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Executive Summary



The Raspberry PI* foundation is a charitable organisation who began in 2009 to promote and enhance computer science education for children and adults. This is achieved by using a cost effective single board computer which can be further enhanced by the addition of other peripherals and components. The strategy is a non-profit based company that share the same goals and values to enable people to gain the skills necessary in the declining computer science field of study. The mission is to put the power of digital making into the hands of people all over the world and offer free training programmes achieve these goals.

The growing and expanding company now believe a full employee engagement and involvement is the strategy for future of the company to enhance morale and improve performance. Raspberry Pi* supports its motivational needs currently using two models supporting the needs via a physiological, safety or security, socially, self-esteem and self-actualization and a two-part theory for employee satisfaction of hygiene and motivation.

The company believe the way forward is not to just meet the basic needs using these models but to achieve full transparency via fuller employee engagement. The merits for the company will become fully measurable by enhanced communication at all levels and thus improvement of performance better understanding of each other’s jobs and empathy for one another, promoting greater participation from employees who are all stakeholders and a belief they matter, this better transparency and engagement improves growth, profit, understanding, staff retention exploits the best talent that already exists and of course profits not only in terms of money but investment in people. Staff retention is vital, and a happy company retains its staff.
A soft approach HR model strategy possibly adapting an existing one to implement employee engagement as none will be perfect for Raspberry Pi or creating a new one. 
Recommendations.
 1 Creating Awareness of concepts of Enhanced employee engagement.
 2. Designing the Model to fit Raspberry Pi*.
 3. Implementing the Model.
 4. Evaluation of changes.
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Introduction

This report will consider the role of the middle manager within Raspberry Pi* My position as a middle manager in Human resource management is requiring me to produce a report for our managing director because of her recent visit to a conference concerning employee involvement – enhancing morale, improving performance. The managing director believes this is the way forward and I have been asked in my report to particularly cover the concepts of employee engagement and employee involvement. What Raspberry Pi* needs to do to achieve this; the advantages of these concepts and problems that may occur because of implementation.

Raspberry Pi* are a third sector company and includes voluntary and community organisations and began in 2006, led by Eben Upton, Rob Mullins, Jack Lang and Alan Mycroft at the University of Cambridge’s Computer Laboratory. (Raspberry, 2008) [1] and was in a response to a declining skill shortage and numbers undertaking computer science and related subjects. In 2013 the organization split into two parts: Raspberry Pi* Foundation concerned with all charitable activities and educational requirements; and Raspberry Pi* (Trading) Ltd. dealing with all the trading and engineering. 

Raspberry Pi* promoted their computers to encourage children to develop programming skills at an earlier age and using robotics and home media centres to arouse their interests. In April 2014, Raspberry Pi set aside a one-million-pound education fund initiative to progress and enhance children’s skills in these creative areas. The company is currently based in Pencoed, in Wales and employs 540 staff and now sold over ten million of its units. (Wales online, 2017).

[bookmark: _Hlk524810594]

This report will examine the Raspberry Pi* current business model outline existing models used in the current business and determine their effectiveness. This report will introduce new alternatives and compare and analyse both models and discuss the advantages and disadvantages in order to develop a strategy to take too senior managers to make appropriate changes for improvement. Recommendations will be made and methods of implementation utilising a strategic human resource framework to achieve new goals. Changes will be monitored closely by the HR management team initially and amended if the model doesn’t work or needs tuning.





























Description and overview of Raspberry Pi*.



Raspberry Pi* as detailed earlier, are a third sector organisation. They are organisations that are not public or private sector in entity and include voluntary, community types    and may be registered as charities organisations or associations. They are non- profit organisations and re invest any profits back into the business. The Government in 2010 developed a strategy to support charities, voluntary groups and other social enterprises. (Hurd, 2010) [2]. Benefits include understanding of service users and community, reaching the people who need support, delivery of objectives, innovation in the development of new solutions and performance, regarding the delivery of service.

One of the biggest challenges faced with these organisations is raising capital and funds to accomplish goals as they are not-for-profit organisations. Private sponsorship strategies are essential to achieve their goals to promote education and help communities. Particularly successful is the Formula Pi introduced by Raspberry Pi* (Raspberry Pi*, 2016) Initiative allowing private companies to advertise via logos or video streams in their races.

Relationships formed with Google have allowed users free artificial intelligence kits and in 2013 google sponsorship donated 15000 computers to United Kingdom schools. 

