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[bookmark: _Toc231575762]Socialisation, Identity & Business Activism
[bookmark: _Toc231575763]Introduction
Helios Urban Mobility (HUMAN CAPITAL MANAGEMENT) is a fast‑growing smart‑transport start‑up operating across London, Berlin, and Singapore. After five years of expansion, the organisation is now facing several human capital management challenges, including weak socialisation for new hires, slow ramp‑up times, declining engagement, and high attrition among high‑potential graduates. These issues suggest that the current onboarding approach is not supporting long‑term commitment or identity formation. Effective socialisation is important because it helps newcomers understand expectations, build relationships, and develop a sense of belonging within the organisation (Van Maanen and Schein, 1979). Additionally, early experiences shape the psychological contract, which influences trust and engagement (Rousseau, 1995). This section evaluates traditional onboarding compared with strategic organisational socialisation and proposes a structured framework for human capital management that supports identification, ethical professionalism, and a business activist mindset.
[bookmark: _Toc231575764]Traditional Onboarding vs Strategic Organisational Socialisation
Traditional onboarding usually focuses on short, administrative activities such as completing paperwork, attending an induction session, and receiving basic information about the role. It is often delivered in a single event or a brief series of activities during the first week. While this approach can help employees understand basic procedures, it is mostly transactional and does not support deeper psychological needs such as belonging, identity, or long‑term commitment. Research shows that limited onboarding often leads to confusion, slower adjustment, and weaker organisational attachment (Bauer et al., 2007). Many organisations rely on this model because it is simple and efficient. However, it often fails to address the emotional and social aspects of joining a new workplace.
Strategic organisational socialisation takes a broader and more intentional approach. Instead of treating onboarding as a one‑off event, it views socialisation as a continuous process that shapes how newcomers understand their role, relationships, and place within the organisation. Van Maanen and Schein’s (1979) socialisation theory highlights that newcomers learn through formal and informal experiences, interactions, and organisational messages. This process influences how they interpret expectations and how quickly they become productive. Strategic socialisation also connects to psychological contract theory, which explains that employees form beliefs about what the organisation owes them and what they owe in return (Rousseau, 1995). When expectations are clear and supported, trust grows; when they are broken, engagement declines.
Identity construction is another important element. Newcomers build their sense of “who I am at work” through feedback, social cues, and involvement in meaningful tasks (Pratt, 1998). In a company like human capital management, where work involves AI‑enabled mobility systems and public‑impact projects, identity is shaped not only by technical tasks but also by the organisation’s purpose and values. Strategic socialisation helps employees connect their personal identity with the organisation’s mission, which can support stronger commitment and lower attrition. 
[bookmark: _Toc231575765]A Structured Socialisation Framework for HUMAN CAPITAL MANAGEMENT
[bookmark: _Toc231575766]1. Pre‑boarding (Before Day One)
Pre‑boarding should begin as soon as a candidate accepts the job offer. Human capital management can send a welcome message, provide access to a digital portal, and share information about the company’s purpose, values, and current projects. Early communication reduces uncertainty and supports the psychological contract by showing that the organisation is prepared and invested in the newcomer (De Vos and Freese, 2011). Assigning a buddy before day one can also help build early relationships and reduce anxiety. Pre‑boarding is especially important for HUMAN CAPITAL MANAGEMENT because many employees work across different countries and need clarity before they arrive.
[bookmark: _Toc231575767]2. First 90 Days
The first three months are crucial for shaping identity and performance. HUMAN CAPITAL MANAGEMENT should introduce a structured programme that includes role‑specific training, regular check‑ins with managers, and opportunities to meet colleagues across teams. This period should focus on building relationships, understanding how HUMAN CAPITAL MANAGEMENT’s technology supports city governments, and learning how decisions affect public outcomes. Early involvement in meaningful tasks supports faster learning and stronger identification with the organisation (Ashforth et al., 2007).
Managers should hold weekly or bi‑weekly conversations to clarify expectations, provide feedback, and discuss challenges. These interactions help maintain a healthy psychological contract and reduce misunderstandings (Conway and Briner, 2005). Peer mentoring can also support social learning, especially for graduates who may feel overwhelmed in a fast‑paced environment. 
[bookmark: _Toc231575768]3. Year One
Socialisation should continue throughout the first year. HUMAN CAPITAL MANAGEMENT can offer project rotations, learning modules on ethics and sustainability, and opportunities to participate in innovation workshops. These activities help employees move from being new hires to committed organisational citizens. Year‑long development also supports retention, especially for high‑potential graduates who often leave when they feel their growth is limited (Holtom et al., 2008). Ongoing development reinforces the idea that HUMAN CAPITAL MANAGEMENT invests in its people, which strengthens trust and commitment.
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Figure 1: Example of a structured socialisation process adapted for Helios Urban Mobility.



[bookmark: _Toc231575769]Cultivating Identification, Ethical Professionalism, and Business Activism
[bookmark: _Toc231575770]Organisational Identification
To build organisational identification, HUMAN CAPITAL MANAGEMENT should communicate a clear purpose narrative that explains how its technology improves urban mobility and benefits communities. When employees see their work as meaningful and aligned with their values, they are more likely to identify with the organisation (Ashforth and Mael, 1989). Storytelling, leadership visibility, and celebrating project successes can help reinforce this shared identity. Socialisation activities should highlight how each role contributes to HUMAN CAPITAL MANAGEMENT’s broader mission.
