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[bookmark: _Toc511660816]EXECUTIVE SUMMARY

This report is in response to a recent request from the management of Raspberry Pi to the HR director to consider the changing and developing role of the HR manager and the HR function in the company. The company has grown to over 2000 employees and the role that HR needs to play is becoming more important in the management of the employees.
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A. [bookmark: _Toc511660817]INTRODUCTION 

"Globalization has changed the outlook of the world. It became the force that dominates the universe. It is the inevitable fate that all countries must accept and utilize the changes it brought".,  (Anca-Ioana, M., 2013). 
This report considers the changing and developing role of Raspberry Pi's, (henceforth called Pi) HR manager and it's HR function in relation to:-
1. An increasingly diverse and international workforce. 
2. The need for ‘continuous improvement’ in the company. 
3. The employee demand for improved rewards and ‘work-life balance’ .
The  report also considers the HR challenges as well as recommendations on how HR could respond and overcome these challenges.




B. [bookmark: _Toc511660818]DIVERSITY IN THE WORKPLACE

“The only constant today is change. The emergence of the twin forces of globalization and the technology revolution has resulted in the redefinition and reshaping of our human society in every possible way – politically, socially, economically, and culturally. Change brings opportunities but can also be quite unsettling. Although we cannot control every change, we can control the way we perceive, adapt to, and utilize change.”, (Chan, 2002).
According to Ulah & Yasmin (2013), " in the age of competitiveness organizations cannot afford to bear the loss of potential human resource".
Patrick and Kumar., define workplace diversity as, " the variety of differences between people in an organization which encompasses  race, gender, ethnic group, age, personality, cognitive style, tenure, organizational function, education, background, and more".
"There is a strong empirical confirmation that successful diversity management and a resulting improvement in organizational performance are positively correlated.", (Ozbilgin and Tatli, 2008).
Diversity can improve organisational effectiveness. Organisations that develop experience in and reputations for managing diversity will likely attract the best personnel, (Carrel et al., 2000).
Pi demonstrates a company that is divergent, individualistic, shows a mix of high and low uncertainty, displays a feminine behavioral pattern, has a western culture with group oriented ideology and can be considered " culturalist"  as per Hofstede, (1994).
"As awareness around diversity and inclusion grows, diversity and inclusion have become more important for talent acquisition and a company’s employment brand. Many organizations operate in an environment of high transparency, which employees demand. For younger workers, inclusion is not just about assembling diverse teams but also about connecting team members so that everyone is heard and respected. Companies should align their approach with the expectations of Millennials and others, or they will likely lose talent", (Deloitte, 2017).

a. [bookmark: _Toc511660819]Gardenswartz and Rowe  - Four Layers Of Diversity Model

Figure 1.
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b. [bookmark: _Toc511660820]HR Challenges

1. Managing the transformation from HRM (domestic) to IHRM (international) for home country employees, host country employees and third country employees.
2. Consideration with regards to ethno-centric, poly-centric or geo-centric staffing strategy, (Marchington and Wilkinson, 2008).
3. Diverse workforce.
4. Labour rights
5. Legal & legislations
6. Outsourcing of employees
7. Part-time and temporary work 
8. Productivity and quality
9. Flexible working hours
10. Recruitment, talent and employee compensations and benefits.
11. Training and skills development.
12. Language barriers
c. [bookmark: _Toc511660821]Recommendations 

1. HR policies and practices should accommodate and suit the local business environment for each country.
2. HR strategy and policy should address the local culture needs for each country.
3. Recruitment and performance appraisals must be developed locally for each country to accommodate the local culture.
4. Training of staff to be deployed in a foreign country in the areas of local culture, language, local labour legislations and local labour markets. 
5. Training  native senior managers in the areas of international business, legal and legislative requirements, international finance and international compensation and benefits.
6. Training all employees on diversity and diversity management related issues.
7. Formulating a strategy to address talent management and succession planning.
8. Implement technology to manage HR employee programs and initiatives.
Pfeffer, (1998), mentions  7 components for HRM best practice and commitment.:-
1. Employment security and internal labour markets 
2. Selective hiring and sophisticated selection 
3. Extensive training, learning and development
4.  Employee involvement, information sharing and worker voice
5.  Self-managed teams/team-working 
6. High compensation contingent on performance 
7. Reduction of status differentials / harmonisation 


