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[bookmark: _Toc521493478]EXECUTIVE SUMMARY

This report is in response to a recent request from the Managing Director of Raspberry Pi Foundation, (henceforth referred to as Pi), to its HR manager to address "greater employee engagement is the way forward", at Pi.
The  report, using relevant concepts, theories and models, provides  an analysis on employee engagement, motivation and involvement, benefits and challenges, HR involvement and concludes with recommendations for Pi to action. 
As a basis for this report, secondary research has been conducted using reports, websites, academic literature, scholarly articles and books, journals and academic theories and models.
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A. [bookmark: _Toc521493479]FIGURES AND TABLES

	FIGURES
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3.    Comparison of the Maslow and Hertzberg Models
4.   Dave Ulrich's  Role Model. 1997
5.   The Harvard Model

	TABLES
1. Addressing Employee Needs
2. Addressing Hygiene and Motivator Factors












B. [bookmark: _Toc521493480]INTRODUCTION AND COMPANY BACKGROUND

The Raspberry Pi Foundation, (henceforth referred to as Pi), is based in Pencoed, Mid-Glamorgan, Wales. The company  started up in May 2009. The company is a private company and is registered as an educational charity.
The founders noticing a decline in student applications for computer science identified a niche in the market to introduce a small and affordable computer into the market. Pi, funded by Cambridge University, Mythic Beasts, Wolfram Computation Meets Knowledge and Olswang Technology, offered the market the Raspberry Pi, which, since its introduction, has enjoyed unit sales, in millions, worldwide (RaspberryPi, 2015).
Pi, a third sector organisation, currently employs some 100 volunteer staff and which is expected to grow..
Raspberry Pi Foundation can be described as:-
a company which  is not-for-profit and staffed by volunteer workers with common shared values and objectives.
NGO's can be defined as those that:-
· "are not allowed to distribute profits to persons in their individual capacities." (Popowska, M. and Łuński, M. (2014), p. 32).
· "are voluntary in the sense that are created, maintained, and terminated based on voluntary decision and initiative by members or a board." (Popowska, M. and Łuński, M. (2014), p. 32).










C. [bookmark: _Toc521493481]EMPLOYEE MOTIVATION

In order to motivate, create a sense of belonging  and employee commitment within its employee base, PI is well advised to consider jointly adopting both the Maslow and Hertzberg 2 Factor Theory models.
To better understand third sector organisations, like PI, it would be appropriate to, firstly, differentiate the fundamental NGO characteristics from commercial organisations :-
· Non-profit
· Independent from government control
· Do not constitute a political party
· Non-violent
· Voluntary membership
· Common purpose/mission
All employees seek employment to fulfill both their primary and secondary needs. The primary (physical) need of the employee will include basic needs for their survival, housing, nourishment, etc while the secondary need is one of a psychological nature where the employee wants to learn, wants growth opportunities and success in the place of work.
1. [bookmark: _Toc521493482]Maslow  Model

The Maslow hierarchy of needs demonstrates 5 categories of human needs and these are split into needs of a higher order and needs of a lower order as depicted in Figure 1 below.  The theory purports lower order needs need to be fulfilled before the higher order needs can be fulfilled.
 [image: ]Maslow asserted that “gratification of one basic need opens consciousness to domination by another”, Tsvara, P. (2013).  Roos, W. (2005) depicts the Maslow’s need hierarchy Figure 1 below:-

PI can address and support volunteer employee needs and satisfaction within the organisation as follows in Table 1:-
Table 1. - Addressing Employee Needs
	NEED (What)
	What can Pi do to address the need (How)

	
	

	Physiological
	By making food and water facilities available at work for its employees.

	
	

	Security
	

	Economic
	By improving on employee wages and salaries and company benefits.

	Psychological
	By rewarding employees and addressing employee issues timeously.

	Physical
	By providing a safe and comfortable employee working environment.

	
	

	Affiliation
	By encouraging social activities where employees are praised and made to feel part of the team.

	
	

	Esteem
	By providing employees with proper defined responsibilities as well as the provision of employee training.

	
	

	Self-actualization
	By encouraging creativity in the workplace.




For employees at PI to enjoy working and wanting to work at Pi they will have to have their basic needs fulfilled. Pi can use the Maslow model as a basis to fulfill their employee basic needs. 








