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Executive Summary

Raspberry 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 Raspberry Pi are volunteers.

Raspberry Pi dedicated in achieving specific social objectives and create value to its stakeholders, and driven by the values such as trustworthiness, accountability, honesty, etc. 

Raspberry Pi is governed by a Board of Trustees. The managing director believes that grater employee engagement will result in enhancing moral and improving performance. She believes that the employee involvement, enhancing moral of the employees, collaboration in order to improve the performance. She has been convinced that greater employee engagement is the way forward in achieving the organizational success. Employee engagement not only have the potential to significantly affect employee retention, productivity and loyalty, but also has a key link to customer satisfaction, company reputation and overall stakeholder value (Sundaray, 2011).





CONTENTS

Employee Engagement and Employee Involvement					4
How to Improve the Employee Engagement at Raspberry Pi			5
The SHRM									5
Ulrich and Brockbank Competencies Model					6
Harvard Model								7
 	Employment Life Cycle management					9
Recommendation 1									10
Recommendation 2									10 
Recommendation 3									12
Recommendation 4									13
Issues with Employee Engagement							16

Conclusion										18
References                                                                                                		19
Appendix One                                                                                                             21







Employee Engagement and Employee Involvement

Truss et.al 2006 defines employee engagement as the Employee as the passionate employee who is totally immersed in his or her work, energetic, committed and completely dedicated. Balain D Saparrow (2009:8) defines employee engagement as individual involvement and satisfaction with as well as enthusiasm for work. It is the environment in which the employees are encouraged to and can directly impact the decisions and activities in their work environment.

Employee involvement is a process of participation and empowerment of employees in order to use their input towards achieving higher individual and organizational performance. Involvement refers to the employee participation in decision making and problem solving, and increased autonomy in work processes. (E. Sofijanova, V. Zabijakin-Chatleska, 2013). As a result, employees are expected to be more motivated, more committed, more productive and more satisfied with their work. Basic dimensions of involvement are employee participation (as individuals or in teams), empowerment and self-managed teams.  Bill Bakomora suggested (march 2017); When employees are committed and have a positive attitude they can be said to be ‘engaged’. Employee involvement (EI) goes a step further. HR captures the ideas of employees and securing their commitment as part of SHRM (Beardwell and Claydon 2007). 

Recent research suggests that high-involvement work practices can develop the positive beliefs and attitudes associated with employee engagement, and that these practices can generate the kinds of discretionary behaviors that lead to enhanced performance. Simply put, employees who conceive, design and implement workplace and process changes are engaged employees. Alison M. Konrad, Ivy Business Journal (April 2006).
How to Improve the Employee Engagement at Raspberry Pi

Employee engagement has three related components: a cognitive, an emotional, and a behavioral aspect. The cognitive aspect of employee engagement concerns employees’ beliefs about the organization, its leaders, and working conditions. The emotional aspect concerns how employees feel about each of those three factors and whether they have positive or negative attitudes toward the organization and its leaders. The behavioral aspect of employee engagement is the value-added component for the organization and consists of the discretionary effort engaged employees bring to their work in the form of extra time, brainpower and energy devoted to the task and the firm. (Alison M. Konrad Ivy Business Journal, April 2006).

To achieve a high level of employee engagement, it is important Raspberry Pi to consider in implementing the right human resources strategy.  There are prominent Human Resource models that have been applied in this context.  

The SHRM

Under this approach Raspberry Pi needs to the practice human resources that focuses business challenges and directly contribute to long-term objectives to improve business performance and sustain a human resource culture that inspires innovation continuously. SHRM is viewed as a process, ‘the process of linking HR practices to business strategy’ (Ulrich, 1997, p. 89). James Taylor (March 2017) supported this argument; Ulrich describes an evolution in SHRM models which reflects the dynamic nature of the business environments and cultural times in which they exist. As the nature of demand changes, so must the model underpinning HR delivery.
  
