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	Essay: Part 2

	You are now the HR Director of Raspberry Pi Foundation. You are asked to prepare a briefing paper that considers the changing and developing role of the HR manager and the HR function in each of the following areas: An increasingly diverse and international workforce, the need for ‘continuous improvement’ in the company, the employee demand for improved rewards and ‘work-life balance’. Your assignment should take form of an academic essay which should describe main challenges to be faced and must evaluate how HR needs to respond to these changes over the next 5-10 years.   


The purpose of Human Resources (HR) department is to provide understanding, leadership, guidance and services on subjects which have direct impact on the ‘management, employment, learning and development, reward and well-being’ of individuals and the connections between managers and staff. Significantly, the HR division plays an important role in achieving organisational efficiency and prosperity (Armstrong & Taylor, 2017:34). Ulrich and Brockbank (2005: 201 as cited in Armstrong & Taylor, 2017) state that managing, being attentive and dealing with members of staff continues to be the central feature of HR job tasks. This essay is divided into four main parts. The first section will identify the role of the Human Resource Management (HRMHRM) in the increasingly diverse and international workforce of Raspberry Pi Foundation including the main objectives of HR diversity management. The second section will examine the need for continuous improvement at Raspberry Pi Foundation. The third section will explain reasons for the staff receiving greater rewards and seeking work-life balance in the company. The last section will assess how HRM must react to all changes being implemented over the next few years. In conclusion, the essay will link the main points and arguments together and provide a summary.
Diverse and international workforce

The ‘workforce diversity’ primarily developed in order to make ‘equal opportunities’ more accessible in the workplace environment. This viewpoint suggests that Raspberry Pi Foundation should fully utilise the variety within a diverse workforce instead of excluding appropriate candidates who could potentially help the company to become successful (Henry & Evans, 2007: 72). Workforce diversity recognises the fact that individuals are different in many aspects, obvious or hidden, mostly ‘age, gender, marital [and] social status, disability, sexual orientation, religion, personality, ethnicity and culture’ (Kossek et al 2005 as cited in Shen, Chanda, D’Netto, Monga, 2009: 235). A diverse workforce includes many principles, skills, benefits, various perspectives of the environment and specific information. Fast ‘internationalization and globalization’ have promoted the importance of workforce diversity. A ‘cross-cultural and multicultural workforce’ is a general theme explored by majority of businesses in the world. Consequently, diversity is more and more viewed as a highly politicized issue which has been discussed in numerous sectors of society (Shen et al, 2009: 235-236
).            

Nonetheless, the attitudes towards a diverse workforce within these organisations and from scholars are quite complex. From one point of view, a number of pieces of research demonstrate that HRM diversity methods are not linked with the growth in diversity. For example, Rynes and Rosen (1995 as cited in Shen et al, 2009) contend that the acceptance of the principle of diversity practice does not improve the diversity of senior management and the workforce as a whole. From another standpoint, the importance of workforce diversity is generally accepted. Research from the workplace shows that companies which adopt effective diversity management practices are able to take advantage of actions which may boost their net earnings. Managing diversity is built on an acknowledgment of diversity and its various forms as beneficial features of Raspberry Pi Foundation instead of as issues to be resolved (Thompson 1997 as cited in Shen et al, 2009). Managing diversity can also be understood as allowing the diverse workforce to carry out its job tasks to the best of its ability in a fair workplace environment in which there is no staff favouritism (Torres and Bruxelles 1992 as cited in Henry & Evans, 2007). McLeod at al. (1996 as cited in Shen et al, 2009: 236) observe that a diverse workforce responds better to creative planning exercises, shows improved team work in comparison with ‘homogeneous groups’ and can boost organisational productivity and increase profits.               
Indeed, successful diversity management depends on planning and development of business strategy and employee orientated policies. Diversity management is a method which is focused on the workforce and the role of HRM is to oversee personnel management processes. These activities have significant points in common. For example, HRM and diversity management strive to improve the HR role for the achievement of business objectives, and at the same time, they also both focus on people’s ‘differences, development and well-being’ (Truss et al 1997 as cited in Shen et al, 2009: 237). As cited by Litvin (1997 as cited in Shen et al, 2009), diversity management can be successfully implemented by utilising suitable HRM policies. Effective HR strategies concentrate on improving ‘organisational learning, flexibility, knowledge creation and the development’ of a workplace environment which contributes to diversity management. This is a core part of HRM and should also become a root of HR policies and procedures (Shen et al, 2009: 237
). 
Additionally, diversity management respects and utilises workforce differences, for instance: personal attributes, culture, predispositions and religion, so that unique candidate skills are being completely used and Raspberry Pi Foundation objectives are achieved. Diversity management benefits from the increasing ‘cultural pluralism’ which stems from the international scale of Raspberry Pi Foundation business, growth of global markets, increasing mobility of labour and workforce, and understanding of people’s dissimilarities (Lawler 1996 as cited in Shen et al, 2009: 238). It begins inside the organisation through the attempts to establish a fair and complete organisational culture (Gordon 1995 as cited in Shen et al, 2009). Raspberry Pi Foundation strives to gain ‘competitive advantage’ through the tactical utilisation of a diverse workforce (Storey 1995 as cited in Shen et al, 2009: 238). Raspberry Pi Foundation hopes to accomplish this through efficient HR diversity management goals which primarily include ‘creativity, flexibility, employee attraction and retention’. A diverse workforce tries to encourage greater creativity through competent diversity management (Richard 2000 as cited in Shen et al, 2009: 238
).    