2. [bookmark: _Toc521493483]Herzberg  2 Factor Model

Herzberg's motivation-hygiene theory asserts that, depending on the influencing factors,  employees can either feel satisfied or dissatisfied. The theory further argues that employees are not concerned with lower order needs but rather more concentrated on the higher order needs. 
The hygiene factors of the model, are similar in likeness to  Maslow’s lower order needs .
The models motivation  factors are similar in likeness to Maslow’s higher order needs. 
By jointly adopting and using the Maslow and Hertzberg models PI will be well placed to understand what needs, hygiene and motivators need attention and addressing to satisfy employees within PI.

Figure 2 below shows the Herzberg’s Two-Factor Theory of Motivation Model:- [image: Herzbergs view of satisfaction and dissatisfaction]
 
FIGURE 2: Herzberg’s Two-Factor Theory of Motivation Model
Source: https://www.managementstudyguide.com/herzbergs-theory-motivation.htm









PI can address and support employee hygiene and motivator factors within the company as follows in Table 2 below:-
Table 2:  Addressing Hygiene and Motivator Factors
	FACTOR - Hygiene / Motivator
	Action By Pi

	Employee Achievement
	Pi should consider to improve the employee working environment and working conditions.

	Employee recognition
	Pi should propagate a culture of having  a good working relationship between all the employees at the company.

	Responsibility to Employees
	Pi should promote a fair set of employee policies and rules and should adopt a flexible attitude to employee leave, working hours and dress code.

	Employee Work
	Pi should promote respect amongst all its employees.

	Employee Promotions and Advancement
	Pi should pay its employees fair market related wages and salaries.

	Employee Growth
	Pi should provide a stable working environment with training initiatives where its employees can excel and grow to their potential.



As Pi, is a non- profit organisation the employees within Pi, are not financially driven thus PI needs to reward its employees through recognition, providing training and learning programs, job safety and a balanced work-life working environment.



3. [bookmark: _Toc521493484]Maslow’s and Herzberg’s Ideas Compared

[image: ]
Figure 3:  Comparison of the Maslow and Hertzberg Models
Source: http://www.whatishumanresource.com/herzberg-two-factor-theory

Considering the comparison between the Maslow and Hertzberg models, in Figure 3 above, it would be advantageous to Pi to adopt both the models to achieve employee satisfaction, increased  levels of employee performance, employee retention and employee attraction at the company.
4. [bookmark: _Toc521493485]Recommendation to PI

Pi, is advised to consider the following recommendations to retain existing and attract future employees as well as to promote a healthy work-life balance and a trusted environment for its employees:-
· Create a unique PI culture through the right application of the hierarchy of needs theory as propounded by Maslow
· Link PI's organizational culture to the HRM practice
· Ensure that  PI's organizational culture aims to enhance employees’ performance
· Managers at PI should adequately mentor their staff on organizational culture
· PI should align reward and recognition consistently with individual contribution
· PI should ensure equity in the distribution of rewards and that rewards meet the expectations of employees.
The implementation of the above recommendations will have positive impact on PI's employee morale, loyalty to the organisation and leave the employees feeling more engaged, motivated and involved in their work.
For PI, demonstrating intrinsic characteristics,  it is important for its management to concentrate its efforts on creating a learning organisation which will satisfy the needs of  its volunteer employees.












D. [bookmark: _Toc521493486]EMPLOYEE ENGAGEMENT AND EMPLOYEE INVOLVEMENT

Luthans and Peterson (2002),  cited in Essay UK: Employee Engagement, state that  "employee engagement might not be the general cure for all the problems that organisations face daily, but implementing engagement strategies can help with overall organisational effectiveness as well as creating personal and career development opportunities for employees". 
Perrin (2003), cited in Essay UK: Employee Engagement, states "employee engagement is a never-ending process. The core ingredients of employee engagement are to provide an individual with an environment where he will have a meaningful and emotionally enriching work experience". 
Pi can engage with its employees in the following manner:-
· Managers at Pi should develop an employee engagement plan that is focused on achieving the company's shared goals and values.
· Managers at Pi should lead by example and Pi should introduce a company structure that encourages employee involvement at all levels.
· Managers at Pi should draw up well defined KPI's  and objectives for employees in order to improve employee and business performance.
· Managers at Pi should undertake employee performance reviews on a quarterly basis in order to measure and manage employee performance consistency and employee discipline.  
1. [bookmark: _Toc521493487]Advantages of  Employee Engagement and Involvement

