



Introduction 
Human Resource Management, like all other management functions, is changing under the pressures that stem from globalisation, increased competition and the need for companies to perform. 

With the intention to expand the Raspberry Pi Foundation and increase its international profile, there is a need to consider the changing and developing role of the HR function in each of the following areas. 

1. An increasingly diverse and international workforce 
2. The need for continuous improvement 
3. Employee expectations of improved rewards and work-life balance

This briefing paper will detail the principle challenges and evaluate how HR will need to respond to these changes over the next 5-10 years. 







Overview
“As the world of work grows ever more complex, diverse and ambiguous, traditional models of working are starting to give way to more flexible forms of organisation and employment. Technology, globalisation, changing workforce demographics and skills shortages add to the challenges facing organisations. In this context, the role of HR must evolve and grow to play a greater part in developing organisations for the future. As widely accepted norms for managing the employment relationship change, so the pressure will grow for HR professionals to develop a deeper understanding of the global context, business needs and strategy, and to innovate more to be not just efficient, but more effective.” (CIPD 2015)

Globalisation – the development of single international markets for goods or services accompanied by an accelerated growth in world trade. Any company that has economic interests or activities extending across a number of international boundaries is a global company (Armstrong 2014). 

The pace of globalisation and access to overseas markets has been increasing in recent years due to developments in ICT, transport and communications, with the efficiency of these increasing and the costs decreasing. (Economics Online 2018, Edeos Digital Education 2011). For example, digital international money transfer systems now enable instantaneous transactions, allowing money to be moved from country to country with relative ease.

Increased competition – alongside globalisation, typically comes increasing competition as more companies are able to access an international market. No longer is it sufficient to simply keep an eye on domestic competitors – foreign competitor's strengths, weaknesses and potential strategies need observing too. Production and supply costs may be significantly less in other countries, enabling competitors to undercut prices. For example, Chinese manufacturers have the capability to significantly undercut prices offered by foreign competitors over a wide range of products. As a result, China captured over 70% of the world’s market share for DVDs and toys in 2006 (Navarro 2006).

The need to perform – with increased global competition, new ways to differentiate products and services must be continuously developed. Research has shown that business performance, measured by growth rate, efficiency, productivity and shareholder's financial returns, is positively related with a strategy of continuous improvement, innovation and change (Maranto-Vargas and Rangel 2007).

In order for the Raspberry Pi Foundation to succeed in the years ahead, these three issues need to be appropriately and effectively taken into account. This will necessitate the HR department becoming increasingly involved in developing strategies to counter the impact of each of them.


An increasingly diverse and international workforce
Raspberry Pi intends to expand and further increase its international profile. As part of this, the Foundation will need to look at accessing overseas markets. It will also need to consider the possibility of opening overseas subsidiaries – either to meet international demand, or to decrease production costs by looking at cheaper manufacturing costs in other countries. 

International Human Resource Management
HR will need to develop accessible and appropriate policies to deal both with overseas employees coming to work in the UK, as well as UK employees going to work overseas. That is, international human resource management (IHRM) will need to be introduced. IHRM involves “the sum of HRM policies and practices that a multinational enterprise uses to attract, develop and maintain its human resources including globally standardised and locally adapted structures and processes”. (Armstrong 2014) 

Dowling et al (2008) states that there are significant differences between domestic and IHRM: the complexity of operating in different countries and employing different national categories of workers is a key variable, differentiating domestic and IHRM (rather than difference in HRM performance, per se). 

Dowling goes on to argue that the complexity of IHRM can be attributed to 6 factors: increased number and type of HR activities; the need for a broader perspective; more involvement in employee’s personal lives; changes in emphasis as the workforce mix of expatriates and locals varies; risk exposure; broader external influence.

The potential for cultural ‘clashes’ and differences in approaches to work and communication must to be considered carefully, whether UK nationals are working overseas, or overseas nationals are working in the UK (Hofstede 2001).

Human Resource Planning
The Foundation will need to consider how it will meet its increasing future talent demands. As the business grows, there will be a need to look further afield to engage sufficient workers with the requisite skills. Rainer Strack (2014) suggests there is a looming workforce crisis, that will particularly affect Western economies within the next 10-15 years. With this in mind, it is likely that more employees from overseas will need to be sought to fill jobs, particularly high-skilled ones. Another possibility, which should not be overlooked, is to consider employing people from under-represented groups as the labour market becomes increasingly tighter.

