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INTRODUCTION

Raspberry Pi (“Pi”) Foundation is a Charitable organization, a social enterprise registered in UK. It supports and provides outreach and education to help people access computer and digital education across the world.   It develops free resource to people who need help in learning about computing and train trainers to instruct people who wish to learn. Majority of the staff of the Pi are volunteers.  The foundation has grown to over 2000 employees and expect to develop its operations internationally.   

An Increasingly Diverse and International Workforce     

Establishment of a workforce across the boarders are a complex task. It primarily involves acquisition, allocation and utilization of human resources effectively. Eventually Pi will accumulate a globally diversified workforce in order to gain the competitive advantage globally. As per Cathy Davies indicates (8.2, April 2018) The World Bank, assumes globalization to be a force for good, benefiting all whom are included and the main actors who can affect the outcomes are the governmental organizations of individual countries, who can implement the policies which control inclusion and agreements with other such actors.

1. What’s Involved in the Process    

Pi needs to strategize the HR process in a multidimensional way across the borders.  The P. Morgan’s model may provide a good direction in describing the elements that may involve in the process.

Understand the Stakeholders Involved - P Morgan Model

The model describes the stakeholders involved in the global HR strategy.
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The model discusses the broad activities of IHRM. Procurement, allocation and utilization of human resources cover all activities such as planning, hiring, training, development, remuneration, performance management and industrial relations. 
The three national countries involved with the process are the host country where the subsidiary is located, the home country where the company is headquartered and the other countries that provide human resources. 
Three countries that employ for international operations are Parent Country Nationals, Host Country Nationals, Third Country Nationals who are employees who are prepared to come from various parts of the world.

Familiar with the Cultural Dimensions - Hofstede Model

Pi HR needs to identify its global coverage of its presence and gain a deep insight into the country’s cultural profiles and values of the employees. It primarily focusses on the cultural values and their behavior in the society. 









Geert Hofstede Model
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1) Power/Distance Ratio (P/D): Refers to the degree of inequality exists among people with power and without power. High PD score means people accepts the unequal distance of power. They understand their place. Per Justin Fernando  (8.5 April 2018), Power Distance Ratio Sweden  is 31 and US is 40. Both countries score pretty low, but Sweden scores lower. Power Distance is the “extent to which the less powerful members of organizations and institutions (like the family) accept and expect that power is distributed unequally” (Hofstede; 2017).
2) Individualism (IDV): strength of ties of people among themselves in the society. High IDV means lack of connections among people. 
3) Masculinity (MAS): How much society stick with values and traditional male and female roles. High MAS means men are powerful in the society
4) Uncertainty/Avoidance Index (UAI): Relates to the degree of anxiety that people feel during uncertain times.
5) Long Term Orientation (LTO): How much society traditions and values long standing as opposed to short standing. High LTO means people are delivering their social obligations. 

This model require careful analysis as the model is based on the countries but not between cultures within countries. However; on an overall basis it provides valuable guidance of understanding the cultural frameworks across boarders in IHRM planning strategies. 




Chose the Right IHR Strategy - Three Schools of IHRM

Pi HR needs to adopt a strategy that favors the competitive advantage of the organization. Various IHR policies in various countries and cultures. Differences and similarities on fifteen dimensions of these policies and practices are statistically determined and the results interpreted in the light of relevant literature. This investigation concludes that there is indeed a convergence in the use of HRM for competitive advantage. Convergence means that IHR practices and policies are considered together which is prevalent in Western cultures. 

However, in pursuing this convergence there are some clear divergences, nuances and specific themes in the areas of HRM that will take the fore and in the way in which specific aspects such as culture, work structuring, performance management and resourcing will be utilized. Divergence means that segregation of HR policies and practices depending on the country or the cultures. These patterns of HRM bear understanding and consideration in managing human resources in different parts of the world (Paul Sparrow, July 2006).
The three schools are, Convergence approach is the best way that they intend to make the world a better place (Universalist); Variation by culture which is influenced by Hofstede model (Culturalist) and A divergence approach created by institutional and societal factors (Womac 1990), Institutionalist. 





Transfer the IHRM Strategy into Practice

Transfer the IHRM strategy into practice.  Fit IHR practices with local norms, Local Isomorphism; or implement HR practices conforms to local practices, Cross national Isomorphism; adopt IHR practices similar to that of global competitors (Marchington & Wilkinson, 2008.), Global Intercorporate Isomorphism. Judith Nthere  indicates (8.3 April, 2018),  IHRM should come up with innovative means of encouraging key staff to deploy and staff strategic positions.