· Meaningfulness - Luthans (2008), cited in Essay UK: Employee Engagement, states that "individuals find their jobs meaningful if they perceive their jobs as important, worthwhile and significant".
· Safety - Luthans (2008), cited in Essay UK: Employee Engagement, found that, " individuals have the need to feel secure enough to give their personal input without feeling that their career, status or image will be put in jeopardy".
· Availability - Luthans (2008), cited in Essay UK: Employee Engagement, argues that, " if individuals are positive there will be more than enough cognitive, physical and emotional resources available to them". 
2. [bookmark: _Toc521493488]Disadvantages of Employee Engagement and Involvement

PI is cautioned against the following with regard employee engagement and involvement:-
· Policies - Pi is advised not to share top secret and sensitive policy related issues with employees if not necessary.
· Employee Involvement - To avoid time wasting PI is advised to only involve those employees that have an understanding of the business and its activities in matters pertaining to business strategy, competition, markets, planning, etc.
· Information Security  - Pi can be at risk if the company shared sensitive information with the "wrong- employee".

3. [bookmark: _Toc521493489]Factors Determining the Employee Engagement

Some of the critical factors that determine employee engagement are :-
"the employee empowerment, image, equal opportunities and fair treatment, performance appraisal, pay and benefits, health and safety, job satisfaction, communication, family friendliness, co-operation, career development, leadership, clarity of company values, respectful treatment of employees and company’s standards of ethical behaviour", (Buckingham and Coffman, 2000; Macgowan, 2003).

4. [bookmark: _Toc521493490]Recommendations to PI

It is recommended, that in order to benefit from employee engagement, PI should implement employee HRM strategies and policies and these should include the areas of employee motivation, output, creativity, participation, decision making, recognition and responsibility.




E. [bookmark: _Toc521493491]EMPLOYEE VALUE PROPOSITION

PI needs to showcase an employee value proposition that includes unique employee policies, processes and programs that show Pi's commitment to:-
· Opportunities for Employee Growth within Pi
· Opportunities for Management Development with Pi
· Introduction of Employee Recognition Programs within 		Pi
· Pi's commitment to Community Service and Social 			Programs












F. [bookmark: _Toc521493492]THE ROLE OF HR

Generally, in a company, the three key roles or functions of the HR department are: 
· Providing an administrative service.
· Fulfilling a business-partner role in the company
· Providing a strategic function to lines of business within the company
For Pi to achieve high commitment and high performance its HRM will need to evolve from HRM to SHRM which in turn will enable the HR team to support the company's long term goals and objectives. 
For PI's HR to become a full strategic partner, it will need to  organize itself so that it has skills and expertise at the corporate level, it needs to have metrics and analytics that measure the impact of human capital practices and programs, it needs to improve decisions by bringing HR analysis and knowledge and it needs skill sets that involve organizational design, business strategy and metrics and analytics to play the strategic role within the organisation.
In addition HR will need to play a more active role in the organization's planning, design and development.
1. [bookmark: _Toc521493493]Dave Ulrich's Role Model, (1997).

Ulrich's basic view on improving HR within the company is a strategy in which one looks and focuses at the company looking from the outside in and that the strategy should encompass customers, investors, communities and government agencies and this should link to the overall HR strategy. His HR model proposes looking  at HR from the outside in at the following pillars:-  Value, Context, Stakeholders, Individual (talent). Leadership, Organisation, HR Department, HR Practice, HR Staff and Analytics.
 For Pi to be successful and competitive  its HR personal will need to fulfill the roles of a strategic partner to the business, become an employee champion to the employees at the company and provide high levels of administrative expertise to the business.
			