To see what jobs and skills the Foundation will be requiring in the near and medium term will require thorough workforce planning to be carried out by the HR department. 
Getting the right people in place is vital for maintaining competitive advantage – it is one of the key roles of HR. "Identifying, recruiting, deploying and developing talent globally is a key role of the HR practitioner working in a global environment." (CIPD Jul 2017)


When recruiting staff from abroad, HR will need to understand that differences in culture can impact both the way in which people work and the way people behave when working (Houldsworth 2017a). It is also important to provide an attractive and welcoming work environment, one that meets the needs for appreciation and good relationships that overseas employees require (Strack 2014).

When employing people from abroad, an eye must be kept on the more substantial costs involved. “As people are an organisation’s best asset and also likely to be the most expensive resource within an organisation, ensuring the right number of suitable staff is a key priority for business success.” (Houldsworth 2017b).

Employing people already in the UK can save significant costs, compared to overseas recruitment and integration. In a diminishing labour market, consideration of people from under-represented groups can provide a compelling advantage. Such groups include older people; people with disabilities; people from ethnic minorities; long-term unemployed; rehabilitated ex-offenders; war veterans and people returning to work after having a caring role or a long-term health condition (CIPD 2018).

Creating Supportive Workplaces
Whichever HR recruitment pool options are considered, attracting and retaining employees requires the provision of a quality working environment that is both supportive and appreciative. The HR department will need to ensure that they build a culture that welcomes, appreciates and supports all its’ employees, from wherever they come and wherever they are based, creating and amending policies and practices to facilitate this.

The need for continuous improvement 
Sisson and Storey (2000) suggest that a key characteristic of the UK business system and the structure of UK financial markets is to create an environment that is inhospitable to treating people (including employees) as the key to success. Instead there is an overwhelming emphasis on shareholder value as the key business driver, at the expense of the interests of other stakeholders.

"Stakeholders are those individuals or groups who depend on the organisation to fulfil their own goals and on whom, in turn, the organisation depends” (Johnson and Scholes 1997). By valuing and involving all stakeholders – as well as traditional beneficiaries such as shareholders – continuous improvement within the Foundation can be achieved. 

The International Integrated Reporting Framework (IIRC 2013) states that “the ability of an organisation to create value for itself is linked to the value it creates for others.” They have drawn up a model to demonstrate the value creation process: 

[image: ]
The model illustrates the human, social and relational factors feeding into a business, and effecting the human, social and relational factors with its output. It illustrates why value creation is not simply about the bottom line of the financial report. Yet, by considering these other, non-financial factors, evidence shows that the ‘bottom line’ can actually be improved (IIRC 2013). Ulrich (2015) also suggests that the work HR does should link to external stakeholders. This means aligning HR policies and practices not only with business strategy but also with general business conditions. For example, social, technological, economic, political, environmental and demographic global changes, along with the concerns of external stakeholders such as customers, investors and communities. 

A PESTLE analysis is one of the most effective frameworks available for understanding and analysing the key external factors and challenges influencing an organisation. HR practitioners and senior managers can use PESTLE analysis to guide strategic decision-making. PESTLE is an acronym referring to six elements: Political, Economic, Sociological, Technological, Legal, and Environmental. It’s most effective when used in association with a SWOT analysis, (Strengths, Weaknesses, Opportunities, Threats) incorporating information about potential opportunities and threats that might affect an organisation, for example, skills shortages and current workforce capabilities (CIPD 2017b). 

By carrying out a PESTLE analysis on the Raspberry Pi Foundation, the HR department will be able to build a good picture of its environment to inform strategic planning, workforce planning, marketing planning, product development and organisational change (CIPD 2017b). It will also help develop organisational anticipation awareness. (Griffiths and Inman-Robinson 2016). It would facilitate integrated decision-making and actions that consider the creation of value over the short, medium and long term (IIRC 2013). This approach would be far more efficient and effective than the typical “standard moderns” style of employee relations management which essentially has a pragmatic ‘fire-fighting’ approach to employee relations, and is therefore highly sensitive to environmental changes upon the organisation (Purcell and Sissons 1983).