Ulrich and Brockbank Competencies Model

This is one of the latest competencies model of soft approach of HR strategies that discusses all HR elements together; as a strategic positioner (a deeply knowledgeable HR professional who thinks outside the box), credible activist (HR professional build the trust through broad business acumen), a capability builder (building capabilities to achieve strategic objectives), change champion (leader f the organizational change management), Human resource innovator and integrator (Effective HR professionals know the historical research on HR, so they can innovative and integrate HR practices into unified solutions to solve future business problems) and technology proponents.(HR professionals have to access, advocate, analyze and align technology for information, efficiency and relationships). (Dave Ulrich and colleagues,  January 04, 2012). I agree to the view of Anu Kashap (March 2017) David Ulrich’s approach is to view SHRM from outside-in. Ulrich’s approach is mainly viewed from the external stakeholder’s perspective
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Harvard Model

The Model was postulated by Beer et al (1984). The model emphasizes the soft side human resources management. This model acknowledges the presence of various stakeholders within and the outside the organization. The model emphasizes that the employees are important in influencing organizational outcomes. Soft HRM is associated with the human relations movement and utilization of individual talents, McGregor's (1960). Sarah Clements illustrated the Sappow’s view about Harvard Model as follows. “Decisions about how to structure the function should be taken using a rigorous approach to organizational design, starting by looking at the organization holistically rather than straight at the HR function.” (Sparrow 2015). 
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Employment Life Cycle management

Managing the life cycle of an employee from the hiring to the exit is the most important task of any HR. Today many large organizations have implemented the above sophisticated HR models, they have failed to manage the employee cycle effectively. As a result, many employees are not engaged. Employee life cycle consists many stages as follows. However, this model may be tailor made to each organization. Jamila Seedat (March 2007) mentioned, I would change the strategy to be decentralized to the level of each subsidiary so that the strategy is tailored to address the needs and requirement of each subsidiary. 
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Recommendation 1

Implement the soft approach: Implementation of both Ulrich and Harvard models require carefully planned information as the Raspberry Pi needs to build up a good HR model in order to reach the highest value from its employees. The suitable approach is the soft approach to improve the employee involvement and engagement. Soft approach sees employees as valued “human” assets and a source of competitive advantage. Employee involvement, participation and communication to drive commitment. (Carol Gill, November 1999). I agree with Nick Batty’s view (March 2007); If HR take a hard approach when a soft approach is required, there will be many disengaged employees, lack of performance, with a high turnover (churn) of staff.

Per Robinson, Perryman, and Hayday (as cited in IES, 2003) engaged employees have emotional attachment with their job as well as the organization, have trust in the employers of the organization and are more committed towards their work as well as organization.

Recommendation 2

Implement the EVR approach: EVR approach will support the HR strategy at Raspberry Pi’s strategic objectives. E‐V‐R (environment‐values‐resources) congruence provides a framework for assessing what entrepreneurs must do strategically to achieve organizational success. E‐V‐R shows how the environment is a source of opportunities and threats ‐ external key success factors; and that resources constitute strengths and weaknesses, strategic competencies which either match, or fail to match, environmental needs. Sustaining and changing this strategic fit is dependent on leadership, culture and values, John L. Thompson, (1999).

E‐V‐R assess the strategic fit of Raspberry Pi’s SWOT criteria in terms of environment, organizational values and its resources. Sustainability of the strategic fit is dependent on leadership, culture and values. Eventually, EVR – SWOT analysis will help to meet the organizational objectives and its value with the employee objectives and their values together.
Aqueel Shakeer (March 2017) illustrated the consequences of not considering EVR approach that Nokia collapsed within a decade due to lack of innovation carried out by business. The business collapsed and World Giant company was sold to Microsoft in the year 2013.  

Recommendation 3

Transform the HR strategy: Employee life cycle planning is an important aspect to improve the employee involvement and engagement. Raspberry Pi needs to    focus on the planning of the employment life cycle for each employee individually. According to May et al (2004) engagement is most closely associated with the constructs of job involvement and ‘flow’(Csikszentmihaly-1990).

Job design: It is vital in achieving the results relating to the charitable role. An effective job design brings involvement of an employee in work related activities which clearly forecasts employee output, productivity and organizational success (Bates, 2004; Harter, 2002; Baumruk,-2004).

Recruitment & Selection: Recruitment is the process of identifying and attracting potential candidates from within and outside an organization to begin evaluating them for future employment, selection begins when the right calibre of candidates are identified (Walker, 2009).

Induction: Raspberry Pi employee orientation program needs to provide organization’s strategy, mission, values, ethical code of conduct, etc. also comprehensive job training is provided with the help of various experts.
Performance Appraisal: There are many decisions in modern organizations that depend on performance appraisals, and they are widely used in most organizations (Burkhalter & Buford, 1989; Davis, 2001; DeNisi, 1996; Wanguri, 1995).  So as in the Raspberry Pi. Reward & Recognition: According to Bishay (1996) effective reward and recognition system highly increases employees’ motivation and job satisfaction.

Development: McDougall & Vaughn (1996) argue that “career development involves aligning individual subjective and more objective career aspects of an organization to find a match between individual and organizational needs, personal characteristics and career roles.”