[bookmark: _Toc231575771]Ethical Professionalism
Ethical professionalism is essential in a company working with AI and public data. HUMAN CAPITAL MANAGEMENT should provide training on data ethics, fairness, and responsible innovation. This training should not be limited to rules; it should encourage open discussions about dilemmas such as privacy, algorithmic bias, and public trust (Floridi and Taddeo, 2016). Creating spaces where employees can raise concerns without fear supports a culture of responsibility. Additionally, clear codes of conduct and transparent decision‑making processes help reinforce ethical expectations.
[bookmark: _Toc231575772]Business Activist Mindset
A business activist mindset encourages employees to think beyond profit and consider the impact of their work on society. Ulrich’s view of HR as a strategic partner highlights the importance of employees who challenge assumptions and advocate for stakeholders (Ulrich, 2015). HUMAN CAPITAL MANAGEMENT can support this mindset by involving staff in sustainability projects, community partnerships, and discussions about long‑term social impact. Additionally, recognising employees who propose responsible solutions or question harmful practices can help normalise activism as part of professional identity. This mindset aligns with stakeholder capitalism, where organisations consider the needs of citizens, governments, and the environment (Freeman et al., 2020)




[bookmark: _Toc231575773]Job Design Strategy for HUMAN CAPITAL MANAGEMENT
Helios Urban Mobility is a fast‑growing smart‑transport organisation operating across London, Berlin, and Singapore. As the company continues to expand, it faces several human capital challenges, including declining engagement, slow ramp‑up times, and high turnover among high‑potential graduates. These issues suggest that the current job structures may not fully support motivation, creativity, or long‑term development. Job design plays a central role in shaping how employees experience their work and how effectively they contribute to innovation. The Job Characteristics Model (Hackman and Oldham, 1976), job crafting theory (Wrzesniewski and Dutton, 2001), and skills‑based architecture approaches offer useful frameworks for redesigning work in a way that supports both individual motivation and organisational performance. This section proposes a job design strategy that integrates these theories to stimulate intrinsic motivation, support innovation, and create a more flexible and engaging work environment.
[bookmark: _Toc231575774]Job Characteristics Model (JCM) and Its Relevance
The Job Characteristics Model identifies five core job dimensions that influence intrinsic motivation: skill variety, task identity, task significance, autonomy, and feedback (Hackman and Oldham, 1976). These characteristics shape how meaningful, responsible, and rewarding employees perceive their work to be.
Skill variety refers to the degree to which a job requires different skills and abilities. In a company working with AI engineering, data analytics, and mobility design, roles naturally involve a wide range of tasks. Increasing opportunities for employees to use different skills can support creativity and reduce monotony. Research shows that higher skill variety is linked to stronger engagement and learning (Parker, 2014).
Task identity involves completing a whole piece of work rather than small, disconnected tasks. The organisation can strengthen task identity by assigning employees to end‑to‑end project cycles, such as designing, testing, and evaluating mobility solutions for city governments. This helps employees see the full impact of their work, which supports motivation.
Task significance is particularly relevant because the company’s products directly affect public transport systems and urban communities. When employees understand how their work contributes to safer, cleaner, and more efficient cities, they are more likely to feel that their work matters (Grant, 2008). This sense of significance can also support organisational identification. Autonomy is essential for innovation. Giving employees more control over how they approach tasks encourages experimentation and problem‑solving. However, autonomy must be supported with clear goals and expectations to avoid confusion, especially for new hires.
Feedback helps employees understand their progress and improve their performance. The organisation can strengthen feedback by using agile methods, regular check‑ins, and data‑driven performance insights. Research shows that timely feedback supports learning and reduces uncertainty (Kluger and DeNisi, 1996).
[bookmark: _Toc231575775]Job Crafting Strategy
Job crafting theory suggests that employees can proactively shape their tasks, relationships, and the meaning of their work (Wrzesniewski and Dutton, 2001). This approach recognises that employees are not passive recipients of job design; they actively interpret and adjust their roles. Job crafting can support motivation, identity, and innovation, especially in knowledge‑intensive organisations.
Task crafting allows employees to adjust the type or scope of tasks they perform. For example, AI engineers may choose to focus more on model testing or user‑experience integration depending on their strengths. This flexibility can reduce burnout and support creativity.
Relational crafting involves shaping interactions with colleagues, clients, or stakeholders. Employees could build stronger relationships with city partners, which may help them understand real‑world mobility challenges. This can improve the relevance and impact of their work.
Cognitive crafting refers to reframing how employees view their work. For example, graduates may see their tasks not just as technical assignments but as contributions to sustainable urban development. This shift in meaning can support identity and motivation (Berg et al., 2013).