Employee expectations of improved rewards and work-life balance
The ‘Millennials’ generation has different expectations of work to their predecessors. “New employee behaviours entering organisations are challenging the conventional idea of how employees work and what they expect from an organisation” (Morgan 2014).

Recent research has shown that extrinsic rewards for good performance, such as a financial bonus, are less highly valued among employees than more intrinsic recognition for individual contributions to the company’s overall success. (Griffiths 2014)

According to Morgan (2015) important requirements of future workers include: having flexible work environments – choosing where and when they work, not being required to occupy an office from ‘9-5’; being able to customise their work; having the use of new technology to share information, communicate and collaborate; being able to decide their own learning and progression routes (Morgan 2015).

By responding to employee expectations, high performance working practices can be employed by the Foundation, i.e. practices that improve an organisation's capacity to effectively attract, select, hire, develop, and retain high-performing personnel (Griffiths and Inman-Robinson 2016). These can be expected to improve organisational performance in the following ways: increasing employee skills and abilities; promoting positive attitudes; increasing motivation and promoting discretionary behaviour; providing employees with opportunities at work to make full use of their skills and abilities (Purcell et al 2003). 

Specifically, the following strategic practices should be considered:

Better employee performance feedback – To maintain positive employee experience, organisations can use feedback systems (e.g. ‘360-degree feedback’) and analytical tools to facilitate continuous listening that go well beyond annual reviews (Bersin 2017). A few words of appropriately timed praise can go a long way – particularly if the praise is given in a public forum (Chignell 2017).

Flexible work arrangements – Employees often feel they can be more productive away from the office and the intrusions caused by meetings and managers (Fried 2010). This can cause issues with line managers who often want to retain control and thus resist flexitime and home-working. Even so, these arrangements are known to be highly effective, popular and productive (Cappelli 2015). 

Individual workload customisation – By outlining goals and expectations clearly and frequently, employees can then be left to get on with their work in the way they think best. “Employees need to be given freedom to think for themselves and work in a space that is not constrained at every turn in order to produce exceptional results" (Friedman 2013).
Communication and collaboration technology – Workplace productivity tools which are designed to facilitate team-based communication and collaboration in ways that email cannot achieve, are now widely used in business settings (Bersin 2017). Along with cloud-based technology to provide HR services, better communication and information sharing can be readily achieved within teams the organisations (Bodi 2016). 

Self-determined learning and development – By moving away from traditional, instructor-led and content-based training to self-directed, work-based learning, it is possible to significantly increase employee capability and self-determination (CIPD 2017a). McAllister (2017) suggests employees need to be re-trained with problem solving capabilities and knowledge of technology, particularly in readiness for the increasing introduction of artificial intelligence – something which is likely to significantly impact Raspberry Pi. 

These five suggestions need to be carefully considered by the HR department, including accurate costings carried out to garner the potential cost verses benefit of each. Once decided upon, appropriate policies and procedures can be introduced to facilitate implementation.


Conclusion 
In order for the Raspberry Pi Foundation to succeed in the years ahead, the issues of globalisation, increased competition and the need to continuously improve must be properly taken into account. HR will need to be increasingly involved in developing strategies to counter the impact of each of them.

· To support an increasingly diverse and international workforce, HR will need to develop accessible and appropriate policies that deal with both overseas employees coming to work in the UK and national employees working overseas. Additionally, it must authentically work towards creating a culture that welcomes, appreciates and supports all its employees.

· [bookmark: _GoBack]To help continuous improvement, HR should carry out a PESTLE analysis, combined with a SWOT analysis, to inform and influence strategic, workforce and marketing planning, as well as product development and organisational change dynamics.

· To facilitate employee demand for improved rewards and ‘work-life balance’, high performance work practices should to be introduced that facilitate better and more frequent feedback, flexible work arrangements, customisation of work, the use of communication/collaboration technology and greater self-determination in employee development.

· Costings and a clear plan of action for the introduction of new policies and procedures to support these actions need to be drafted and approved, along with an outline of any communications and training required to ensure all HR staff are aware and proficient to support these changes.
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Figure 2: The value creation process:
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