Succession: Jim Collins (2001) has shown that the most outstanding businesses have had an insider at the helm. Collins also notes that most of the fallen companies he has studied had outside chief executive officers, stating that “leaders who fail the process of succession set their enterprises on a path to decline” 

Exit:    Cutler (2001) [7] was of the view that one of the most important demands on management today in any organization is keeping the most vital and dynamic human resources motivated and dedicated.

Recommendation 4

The Strategic HR model needs to focus on the value generation to Raspberry Pi through employee connections and participation. Raspberry Pi’s HR strategy should focus on bringing the value proposition of both business line managers and the voluntary employees together in order to enhance the employee involvement and engagement.  Crim and Seijts, (2006) have discussed how leaders can engage employees’ heads, hearts and hands. 
[image: ]
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The value generation to the employees could be achieved via:

Connect: The managers at Raspberry Pi should value the employees. Employee engagement is positively related with the behavior of managers with the employees. Employers should properly connect with their employees (Crim & Seijts, 2006).

Career: The manager should provide the opportunity for growth and development of the employees. Proper training and induction programs are vital for career advancement of the employees.
 
Clarity: The managers must communicate the goals and objectives of the Raspberry Pi organization. The success of the organization depends upon clarity of goals and objectives among the employees (Crim & Seijts, 2006).

Convey: The managers should discuss the expectation which they want from the employees and provide feedback on the performance of the employees. Effective leaders work daily to improve the performance of the employees.

Congratulate: The employees are getting feedback in the area where they are lacking behind and at the same they should also be rewarded and recognized on their excellent performance.

Contribute: The employees feel happy and motivated if their works contributes in achieving the organizational goals in a meaningful way. Effective leaders help employees to see and feel that how they are contributing to the organization success and future (Crim & Seijts, 2006).

Control:  It is process to check whether organization is running in desired direction or towards its goals and objective. The leaders should have the ability to control the organization.

Collaborate: When employees work in group and have trust and cooperation of group members, they perform best. Good leaders are team builders, they create an environment that fosters trust and collaboration.

Credibility: Leaders should struggle to maintain organizational image and show high ethical standards. People want to be proud of their jobs, performance and organization (Crim & Seijts, 2006).
Confidence: Good leaders help to create confidence in the organization by developing high ethical and standards performance.

Issues with Employee Engagement

There are many practical issues with employee engagement. The International HR Advisor, (Autumn) highlighted the following reasons. 

Right conditions: If the right conditions do not exist, it may tend to block the employee’s propensity to be engaged. It argues that employee basic needs must exist. For example, lack of Maslow’s basic needs and include things like: poor IT systems, lack of resourcing (in particular people), and policies and procedures that restrict autonomy.

[image: ]
Source: Saul McLeod, 2017

Internal communications: The management is uncertain that the information on organizational strategy is shared across the whole organization. This can be even riskier   for international companies who employ various people from various cultures and backgrounds.  Employees at such organizations do not know about the key personnel at the top. Enhancing the communication culture such as management meetings, get togethers, orientations, functions, recognition, etc. may improve communications among employees. Russo (2010) defines employee engagement as the efforts of imparting and socializing the employees with a sense or – and – reason for – genuine commitment to the organization.

[bookmark: _GoBack]Training and development: Many organizations lack training component. Lack of training and skills development leads to disengagement of employees. Mentoring, training and developing managers and others may lead to increased confidence and satisfaction in performing their roles. Organizations realizing that they needed to be more innovative and flexible in the development of employees due to the increased global competition (Welbourne, 2007).

Recognition: Many organizations do not recognize the employees for their contribution, skills, knowledge, training, etc. Most organizations lack effective successive planning. Instead they hire wrong people externally or promote wrong people which may lead to decline in employee productivity and engagement. According to Cascio (2010), the organization is the people and the opportunities or challenges that come with managing an organization often stem from people-related issues that arise within the organization.
 


Conclusion: 

Raspberry Pi. needs to consider the Ulrich model and the Harvard Model to achieve its strategic human resources objectives. It is also vital for its HR framework to manage the life cycle of employees at various stages in order to ensure that they are involved with the role and engaged in achieving   its strategic objectives. It is also very important that Raspberry Pi to consider the value generation strategy for both the employee and for Raspberry Pi. This will require to improve considerable training and coordination with employees and business managers by HR. 
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APPENDIX ONE

The Framework of Engagement Drivers,
 and Engagement Outcomes and Business Outcomes
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