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1.0. Objective:
The purpose of this report is to describe the changing and developing role of the Human Resource Management at Raspberry Pi Foundation in the context of expanding its business internationally. The below report focuses on the impact of increasing international and diverse workforce on the HR function, the requirement for continuous improvement in the organisation in order to overcome the increased competition in the market and managing the employee demand for improved rewards and healthier work-life balance.

2.0. Introduction:
 (
‘
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). Since organizations first internationalised their operations, they have faced the vexing question of who is the best candidate for managing these operations – expatriates, locals or, more recently
, local-hired foreign managers’.
Collings, Scullion and Morley, 2007; Tahvanainen, Welch and Worm, 2005).
)International human resource management helps in examining the approach in which the organisation its human resources across various national contexts. According to Pareek U, 2004, ‘Some of the issues which make the link between HRM and Globalisation more intensified include the rate at which the HR manager responds to Global-economic activities. For example if there is an absolute market in a different country, the HR department is responsible for defining means of which the business will perform in order to capture the market, including recruiting the right people for the job, and training them to learn how to develop’. 

 (
‘
The main issue for multinational companies is the need to manage the challenges of global efficiency and multinational flexibility – ‘the ability of an organization to manage the risks and exploit the opportunities that arise from the diversity and volatility of the global environment’.
Bartlett and Goshal, 1991
)Charitable organisations are a great way to connect countries by ideas of solving issues and bringing communities together for the betterment of the community as a whole. When the organisation grows internationally, operations occur in overseas subsidiaries which rely on the organisational capacity of the parent company and the business expertise. HR managers in an international organisation has to focus on integrating the HR policies and practices across varios location/countries in order to achieve the organisational goals and at the same time, be flexible in order to allow considerable differences in those policies according to the operating location.

HR managers in an international environment are more subject to the impact of the changes in each location when compared to single location operation as their choice becomes more ambiguous and complex.

Everywhere, culture has its own unique way of dealing the business activities. There are different models in order to have a clear understanding of the complete background of the culture. One of the popular models known is Hofstede's six dimensions. This model particularly sticks to the cultural dimensions, their measures that distinguish the nations among each other. It is recommended for Raspberry Pi Foundation to apply this model before expanding its subsidiary in the new country. This model helps in determining the similarities and differences at the various country level.

3.0. Managing International and Diverse Workforce:
Individuals from various nations develop different values which influence the way they conduct, manage and organise work and hence HR managers are required to create awareness on the cultural differences.  (
‘
The impact of cultural diversity shows alterations with the type of environment and firm’s overall strategy. As number of firms move from domestic, multi-domestic, multinational strategies to operating as a truly global firm, the significance and impact of cultural diversity rapidly increase
’.
Adler, 1997
)All the HR activities such as recruitment, training and rewards are swayed by cultural practices and values of the operating location. Hence, there is a need for the HR practitioners at Raspberry Pi Foundation to balance between local autonomy and international consistency. It is advisable for the organisation to use STEEPLE model in order to analyse the general environmental factors. According to Laurent 1986, ‘In order to build, maintain and develop the corporate identity, multinational organizations need to strive for consistency in their ways of managing people on a worldwide basis. Yet, and in order to be effective locally, they also need to adapt those ways to the specific cultural requirements of different societies. While the global nature of business may call for increased consistency, the variety of cultural environments may be calling for differentiation’

Given the fact that Raspberry Pi Foundation has an intention to expand and increase its international profile, It has an option of choosing from two possible approaches in order to manage diversity which includes decentralised federation in which HRM is managed by a separate unit in order to achieve maximum performance locally and the other is co-ordinated federation where the centralised HRM develops a refined management system, maintain control at an overall level and adopt practices that offers recognition of local market conditions. 

Due to the fact that the organisation has a charitable status and could have a mission to serve the public, co-ordinated federation approach would suit as it provides the control for the centralised HR and also adapt according to local environment. For the organisation to manage diversity and gain advantage by attracting expertise and skills from the world wide talent pool, approaches need to follow the local context by taking cultural values into account and accommodate the employee’s personal and demographic differences in order to maximise the employee contribution towards organisational goals.