a. [bookmark: _Toc511660822]Achieving High Performance 

1. Setting Clear Goals - Effective leaders communicate a clear vision and establish realistic goals. By aligning all work to these objectives, successful leaders ensure their employees work towards achieving the same results.
2. Maintaining Open Communication - In a high-performance workplace, leaders communicate regularly with subordinates to provide direction on what tasks need completion. By resolving problems quickly, leaders minimize disruptions and allow team members to focus on job tasks.
3. Valuing Diversity - When faced with complex problems, an effective leader recognizes the value that each team member brings. He encourages each to contribute ideas, methods and opinions, even if they differ from his own.
4. Fostering Collaboration - On high-performance teams, team members rely on each other for their individual skills and experience. When everyone gets rewarded consistently, these teams tend to work well together. With a sense of belonging and purpose, employees tend to work harder towards fixing difficult problems, 
5. Empower small teams - Small teams often outperform big ones, when managed well. A small (less than 10 people), highly empowered team led by a hands-on manager can communicate well, set its own goals, and create a highly engaging environment for everyone.
6. Develop hands-on managers - first-rate leaders are domain experts who coach their teams by getting directly involved in projects
7. Design flexibility into your workplace - Small, agile teams often work effectively when people are comfortable and their personal lives are well managed – flexibility creates engagement, which in turns drives performance
8. Take diversity and inclusion seriously - Companies need to move beyond diversity as a compliance issue and make it a strategy. The company can look at how it can be more inclusive in their hiring, leadership, employee communications and all other aspects of HR.
9. Create a sense of mission and purpose - One of the most important and often fleeting parts of employee performance is to create a sense of mission and purpose, which makes people excited to be at work. The company should define the business in the context of its value to customers and the community, not only by the bottom line.

b. [bookmark: _Toc511660823]HR Value Proposition

· The company can capitalise on innovative ideas, perspectives and views if they employ a diverse body of talent. 
· The company can respond more quickly and creatively to business opportunities when they employ  a mixture of talents of diverse cultural backgrounds, genders, ages and lifestyles. 






c. [bookmark: _Toc511660824]Deloitte - Diversity and Inclusion Model


Figure 2.
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d. [bookmark: _Toc511660825]Talent Management

According to Armstrong, (2012), talent management can be defined , "about ensuring that the organisation has the talented people it needs to attain its goals". It involves the systematic attraction, retention, identification and development of individuals who are of particular value to an organisation". 
1. Some key objectives identified for talent management, (CIPD, 2006a).:-

· Retaining key staff
· Growing future senior managers
· Development of high potential individuals
· Meeting future skills requirement
· Recruiting  and  attracting key staff

e. [bookmark: _Toc511660826]Addressing Talent Management - HR Role

· Communicate and engage employees in the company's business strategy
· Implement a leadership development program for high potentials
· Develop a strategy for succession planning;
· Conduct assessments at all levels of the company to determine skills gaps;
· Provide comprehensive training that addresses skills gaps;
· Match performance goals to business strategy and reward employees who meet their goals;
· Design recruitment programs to identify and attract the right talent.








