefore, socialisation should not merely communicate organisational rules but cultivate a sense of purpose, innovation and ethical responsibility aligned with Helios’ sustainability mission.
Consequently, strategic organisational socialisation is on a different level to traditional onboarding because it promotes identity alignment, emotional commitment and organisational allegiant behaviours.
STRUCTURED SOCIALISATION FRAMEWORK FOR HELIOS
Helios should put into practice a three stage socialisation framework covering pre-boarding, the first 90 days and year one integration.
Pre-Boarding
The pre-boarding stage should begin immediately after contract acceptance. Digital welcome platforms can provide personalised introductions to the company, organisational storytelling videos and AI enabled learning tools. New hires should receive access to a “Helios navigator” portal outlining company culture, sustainability factors and smart mobility projects.
Allocating peer mentors before the first working day would reduce uncertainty and strengthen early social connection. Research demonstrates that early relational integration improves confidence and organisational attachment (Klein and Polin, 2012).
Helios should also establish realistic job previews to align expectations and minimise psychological contract violations. This is particularly important for graduates entering the highly demanding innovation environments.
First 90 Days
The first 90 days should combine formal learning with experiential integration which uses Kolb’s (1984 ) framework to transform sensory interaction into long term loyalty this uses 4 distinct phases feeling, watching, thinking and doing. Employees should participate in collaborative innovation labs involving cross functional teams from London, Birmingham and Singapore. This encourages knowledge sharing and global identity formation.
Managers should conduct structured weekly coaching conversations focused on role clarity, well-being and career aspect aspirations. Such developmental leadership improves engagement and accelerates competence acquisition
Helios should additionally implement AI supported personalised learning systems that recommend technical, ethical and leadership modules based on employee progression. However, managers judgement must remain central to ensure human centred development. A “ purpose integration workshop” should be used to connect employees to urban issues, this strengthens their identity to the company and help employees to understand the meaningful social impact they can have.
Year One Integration
The final stage should focus on long-term commitment and identity confirmation. Employees should complete rotational assignments across functions such as AI analytics the study of partnerships and smart mobility operations. Rotational learning broadens  strategic understanding and enhances internal mobility.
Career paths should be clear and supported through internal talent marketplaces enabling employees to apply for projects, innovation challenges ORand global mobility opportunities. This supports retention by increasing known growth within the company.
Quarterly review to reflect on employees development and performance focused appraisals. These reviews should evaluate innovative contribution, ethical behaviour and how employees work together.
Cultivating Organisational Identification
Organisational identification happens when employees define themselves through organisational membership (Ashforth and Mael,1989).  can Helios can strengthen identification through shared purpose, symbolic leadership and collaborating innovation practices.
Leaders should consistently communicate how Helios contributes to sustainable urban mobility and  environmental improvement. Employers are more likely to identify with organisations seen as socially meaningful.
Collaborating initiatives through different regions between London, Berin and Singapore should further reinforce collective identity. Digital communities of practice and innovation forums can enhance belonging and exchanging knowledge practices.
Recognition system should reward collaborative contributions and ethical innovation rather than only individual technical performance.