Diversity education programs help in minimising conflicts and strengthening the ability to intensify value, respect, and influence the differences for driving sustainable business results. According to Roger N. Blakeney, 2006, ‘Training isn’t always easy, though. The goal is not to help someone learn a language or cultural traditions but to ensure they are immersed in the socio-cultural aspects of the new culture they are living in'. Cultural and diversity training programs are important. Although cultural repercussions are not discussed candidly most of the times, the success of an organisation can be harmed by not understanding the culture during an overseas assignment. For instance, when Revlon expanded its business into Brazil, one of the first products it marketed was a Camellia flower scented perfume. What the expatriate managers didn’t realize is that the Camellia flower is used for funerals, so of course, the product failed in that country (Roy, 1998).

According to CIPD, 2016, ‘Diversity management promotes valuing employees as individuals and using their unique strengths and capabilities to support business performance. International work often introduces employees to a wider range of cultures, backgrounds and values, and managers must be ready to harness the diversity of their workforce effectively for the benefit of their organisation’.

Operating in diverse workforce increases creativity and innovation as employees bring in their own view and experience to their workplace and international working amplifies its impact as it exposes employees to the wide variety of diverse culture and issues. International HRM plays a vital role in harnessing the diversity and taking advantage by making it work for the organisation. Managing an international setup requires the organisation to consider the cultural, demographic and legal frameworks of the operating location. Helping employees who work internationally to understand the local environment and behaviour and still promoting progressive practices would help in developing the right business strategies towards diversity. 

4.0. Need for Continuous Improvement:
 (
‘
Leaders apply continuous improvement strategies as an evolutionary process that leads to a better way to compete and add value to existing processes that cover the entire
 workforce of the organization’.
 Paraschivescu, 2015
)Continuous improvement is an extremely constructive process that can add considerable value to Raspberry Pi Foundation. Senior Management along with HR department needs to understand the significance of continuous improvement and encourage its implementation by everyone in the organisation to make it a visible commitment. Furthermore, charitable organisations face increased sustainability and performance challenges due to compact financial support and building a culture of continuous improvement would result in optimized performance and increased revenue. 

According to Beardwell and Claydon, 2007, ‘Continuous improvement of processes presumes integration of cognisant and creative employees in operations which are aimed at systematic improvement of processes’. As explained in marginal gains approach, ideas/best practices gathered from employees during Employee Suggestion Program could be one of the best ways to start with continuous improvements. It is only when the HR insist on the practice of involving its employees that the employee commitment and creativity will stimulate process improvement.

Organisations can benefit in many ways through continuous improvement programs such as increased productivity; improved processes, reduced waste and address quality issues. Many improvement opportunities require cross functional collaboration. Working with employees from different sectors of the organisation would help in fixing the process issues easily and deliver better approaches for the existing challenges. Having diversity at workplace bring in a variety of perspective and offer innovative ideas in order to improve the current process. 

For the organisation to be effective and efficient, it is necessary to endeavour for the overall process development that document and track the significance of organizational changes and the process of continuous refinement and re-evaluation towards the achievement of organizational mission. There is a need for the employees at all levels to buy-in the idea of continuous improvement initiatives in order to build the culture in the organisation and the involvement of HRM is crucial in restructuring the roles that contributes to the larger picture. Continuous improvement initiatives encourage employee involvement and also help in creating an emotional investment towards the success of the organisation

5.0. Managing Employee Rewards & Recognition:
Employee rewards can be a benefitting factor for both the organisation as well as the employees. By having a creative and effective reward system, Raspberry Pi Foundation can experience optimized efficiency and an increase in productivity and revenue while the employees have increased job satisfaction, morale, positive workplace attitudes and better involvement towards achieving organisational goals. 