C. [bookmark: _Toc511660827]CONTINUOUS IMPROVEMENT (CI)

Gertsen, (2001), describes CI as “an improvement process that is systematically applied, carried out in small steps, and to a large extent relies on employee participation”.
Management introduces almost all improvement initiatives. The management decides about goals and resources, but the improvement initiative’s success depends on employee participation and contribution, (Kaye and Anderson, 1999).
"Without the engagement of employees CI will simply not occur.", Dale et al., (2007).
"Apart from engagement the organization of CI is a problematic area, CI failure is often caused by making it a top-down program.", (Beer, 2003).
"Moving from management initiation to employee participation and contribution there must be a transition. This is crucial if the CI system is to achieve wide participation and persist over time.", (Bateman, 2005).


a. [bookmark: _Toc511660828]Factors that Influence Continuous Improvement

Bessant, (2003), proposes a number of factors that are crucial for organizing CI. These factors are: motivation, availability of “slack” resources, leadership, direction, self-development, enabling tools and resources, communication and information exchange, knowledge management, cross-boundary work, appropriate structures, and teamwork.
b. [bookmark: _Toc511660829]Culture of Continuous Improvement

The following contribute to the improvement in the workplace as per Sashkin, (1976).:-
1. Quality Improvement. Better information flow- and use - can clarify tasks goals, and bring about qualitatively better decisions. 
2. Increase in employees’ commitment and acceptance of decisions through a sense of “ownership” (having been involved in decision-making). This outcome increases the likelihood that goals will be effectively implemented. 
3. Support of the participative approach and continuance of its effects overtime, due to learning through behavioural practice; this represents the behavioural process effect. 
4. Increase adaptive capacity of the organisation. Development of shared norms and values may result into more effective use of inter-dependency relations among organisation members, through an organisational process based on collaboration, as opposed to win-lose conflict.  
c. [bookmark: _Toc511660830]Employee Motivation

"Work characteristics influence outcomes in the form of high internal motivation, high-quality work performance, high work satisfaction, and low absenteeism and turnover. This is moderated by employee growth-need strength, context satisfaction, and knowledge and skill.", (Hackman and Oldham,1980).
"The first step in creating high motivation is avoiding low hygiene factor levels.", (Herzberg,1968).
The following recommendations are made to improve CI within PI by.:-
1. Showing respect to its employees by demonstrating trust and meaningfulness, viewing and treating their employees as individuals, offering employee training and education and promoting increased employee authority and responsibility.
2. Improving employee motivation by implementing effective communication, visualisation and collaboration within the company.

d. [bookmark: _Toc511660831]Model for Continuous Improvement

	Figure 3.
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e. [bookmark: _Toc511660832]Design Thinking

HR needs to incorporate empathy and design thinking as part of its strategy for continuous improvement . 
Brown, (2008), describes design thinking as, " Design thinking can be described as a discipline that uses the designer’s sensibility and methods to match people’s needs with what is technologically feasible and what a viable business strategy can convert into customer value and market opportunity". 
“….design thinking converts need into demand”,  Peter Drucker.
“Design thinking is a human-centered approach to innovation that draws from the designer's toolkit to integrate the needs of people, the possibilities of technology, and the requirements for business success.”,  (Brown, (2008).

f. [bookmark: _Toc511660833]Data Analytics

Emmanuel, & Stanier., define big data as, "the term Big Data describes a data environment in which scalable architectures support the requirements of analytical and other applications which process, with high velocity, high volume data which may have a variety of data formats and which may include high velocity data acquisition.".
Key elements of Big Data are Volume, Variety, Velocity and Veracity.
HR could use data analytics to  improve company performance in the areas of Recruitment, Talent Management, Retention and Employee Development. 

g. [bookmark: _Toc511660834]HR Value Proposition in using Data and Predictive Analytics

HR can predict performance by using employee personality testing tools and also by using predictive analytical tools to get an accurate insight into employee’s potential.
HR predictive analytics enable HR to forecast the impact of people policies on the well-being, happiness and bottom line performance of employees.
Efficiently applying analytics and prediction to HR data can offer new insights into current and future performance optimization opportunities for the employee life cycle.
Predict absenteeism and work accident risks.
Analyze employee engagement.
Analyze and predict best on-boarding processes to reduce time-to performance.
 