Job crafting is particularly useful because it supports autonomy and personal ownership. Additionally, it allows employees to adapt their roles as technology and project needs evolve. This flexibility can help reduce attrition among high‑potential graduates who often seek opportunities for growth and self‑expression. However, job crafting should be supported with guidance to ensure alignment with organisational goals.
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Figure 3: Example of a skills‑based architecture supporting flexible talent deployment.

[bookmark: _Toc231575776]Skills‑Based Architecture and Internal Talent Marketplace
A skills‑based architecture focuses on skills rather than rigid job titles. Instead of designing jobs around fixed responsibilities, organisations identify the skills needed for different projects and match employees accordingly. This approach is becoming more common in modern organisations because it supports agility and continuous learning (Deloitte, 2021).
A skills‑based system could involve:
· mapping key skills such as AI modelling, data ethics, mobility engineering, UX design, and stakeholder communication
· creating a database of employee skills and development goals
· using an internal talent marketplace to match employees to projects based on skills and interests
This approach allows employees to move between projects more easily, which supports learning and reduces skill gaps. It also helps the organisation respond quickly to new city projects or technological changes. For example, if a city government requests a new mobility analytics tool, the company can quickly assemble a cross‑functional team based on required skills.
Skills‑based architecture also supports career development. Graduates can rotate across teams, gaining exposure to different areas of the business. This can reduce attrition by providing clear growth pathways. Research shows that employees are more likely to stay when they see opportunities for development and mobility (Boudreau and Jesuthasan, 2018).
[bookmark: _Toc231575777]How the Combined Design Supports Motivation and Innovation
Integrating the Job Characteristics Model, job crafting, and skills‑based architecture creates a comprehensive job design strategy. JCM provides a foundation for meaningful and motivating roles. Job crafting adds flexibility and personal ownership. Skills‑based architecture supports agility, learning, and innovation.
Together, these approaches can:
· improve intrinsic motivation
· support creativity and experimentation
· reduce attrition by offering growth opportunities
· strengthen organisational identification
· create a more dynamic and collaborative culture
This combined strategy aligns with the organisation’s mission to innovate in urban mobility and supports long‑term performance. The company needs a modern job design strategy that supports motivation, innovation, and retention. The Job Characteristics Model provides a strong foundation for meaningful work, while job crafting allows employees to personalise their roles. 
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Figure 3: Example of a skills‑based architecture supporting flexible talent deployment.


[bookmark: _Toc231575778]Reflective report
[bookmark: _Toc231575779]Using AI as a Decision‑Support Tool Without Losing Human Judgement
As AI becomes more common in organisational decision‑making, it is important to understand how to use these tools responsibly. AI can support faster analysis, pattern recognition, and data‑driven insights, which can be useful in areas such as recruitment, workforce planning, and performance analytics. However, relying too heavily on automated systems can create risks, especially when decisions affect people. Research shows that AI systems can reflect biases in the data they are trained on, which means human oversight is essential to ensure fairness and ethical outcomes (O’Neil, 2016). For this reason, I believe AI should be used as a decision‑support tool rather than a decision‑maker. In practice, this means using AI to provide information, predictions, or recommendations, but keeping final decisions in human hands. For example, AI can help identify patterns in employee turnover or highlight skills gaps, but managers should interpret these insights in context. Human judgement is important because people can consider emotions, values, and ethical implications that AI cannot fully understand. Additionally, critical thinking helps prevent blind trust in algorithms, especially when the data may be incomplete or misleading. Studies suggest that combining AI insights with human reasoning leads to better outcomes than relying on either one alone (Brynjolfsson and McAfee, 2017). My goal is to develop the ability to question AI outputs, check assumptions, and make balanced decisions that consider both data and human experience. To avoid over‑reliance on AI, I plan to follow three principles. First, I will always check how the AI tool reached its conclusion, especially when the decision affects people. Second, I will compare AI recommendations with my own understanding of the situation. Third, I will consider ethical issues such as fairness, transparency, and the impact on employees. These steps can help maintain human judgement while still benefiting from AI’s analytical strengths.
[bookmark: _Toc231575780]Personal Capability Development Plan
To strengthen my future employability, I want to develop several key capabilities that are increasingly important in HR and people‑focused roles. One of my priorities is data literacy, as modern HR relies heavily on analytics to understand workforce trends. Being able to interpret data, question assumptions, and communicate insights clearly will help me make better decisions. Research shows that HR professionals with strong analytical skills are more effective in strategic roles (Fitz‑Enz and Mattox, 2014).
Another important capability is AI augmentation in HR. This means learning how AI tools work, what they can and cannot do, and how to integrate them into HR processes responsibly. I want to become confident in using AI for tasks such as recruitment screening, engagement analysis, and learning recommendations, while still applying human judgement to ensure fairness and ethical practice. I also want to develop strategic influencing skills, as HR professionals often need to persuade leaders, present evidence, and shape organisational decisions. Being able to communicate clearly, build relationships, and present arguments supported by data will help me contribute more effectively to strategic discussions. Finally, I aim to build global mobility awareness, especially because many organisations operate across different countries and cultures. Understanding cultural differences, international labour markets, and global talent trends will help me work more effectively in diverse environments. This capability is important for organisations that rely on international collaboration and cross‑border projects. 
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