 (
‘People do work for money – but they work even more for meaning in their lives… Companies that ignore this fact are essentially bribing their employees and will pay the price in a lack of loyalty and commitment’.
  – Pfeffer, 1998
)Due to the fact that the charitable organisations have restricted funding, it might not be possible to invest on expensive monetary benefits for every employee contribution. Moreover, many researches have revealed that the root cause for voluntary turnover is lack of something other than monetary benefits.  Hence, it is crucial to have a reward system at Raspberry Pi Foundation that is small on budget, but still has a potential to downplay the significance of expensive monetary benefits and HR managers should consider these factors while framing the reward and recognition policy. According to Kohn "It is plausible to assume that if someone's take-home pay was cut in half, his or her morale would suffer enough to undermine performance, But it doesn't necessarily follow that doubling that person's pay would result in better work."

Some of the ways of recognising employee performance/contribution could be through opportunities and perks such as awards, training opportunities, flexible work hours, freedom at work, stock options, promotions and progressions and so on.  For example: 1. A significant contributor could be rewarded with the company stock at a predetermined price. This kind of reward option could align the goals of the organisation and the employees as it creates a sense of ownership. 2. Given the fact that the organisation is expanding internationally, an exceptional performer could be sent to another operating location on a cultural exchange program wherein the employee gets to explore a new place and culture which could motivate and improve further performance. Recognition when done in public helps in elevating employee status and gets credited into the employee emotional account. 

Andrew Ballentine, Nora McKenzie, Allen Wysocki and Karl Kepner of the University of Florida found that ‘non-monetary awards tend to come with the promise of an opportunity. These opportunities can include extra annual leave, leaving early on a Friday, flexible working, or the best parking spot for a month. Non-monetary incentives allow employers to get creative with the rewards they offer and, as a result, can often have a higher perceived value to your employee’.
6.0. Managing Employee Work-Life Balance:
Creating a healthy balance in employee’s work-life plays a key role for progressive organisations for its vision for employees as well as performance. However, it can be complicated in an international organisation as it involves a variety of cultural practices due to multiple locations. Flexible working creates a true impact on employee morale, offering them a sense of trust and empowerment for managing their work. Also, ensuring an effective work-life balance helps high-potential employees in achieving a higher rate of success in coping with work along with personal commitments.

 (
‘
16.8 percent of Millennials evaluate career opportunities by good work-life balance, followed by 13.4 percent who look for opportunities to progress and 11 percent who seek flexibility (i.e., remote working and flexible hours)
’
.
Millennial Survey by Deloitte
, 
2016
)According to the global Randstad Employer Brand Research report, 2017, after an attractive salary and long-term job security (58 percent and 46 percent, respectively), 45 percent of surveyed employees note good work-life balance as an important attribute in gauging the attractiveness of an organization.

Off late, employees value balance in their work-life over their job progression and consider their success by having a greater control over when and how they work; accommodating their various work, family and personal responsibilities through a better work-life balance. 

Managing a perfect balance between employee work and life has always been a challenge for the organisation as the schedules are getting busier than ever. Creating a healthier work-life balance increases a  a sense of ownership and a greater control over the lives of employees thereby increasing motivation levels and reduce stress, finally resulting in increased productivity and reduced conflicts with the management as well as co-workers. It also helps in gaining reputation and attracting more talent into the organisation. Today, 42 percent of employees feel obligated to check in with work while on vacation, according to Randstad's Employee Engagement Study. The study also found that Millennials were the generation "most inclined to remain 'on' during off hours." This study clearly illustrates that flexible working opportunity can be turned into a benefit for the organisation. Hence, HR manager at the organisation should work towards building a policy that provides enough freedom and flexibility at work for having a healthier work-life balance and gain optimal advantage for the organisation.

Some of the ways Raspberry Pi Foundation can adopt in order to foster a culture of work-life balance without compromising on efficiency and productivity could be providing schedule flexibility, telecommuting, compressed work weeks, better leave policy with long unpaid leave / sabbatical and so on... Furthermore, increased dual career families have raised concerns about upbringing their children and providing a child-care service would help the employees to a great extent which in turn results in the form of increased loyalty.  All these approaches could help the employees in attending to their family emergency needs and their betterment thereby increasing employee morale and retention rates. 

7.0. Conclusion
Given the context that the Raspberry Pi Foundation is expanding its business internationally, there is a need to overcome the challenges that arise due to globalisation and increased competition and hence, HR function has to develop its policies and practices that supports healthier work environment in order to optimise its performance as well as attract more talent.
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