Continuous improvement

Continuous improvement initiatives are growing quickly within Raspberry Pi Foundation because the company makes every effort to gain a competitive advantage. For this to happen, a dedication to learning is essential. Many researchers consider organisational learning as a set of actions which evolve and are connected with ‘knowledge acquisition’ and increased efficiency. For this reason, a ‘learning organisation’ is a business, proficient in designing, obtaining, passing knowledge on others, and in changing its ways to communicate new skills and ideas. Learning organisations are skilful in the five following areas: ‘1) systematic problem solving; 2) experimentation with new approaches; 3) learning from their own experience and history; 4) learning from the experiences and best practices of others and 5) transferring knowledge quickly and efficiently throughout the organisation’ (Garvin, 1993: 2-4
).            

Firstly, through systematic solving, members of staff have to be trained how to review and reflect on their actions and pay attention to specific points. Employees must look at presenting issues, gathering evidence about their root cause, even if this is commonly felt to be unnecessary. If not, Raspberry Pi Foundation will not fully utilise its potential for educating its workforce and learning will be reduced or even stopped. Secondly, through experimentation, the company engages in the methodical investigation and application of new knowledge; both of these aspects are normally driven by broadening views and not by presenting problems. The workforce has to be told that the advantages of experimentation outweigh the company expenditure; if not, staff will not get involved. Employees must remain responsible and oversee these experiments with no restriction to their creativity because of the imposition of undue penalties for failure. In other words, it is about understanding how job tasks are performed and understanding why they take place. Thirdly, through learning from past experience, Raspberry Pi Foundation has to re-assess its gains and losses consistently, report the findings and share this learning experience openly with employees. Fourthly, through learning from others, from time to time, it is recommended to explore new ideas by discussing them with other individuals from outside the immediate environment who are interested in the same subject. It is important to remember that learning will only take place in an open-minded environment. HRM must be open to receive a constructive feedback and unpleasant information. This is an uncomfortable situation to deal with, but it is necessary for success. Managers of learning organisations constantly improve their skills of being honest and active listeners. Lastly, through transferring knowledge, any recently acquired skills must be passed on others fast and effectively at Raspberry Pi Foundation. If there are positive motives established, knowledge will be spread more easily. If staff are aware of that their ideas are taken into consideration and possibly carried out, what they have learned will be put into practice and their progress will then be much greater (Garvin, 1993
).           

Rewards and work-life balance

Companies provide staff with a variety of rewards in order to improve their job efficiency (Amabile 1996 as cited in Malik, Butt & Choi, 2014). Previous research demonstrates that rewards have an impact on employees’ performance to the degree that they are viewed as beneficial and significant by their receivers (Schwab et al 1979 as cited in Malik et al, 2014). The efficiency of rewards in increasing staff performance is vital because it contributes to the overall success of Raspberry Pi Foundation. However, scholars argue that rewards and their effect on productivity vary from worthwhile to worthless based on the personal view of their significance to each employee (Eisenberger et al 1999 as cited in Malik et al, 2014
).            

Turning to the work-life balance, this concept is now considered as a major issue in the workplace environment. There are three main reasons for the company to take work-life balance into account: 1) worldwide competition, 2) ongoing concern of employees’ personal circumstances outside of work and 3) the increasing maturity of workers. Work-life balance from the staff perspective is understood as the dilemma of coping with the job and private life duties, whereas from the business perspective it is understood as the challenge of producing a helpful corporate culture in which the workforce can concentrate on its job tasks during the time spent at work. Friedman and Greenhaus (2000 as cited in Lockwood, 2003) state that a balance between work commitments and private life has a huge impact on both. Raspberry Pi Foundation fully recognises the effect of family circumstances on work performance and that therefore there are good business reasons for supporting employees’ well-being. Diversity and work-life policies improve staff motivation, boost efficiency, reduce turnover of staff and lessen the possibility of improper company processes (Lockwood, 2003). Raspberry Pi Foundation could introduce a variety of work-life policies which can help staff to achieve a balance between their job and private obligations, improve their welfare and offer benefits to the company. Raspberry Pi Foundation can also adopt any of the following work-life balance policies: ‘flexible working hours, job sharing, part time work, compressed work weeks and parental leave’ (Hartel et al 2007 as cited in Lazar, Osoian & Ratiu, 2010: 203
).               