	Some key drivers for change are:
· HR needs to build itself from the outside in.
· Focus on employee talent, build  a the company culture,  encourage teamwork and demonstrate leadership qualities.
· HR needs to focus on 4 areas, prioritise the different work streams, become service focused, focus its efforts on building relationships and align  the HR structure to the company structure. 
[image: ]
Figure 4: Dave Ulrich's  Role Model. 1997
Source: Google: https://www.google.co.za/search?q=Ulric+model+1997&tbm=isch&tbo=u&source=univ&sa=X&ved=0ahUKEwjLi7b777ncAhVJgVwKHTyyBYgQ7AkIMw&biw


2. [bookmark: _Toc521493494]Harvard Model 

Pi is faced with operating in a global environment that is complex, volatile, ambiguous and uncertain. 
Some challenges facing Pi are:-
· The lack of talent and graduates entering the third sector due to the sector not providing structured development and career prospects.
· Today business and funding organisations treat third sector organsations at the same level and with the same expectations as that of any other business.
· Third sector organisation are very cautious when it comes to investing in marketing spend for their organisation.
The Harvard Model was developed to assist companies to better manage their HRM policies and procedures. It takes into account the company's current HRM policies and procedures and any consequences of decisions taken thereof. In addition, it propagates for the company to have a strategic vision for employee relationships, policies and practices and the creation of these for its employees and business strategies.
[image: ]Figure 5: The Harvard Model 
Source:  https://www.google.co.za/search?q=Ulric+model+1997&tbm=isch&tbo=u&source=univ&sa=X&ved=0ahUKEwjLi7b777ncAhVJgVwKHTyyBYgQ7AkIMw&biw





3. [bookmark: _Toc521493495]Recommendations to PI

Pi, is advised to jointly implement the Harvard and Ulrich models. The Harvard model incorporates six components of HRM as depicted in Figure 5 above.
By using the Harvard and Ulrich's models jointly and by taking all the required components from both models into account, Pi, will benefit its business operations. The Harvard model considers Pi's stakeholders, interests, situational factors, HRM  policy choices, HR outcomes, long-term consequences and a feedback loop through while the Ulrich's "outside looking in approach" will ensure that Pi's customers and external stakeholders are considered as part of Pi's overall business and SHRM strategy.







G. [bookmark: _Toc521493496]  RECOMMENDATIONS

1. [bookmark: _Toc521493497]Data and Analytics

Pi, is advised to invest in and implement HR software tools and technology. Data gathering is an important aspect that has to be considered by Pi's HR to better analyze and understand the needs for their current and future employees. Information from  suppliers, customers and business partners , employees, competitors, etc, can be used to create a knowledge data base. Insight gained from the analysed data can be used by managers at Pi to, take the right and more informed decisions related to their employees needs, follow trends in the market (technology, social investment trends, salaries and compensations benefits), make the company more agile and flexible in its operations (ROI and competitors), amend its policies and programs for employee training, skills development and talent management and for employee performance management (appraisals) purposes. The data will also benefit Pi to identify and mitigate potential employee risks to the company by acting as an early warning system. 

2. [bookmark: _Toc521493498]Communication

If Pi is to retain existing and attract new employees it is vital that a strategic communication plan be developed and implemented. 
Reinklou, M. and  Rosén, R (2013) cite researchers (Hager and Brudney, 2011; Ward and McKillop, 2011) who point out that, " recruiting new volunteers is one of the greatest issues within non-profit organizations".
Pi's communication plan should, at a minimum, include:-,
· company values 
· employee benefits 
· career progression and opportunities
· meeting the younger employees personal values expectations (Gen X and Z)
· employer / employee social contract on learning, growth opportunities and flexible work environment.
· policies on diversity and inclusion in the workplace.
· why Pi should be the company of choice to work for.

3. [bookmark: _Toc521493499]Training and Learning Programs

For Pi, to remain relevant, competitive and sustainable into the future as well as to satisfy employee needs within the company, Pi needs to embark on a series of training and learning programs for its employees. These programs should be ongoing on a continuous basis and in doing so Pi will benefit in the long term by achieving employee satisfaction, retaining and attracting employees to the company and have a skilled workforce to remain competitive in the marketplace.










H. [bookmark: _Toc521493500]  CONCLUSION

To remain sustainable into the future and to achieve its growth objectives, PI's senior managers are urged to consider  and implement the recommendations as set out in this report. The inclusion of HR, as a business partner within Pi, in developing Pi's overall business strategy should be a high priority and by doing this Pi will be well positioned to satisfy its existing and future employee needs as well as its future growth objectives.
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