D. [bookmark: _Toc511660835]  EMPLOYEE  REWARDS  AND WORK-LIFE BALANCE

"Due to the changing demographics in the workplace, such as ageing populations, longer working hours, better technologies that enable work - home communications and more women entering the job market, work - life balance has become very relevant for employees", Rapoport, Bailyn, Fletcher, & Pruitt, (2002).
"In response to these changes and the conflict they generate among the multiple roles that individuals occupy, organizations are increasingly pressured to implement work practices intended to facilitate employees’ efforts to fulfill both their employment related and their personal responsibilities.", Rapoport, Bailyn, Fletcher, & Pruitt, (2002).

a. [bookmark: _Toc511660836]HR Challenges

1. does the company culture truly support work/life benefits 
2. does the management philosophy, starting with senior management, sincerely endorse work/life benefits
3. do managers and supervisors understand the impact work/life balance has on their workforce 
4. are employees aware of and do they understand the company‘s work/life programs

Figure 4.
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b. [bookmark: _Toc511660837]Diversity and Work/Life Balance

"While some companies may view diversity and work/life balance as separate functions, the business case for managing diversity is, in large part, the same for work/life balance. Both diversity and work/life initiatives promote employee commitment, improve productivity, lower turnover, result in fewer employee relations challenges, and decrease the likelihood of unethical business practices.", Dhas, &  Karthikeyan, (2015).

c. [bookmark: _Toc511660838]Improving Work/Life Balance

By implementing  work-life programs, the company can improve employee morale and performance, reduce absenteeism and retain knowledge in the company.  HR will need  to introduce and implement and champion work-life programs at the company. 
HR should incorporate the following employee needs and benefits when developing a work-life balance strategy, program and policy:-  
1. A good quality of life 
2. An enjoyable work life, career progression, encourage creativity and efficient work
3. Training and development 
4. Good health (healthcare plans)
5. Childcare or eldercare 
6. Further education 
7. More money 
8. Time to travel - (Telecommuting)
9. Time with friends and family 
10. Time to do sports and hobbies 
11. Time to do voluntary work 
12.  Flextime
13.  Paid and unpaid leave  (study leave, care for dependents, etc)
14. Managers should lead by example
By implementing work-life programs and practices, Pi  will be assisting its employees in balancing their work and family life. This will lead to higher employee performance and productivity. The company will realise higher performance from:-
· employee time saved 
· employee retention 
· increased motivation and productivity 
· lower absenteeism 
· decreased health care costs and stress-related illnesses










E. [bookmark: _Toc511660839]  CONCLUSION

As a basis for this report, various models and theories have been considered to emphasis and show the importance of the role that the HR manager and the HR function needs to play in order to manage the workforce at Pi. 
Challenges and recommendations on what actions are needed  by HR for employee management success have also been advanced for consideration by the management of Pi.
In implementing the recommendations of this report, Pi will achieve its HR objectives, to manage a diverse and international workforce with continuous improvement with a well balanced work-life culture and practices for its employees. 
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Figure 2. Diversity and inclusion: Old rules vs. new rules

Old rules

New rules

Diversity is considered a reporting goal driven by
compliance and brand priorities

Diversity and inclusion is a CEO-level priority and
considered important throughout all levels of
management

Work-life balance is considered a challenge for
employees to manage, with some support from the
organization

Companies measure diversity through the
demographic profile of designated groups defined by
attributes such as gender, race, nationality, or age

Diversity is defined by gender, race, and
demographic differences

Leaders are promoted on “merit” and experience

Diversity and inclusion is a program of education,
training, and discussion

Work-life balance, family, and individual wellness are
all considered part of the total employee experience

Companies measure inclusion, diversity, and lack of
bias in all recruitment, promotion, pay, and other
talent practices

Diversity is defined in a broader context, including
concepts of “diversity of thought,” also addressing
people with autism and other cognitive differences

“Merit” is unpacked to identify built-in biases; leaders
are promoted on their ability to lead inclusively

Diversity and inclusion goes beyond education to
focus on debiasing business processes and holding
leaders accountable for inclusive behavior

Companies regularly report progress on diversity
measures

Companies hold managers accountable for creating
an inclusive culture, using metrics to compare them
against each other
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