Ethical Professionalism
As an AI driven organisation, ethical professionalism is essential. Employees must understand the ethical implications of smart infrastructure analytics, data privacy and AI decision-making.
Helios should implement ethical training to all development programmes, including responsible AI governance, sustainability ethics and stakeholder accountability. Ethical decision-making simulations can improve moral reasoning and professional responsibility.
Leadership role modelling is also critical because ethical cultures are reinforced through watching managers behaviour.
Developing the “ Business Activist” Mindset
Ulrich’s HR business partner evolution emphasises that modern professionals must       “business activists” who combine commercial capability with social responsibility (Ulrich and Dulebohn, 2015). Helios employees should therefore understand not only technical innovation but also stakeholder impact.
Stakeholder capitalism perspectives argue that organisations must create value for employees, governments, communities and the environment rather than shareholders alone (Freeman, 1984).
The support this mindset, CBR’s should involve employees and city sustainability partnerships with public innovation projects. Employees should participate in strategic discussions regarding environmental impacts, accessibility and smart city inclusion.
This approach develops commercially aware professionals who also act as ethical and socially responsible innovators.
INNOVATIVE JOB DESIGN STRATEGY FOR HELIOS URBAN MOBILITY
Job Characteristics Model
Hackman and Oldham’s (1976) job characteristics model identifies five core dimensions influencing motivation: skill variety, task identity, task significance, autonomy and feedback.
Helios should redesign roles to maximise these dimensions. Employees working on smart mobility systems should engage in multi-disciplinary project teams involving AI engineers, sustainability analysts and infrastructure specialists. This increases skill variety and prevent repetitive task fragmentation.
Task Identity can be strengthened by allowing employees to oversee projects from design to implementation rather than focusing on isolated technical tasks. Employees are more motivated when they perceive ownership over complete outcomes.
Tax significance is naturally aligned with Helios’ mission because smart transport systems contribute to environmental sustainability and Urban quality of life. Leaders should consistently communicate social value to reinforce meaningfulness.
Autonomy is particularly important within innovation environments. Employees should have discretion regarding experimentations, problem-solving approaches and innovation proposals. Agile work structures and self-managed innovation teams would support this autonomy.
Continuous developmental feedback should replace annual performance reviews. AI supported dashboards combined with coaching conversations would enable real-time learning and performance improvement.
Job Crafting Theory
Wrzesniewski and Dutton (2001) define crafting as a process through which employees proactively shape their tasks, relationships and perceptions of work.
Helios should encourage employees to customise aspects of their roles according to personal strengths and career interests. For example, an AI engineer interested in sustainability policy could participate in government advisory projects, while data analysts interested in user experience could contribute to mobility accessibility initiatives.
Collaborative job crafting workshops should allow employees to redesign workflows and innovation processes collectively. This would increase ownership, engagement and adaptability.
Cognitive crafting (the psychological reframing of how you interpret your work) 
is equally important. Employers should be encouraged to view the work and not merely 
a technical output but as contributing to sustainable urban transformation. This strengthens organisational purpose and intrinsic motivation.
However, make create unintended consequences. Employees can focus excessively on personally preferred activities while neglecting essential organisational priorities. Furthermore, extensive wall modification may generate confusion regarding accountability and performance expectations in globally dispersed organisations such as Helios, cross locations may also reduce standardisation and collaboration.
To minimise these risks, Helios should use guided job crafting. Managers should use structured conversations that balance employee interests with well-placed business objectives. Quarterly development reviews can be used to work out the proposed job crafting initiatives and ensure they contribute to both individual growth and organisational performance.
Skills-Based Architecture and Internal Talent Marketplace
Traditional hierarchical career structures which is a pyramid shaped design where authority and accountability flow from the top down are increasingly ineffective within rapidly changing industries. Instead, Helios should implement a skills-based architecture supported by internal talent marketplace.
Skills-based architecture relies on what employees can do rather than fixed job titles. Employees would maintain dynamic skill profiles covering AI development, sustainability analytics, stakeholder engagement and innovation management.
The internal talent marketplace would use AI to match employees with short-term projects, innovation assignments and cross regional opportunities. This increases agility while supporting career development and retention.
Graduates and high potential employees particularly benefit from learning about Smart mobility because it expands learning opportunities and reduces career stagnation. Employees would become more employable internally, reducing external turnover intentions.
Supporting Innovation and Intrinsic Motivation
The proposed job design stimulates intrinsic motivation through autonomy, mastery and purpose. According to Self-Determination Theory, employees are more motivated when they experience competence, autonomy and relatedness (Deci and Ryan, 2000).
Autonomy emerges through flexible project participation and job crafting opportunities. Competence develops to continuous learning and cross functional experiences. Relatedness strengthened through collaborative innovation communities and mentoring systems.
Innovation also increases because employees experience psychological empowerment and reduced bureaucratic rules and regulations Internal talent marketplaces facilitate knowledge transfer across departments and international locations, encouraging creativity and experimentation.
Also, AI-supported skills mapping enables Helios to identify emerging gaps and innovation opportunities proactively.
As a result, employees are more likely to see their work as meaningful, challenging and personally rewarding. Increased intrinsic motivation  is associated with higher creativity, stronger engagement and improved retention directly addressing the organisational challenges currently facing Helios.

Using AI Without Affecting Human Judgement
As a Strategic Human Capital Advisor, I recognise that AI has significant potential to improve decision-making within HR through predictive analytics, workforce planning and talent insights (Davenport and Ronanki, 2018) However, relying on AI too much may reduce critical thinking, ethical sensitivity and human judgement. ( CIPD,2024)
I intend to use AI primarily as a decision support tool rather than a decision replacement mechanism. For example, AI can identify patterns relating to engagement decline or risk, but final decisions regarding employee development or performance management should remain human centred ( Bersin, 2023)
Human judgement remains essential because organisational decisions involve emotional intelligence, ethical reasoning and understanding that AI systems cannot fully replicate ( Goleman, 1998).
Bias within AI algorithms also creates risks relating to fairness and inclusion. Therefore, I will critically evaluate AI generated recommendations rather than accepting outputs unconditionally.
To maintain balanced judgement, I will combine data driven analysis with qualitative insights gathered through employee conversations, observations and stakeholder consultation. This blended approach support evidence-based ethically responsible HR practice (Briner and Denyer, 2012 )
Furthermore, I recognise the importance of transparency when using AI within HR processes. Employees should understand how AI contributes to workforce decisions to maintain trust and psychological safety.
Personal Capability Development Plan
To strengthen my future employability and effectiveness as a HR professional, I will pursue continuous capability development across four key areas.



Data Literacy
Modern HR increasingly depends on the workforce working out evidence-based decision-making( Marler and Boudreau, 2017) . Therefore, I plan to improve my ability to interpret data visualisations, HR metrics and evaluate predictive outputs. Developing statistical understanding will improve strategic workforce planning capability.
AI Increasing Use In HR
AI is transforming the way we recruit employees, the learning and talent management practices ( Davenport and Ronanki, 2018). I aim to develop practical understanding of the way we use AI in HR including the ethical AI use, bias management and people analytic platforms. This will allow me to use technology responsibly and legally within strategic HR practice.
Strategic Influencing Skills
Senior HR professionals must influence executives, stakeholders and many different teams effectively( Ulrich et al.,2022). Consequently, I intend to strengthen communication, through negotiation and consultancy skills and leadership development programs including practical project experience. Enhanced influencing capability will improve my ability to push for people centred or organisational strategies.
Global Mobility Awareness
Helios operate across London, Berlin and Singapore, demonstrating the importance of global mobility awareness. I therefore aim to improve understanding of international employment practices, cross cultural leadership and global talent management (Dowling, Festing and Engle,2017) . Exposure to international projects and intercultural collaboration will strengthen this capability.
Conclusion
This reflective analysis demonstrates that AI should complement rather than replace human judgement within strategic HR practice. Future employability increasingly depends upon balancing technological competence with ethical reasoning ( Raisch and Krakowski,2021), communication and global awareness. Continuous professional development across these areas will enhance my ability to operate effectively within the increasingly digital and international organisational environments.
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