Adopt the IHR Practices to Staffing

Managers may be largely recruited from the home country (Ethno centric); managers may be largely recruited from the local country (Poly Centric) and managers are appointed from another country but not from home or the host country, Geo Centric.

Justin Fernando indicates (8.3 April, 2018), the HR function would need to engage in improved forecasting, particularly workforce planning, figuring out how to acquire a diverse employee population based on race, gender, age, religion, cultural background, among others, determining how to upskill employees’ skillsets.





2. Need for Continuous Improvement in the Company

Pi needs move ahead with the global HR functions. With the rapid expansion of global markets, managers are struggling to balance the paradoxical demand to think globally and act locally. That requires them to move people, ideas, products, and information around the world to meet local needs. They must add new and important ingredients to the mix when making strategy: volatile political situations, contentious global trade issues, fluctuating exchange rates, and unfamiliar cultures (Dave Ulrich, February 1998). Sue O indicates (8.3 April, 2018), Both Unilever and the International Business Machines Corporation, for example, leverage their worldwide H.R. function as a source of competitive advantage."

Align the IHRM strategy with organizational international business strategy:

Pi require to align the IHRM strategy with organizational international business strategy Strategic business partner and Change agent functions are about leading and helping in formulating the organization ‘s overall business strategy and to align human resource activities and initiatives with the organization ‘s overall business strategy. (Bhushan Kapoor, Cal State University, Fullerton, USA). With the rapid expansion of global markets, managers are struggling to balance the paradoxical demand to think globally and act locally. That imperative requires them to move people, ideas, products, and information around the world to meet local needs (Dave Ulrich, February 1998).



Florence Kashora indicates (8.3 April, 2018), HR will need to develop innovative ways of attracting this workforce; as per Strack’s survey, potential employees from abroad are less focused on the amount of salary, but more on being appreciated and other cultural/human factors. 

Pi’s IHRM process needs to improve with the changing business and strategic changes across the countries. IHRM talent planning needs to be a continuous process in light of organizational growth. Companies need to develop leaders capable of generating growth and effectively managing a multicultural workforce. Leaders themselves need to represent diverse cultures and backgrounds so the structure of the decision-making bodies within organizations reflects a more diverse composition of the marketplace (World Economic Forum, 2010).  

Continuous training and development employees of the organization is an important function of the HR. The human resource professional accesses current requirements and anticipates future skills shortages through strategic skills planning. Business volatility and uncertainty increase the need for companies to rely on advanced analytics, scenario simulations, and other sophisticated workforce-planning levers (BCG and WFPMA, September 2010). 





Close collaboration with the frontline managers:

Pi HR has the challenge to understand the overall business strategy and to align human resource activities and initiatives with the organization’s overall business strategy. HR should become a partner with senior and line managers in strategy execution, helping to move planning from the conference room to the marketplace (Dave Ulrich, February 1998). This involves close collaboration with front line managers across the global frontline business managers in a strategic business partner role.

The people and performance research carried out for the CIPD by a team at Bath University found a direct correlation between employees feeling positive about their relationship with their frontline managers and them being more likely to have higher levels of job satisfaction, commitment and loyalty which are associated with higher levels of performance (Hutchinson, S. and Purcell, J., 2003).

Employee Advocate and Champion of Globalization

Pi HR need s to take the lead in the globalization. As an employee sponsor or advocate, the human resource manager plays a pivotal role in organizational success via his knowledge about and advocacy of people. This advocacy includes expertise in how to create a work environment in which people will choose to be motivated, contributing, and happy (Ulrich, 1996). 




The human resource personnel are a champion of globalization and help develop global mindset in its employees. Having a global mindset implies recognition of benefits that can flow to the whole organization from encouraging and valuing cultural diversity in people. Globalization is increasingly adding one more thing to low-cost labor and high-power technology: unfettered imagination–that is, high innovative and creative capabilities (Friedman, 2005).

When employees are motivated they want to do their best work – not out of obligation but because their job matters to them, both professionally and personally. On the other hand, discipline comprises systems, policies, and practices that raise accountability. When motivation and discipline unite, employees are excited about, accountable for, and rewarded for their work (BCG and WFPMA, July 2010. Said Ahmed indicates (8.3 April 2017). Provide a business culture orientation, including factual background to the city and country, city logistics, cultural values and behaviors, business norms, and especially culture shock, describing symptoms and strategies for positive adjustment.