HRM assessment of all changes

Without a doubt, in well-established diversity management, it is necessary to produce a corporate culture which fosters and improves employees’ sense of belonging, cooperation and involvement (Richard & Chadwick 2001 as cited in Shen et al, 2009). Raspberry Pi Foundation’s diversity culture should be highlighted in its ‘vision, mission, business and HRM strategy’ (Shen et al, 2009: 242). The establishment of diversity culture must be supported financially and by a dedicated senior management team. Basically, as a strategy, it is paramount that executives acknowledge diversity as a vital factor for the success of Raspberry Pi Foundation. To achieve this, directors should be able to overcome any obstacles regarding diversity management. HRM diversity initiatives and policies should be introduced which are compatible with this concept. Staff should be allowed to share their views on current HRM diversity policies and their ideas should be considered for further development of these procedures. All HRM diversity initiatives should then be carried out at work with an emphasis on continuous staff education and general contribution to the work-life balance. All members of Raspberry Pi Foundation management should be fully committed to both HR and workforce diversity efforts (Storey 1992, Kandola & Fullerton 1994 as cited in Shen et all, 2009
).           

Furthermore, Raspberry Pi Foundation HRM should connect any issues relating to diversity with its ‘recruitment, selection and rewards’ process (Cascio 1998 as cited in Henry & Evans, 2007: 74). The quality of job performance must be well formulated, communicated and efficiently delivered. The company’s overall strategy must be dependent on the willingness, and capability of HRM and the company culture. All managers of Raspberry Pi Foundation must know its culture well prior to the implementation of diversity approaches (Hayes 1999 as cited in Henry & Evans, 2007). Good communication among the workforce will improve diversity management. This will enable employees to recognise the multicultural differences and how they can lead to disagreements and to engage with conflict management procedures. Indeed, it is important to bear in mind that if there is not enough communication in a workplace environment, this will have a negative impact on overall development of Raspberry Pi Foundation. For this reason, the company must initially explain what diversity means and what Raspberry Pi Foundation wishes to accomplish by dealing with it properly (Bagshaw 2004 as cited in Henry & Evans, 2007). Otherwise, if diversity is not handled correctly, for instance: because of lack of employees’ involvement or unfair treatment, this will negatively influence their job happiness and reduce their effectiveness (Henry & Evans, 2007
).            

In order for Raspberry Pi Foundation to remain a learning organisation, HRM should improve its workplace environment, ensuring that it provides opportunities for learning; it is most important to encourage the discussion of new knowledge or skills. HRM should follow this up with an organisation of learning group meetings. These actions will help to remove obstacles which slow down learning process and ensure that learning becomes a priority (Garvin, 1993
).



In regard to any change proposals, work-life balance must be led by the company executives who support and treat their workforce as individuals with commitments outside the workplace environment. The main concerns of work-life programs concerning both Raspberry Pi Foundation and its staff are to find the right balance and share information effectively. HRM should reflect on the following four questions: 1) does the Raspberry Pi Foundation culture really provide work-life benefits; 2) do all managers support work-life benefits; 3) does the management team know how the employees are affected by work-life balance and 4) does the workforce understand the work-life initiatives? HRM should also estimate the return on investment (ROI) of work-life programs considering the following components: ‘the audience, culture, designing the data collection process, integrating finding [and] making projections’ (Lockwood, 2003: 5-6
).
In conclusion, there is no international business which would be viable without having a diverse workforce. Hence, HRM of Raspberry Pi Foundation must take workforce diversity seriously and examine its advantages. These efforts will take the company into the next level and gain a competitive edge. Managing diversity is completely based on the agreement about the company goals which employees are prepared to work towards (Gentile 1994 as cited in Henry & Evans, 2007). Well-established diversity management generates good results through clear HR policies (Shen et al, 2009). Without a doubt, Raspberry Pi Foundation will only be successful if workforce diversity becomes the normal expectation and not the special case (Lawrence 2001 as cited in Henry & Evans, 2007). 
 Work-life initiatives can greatly boost workforce spirit, lower sickness levels and retain skilled staff especially in times of economic downturn. These programs provide both business and its workers with a ‘win-win situation’ (Lockwood, 2003: 9). Raspberry Pi Foundation HRM will have to work very hard to create and develop its culture which contributes to and maintains work-life balance in the forthcoming years. These changes include valuing the views of all employees, irrespective of their status, about the business, their jobs and work-life balance, until the use of a variety of working choices is fully taken on board by the company (Lazar et al, 2010
).                 
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