Continuous Improvement and the Functionality of the Global Human Resource Information System 

Pi is becoming a global HR functions of multinational companies need to assemble data relating to employee talent analysis and acquisition, recruiting, compensation and benefits planning, development and training of various ethnic, gender, cultural, and nationality distributions. For this purpose, they need to use complex data bases and analytical information management systems. They need to make fact-based decisions through the analysis of past, current data and using future global trends.


Anu Kashyap indicates (8.3 April 2017). Globalization and the growth of information technology and the advancements in modern business make the world to create and adopt new methods and concepts of human resource management in the form of international human resource management (IHRM). In my opinion, it is good to focus on the organization externally by recruiting from across the globe. 

Proponents of the global convergence thesis such as P. Sparrow et al. (2004, p. 33) state that ‘management is considered as a dependent variable that evolves in response to technological and economic change ‘. Their argument is that the advancement of technology means that in order to have a sustainable competitive advantage, all firms need to adopt the ‘best human resource practices’ with the assumption that the USA model of universalists is dominant.

Pi IT professional need to design data warehouse systems for optimal in storage and performance of global HR data bases, while HR is responsible for ensuring that each user in their group has the information in enough detail to do his or her job.   Information Technology and Human Resources department of Pi need to find an optimal overall solution that is best in the long run for the organization as a whole.

Business and HR Data Analytics

Pi needs to acquire Global Human Resource Information systems. They are capable in performing   business analytics applications, including Online Analytical Processing (OLAP), data mining, and advanced analytics applications based on statistics, forecasting and predictive analytics. They are capable of answering what, when, how things happened and make predictions into the future. Advance analytics can always perform HR questions such as how employees can contribute to business growth by reading HR profiles of employees an future business projections. Data mining includes techniques called ‗discovery driven techniques ‘that do the exploration and analysis by automatic means of large quantities of data in order to discover meaningful hidden patterns in order to find relationships, 

associations, and trends among the data measurements (Kim, 2002; Tan, Steinbach, and Kumar, 2006; Shmueli, Patel, and Bruce, 2010) and this knowledge is then applied to achieving specific business goals. Sarah Clements (9.3 April 2018) “HR analytics uses modern statistical and computing techniques to analyze HR data in a multivariate way which allows insight into more complex areas such as leadership capability and employee engagement. 

3. The Employee Demand for Improved Rewards and ‘Work-Life Balance’

Pi HR need to ensure a satisfied global workforce, for that reason work life balance of the employees are important. Its balance between “work” (career and ambition) and “life” (Health, pleasure, leisure, family and spiritual development). In the absence of proper work life balance may result in absenteeism, less productivity. Employee distress, lack of organisational commitment and loyalty, etc. Per Anu Kashyap (6.4, April 2018) it is imperative for the employees to set limits, get organized, prioritize their work effectively and managing the stress would help in balancing the workload. 





In its globalization process, Pi has a cultural challenge in enhancing productivity of the global employees. Organizations can implement various work-life balance initiatives that may assist employees to better balance their work and family responsibilities, gain
improvements in well-being and provide organizational benefits. There are a large variety of family friendly policies which include but are not limited to the following: flexible working hours, job sharing, part-time work, compressed work weeks, parental leave, telecommuting, on-site child care facility, (Hartel et al 2007).

There are many ways that Pi can improve work life balance of employees in performing charitable services. WLB programs are being heralded as an enlightened yet strategic weapon, and many firms want to be seen as family-friendly organizations, as WLB programs enhance their organizational efforts to recruit, retain, and motivate their most valued employees (Nord et al., 2002). Some of the work life balance activities that Pi could adopt are:

· Provide employees exercising facilities, reading facilities, cafeteria facilities, etc. within work locations. 
· Provide flexible work hours to employees where they have the opportunity to attend personal activities.
· Provide remote working facilities,
· Provide vehicles, bicycles, motor cycles, etc. in order to perform charitable work. It will provide pleasure in performing jobs and convenience for commuting to work.
· Let the employees enjoy week ends and holidays.


4. Conclusion

The globalization of Pi’s HR has become a powerful force and has a major influence on the labor markets and the IHR practices. Pi has the challenge in various ways in adjusting to changes brought about by globalization. Pi ‘s HR strategy needs close collaboration in global business planning and executing its global strategy.
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