One of the key factors in this 3rd sector foundation is that most of the contributors or employees are voluntary, they dedicate their time to promote and push the goals of computer science and learning in the community. It is not on only fundamental but essential that employee engagement becomes a priority for the organisation for sustainability and growth. They add value to mission and strategy objectives. David Brindle writing in the Guardian (2017) [3] wrote that volunteers add £23 billion to the economy.






























Employee motivational needs.

What is employee engagement: -
[bookmark: _Hlk524814120]Kahn, (1990) [4] considered employee engagement and regarded it as a psychological state experienced by employees in relation to their work. Maslach et al (2001) [5] referred to engagement as ‘A positive, fulfilling, work-related state of mind….’ And Macey et al (2009) [6] saw ‘engagement is an individuals purpose and focussed energy, evident to others……..directed to organisational goals.’

However, engagement is not than just another tool to measure employee’s productivity it is a comprehensive approach that should motivate and encourage employees to contribute to a company’s goals and values. Job satisfaction, performance and attitude are all important.

[bookmark: _Hlk524814626][bookmark: _Hlk524814833] Job engagement is what takes place when people are interested in their job and even enjoy it. Erickson (2005) [7] see the job as the key antecedent of the state of engagement. Truss et al (2006) [8] on engagement ‘Put simply, engagement means feeling positive about your job.’ 

David Macleod [9], founder of the organization Engage for Success, explains: 
 “This is about how we create the conditions in which employees offer more of their capability and potential.”

Forbes Magazine [10], Josh Bersin describes five key elements that make a company irresistible and includes, work that is meaningful, hands-on management, a positive working environment realistic growth opportunities and trust in management and leadership. Motivation is essential in the workplace and life, otherwise we would stay in bed and not achieve anything. Maslow’s hierarchy of needs has been used as a basis for many business models and is a more than adequate model for Raspberry Pi*.



[image: Image result for maslow's hierarchy of needs]





 Its original design is a five-step pyramid designed by Maslow in 1943, its basis being that people always desire more than they have, the table shows people with the needs required to obtain a satisfying and rewarding life and you only progress to the next stage when your needs are satisfied on the existing stage. In the voluntary sector a higher bar of achievement to assist their needs is even more important. It will be difficult for an employer to meet all the needs of his employees, but a requirement of mindfulness and due diligence is important. Discrimination and disability needs are also important both legally and morally, and some people just need more support and guidance or have greater social requirements.

 




Applying the model to Raspberry PI

[bookmark: _Hlk512790879]
	Self- Actualisation
	Developing potential to this level requires mindfulness on preceding levels fostering creativity and ambition rewarding promoting real opportunities not putting unnecessary barriers to potential.

	Esteem Needs
	Self -respect, valued, rewarded, appreciated are by -words in reaching this level of motivation. Mutual respect what ever the status. Recognition for your work ethic

	Social Needs
	All employees need a sense of belonging and equality to be a part of something and being able to participate communicate without recourse, incentives and activities outside the workplace to encourage and develop relationships to help those who consider themselves outsiders and help them integrate

	Safety Needs
	The duty of care of an employer in respect to safety has strict rules in the form of regulation and Health and Safety Act 1974 enforcement and compliance of policies and procedures including expenses to voluntary workers’ wages to employed protection of abuse and discrimination by other employees. Disability and Discrimination Act 1995 and Equality Act 2010.

	Physiological Needs/ Basic Needs
	The employer has duty of care to meet a person’s basic needs while in the workplace of light, heat and warmth and fresh air or air conditioning and space to work and allowing the access to food or a place and time to eat it have regular breaks and safe working hours allowing time for rest. – Legal regulations and directives must be followed.















Hertzberg hygiene factors and motivators theory
The 2nd model to be included to enhance employee engagement proposed is Herzberg's hygiene factors verses motivators theory and     is considered the most empirical  theory concerning motivation. It differentiates between motivational factors and demotivating factors. 
[image: Image result for maslow and herzberg comparison images]


“The opposite of job satisfaction is not job dissatisfaction but, rather, no job satisfaction; and similarly, the opposite of job dissatisfaction is not job satisfaction, but no job dissatisfaction.” –  Frederick Herzberg [11]
Herzberg goes further than Maslow and focusses on demotivating factors or hygiene factors which are essential to reach the higher levels as clearly seen above. Some modules overlap on level three also known as the social needs and see good relationships also a good motivator. 



Special considerations for third sector organisations. – Raspberry Pi*

The models above our good models to enhance employee experience but relate to a different society which rewarded hard work generally by compensation in the form of money by way of profits and had little to do with enhancing employee experience and improving communication voluntary work was little recognised or rewarded and considered in the realms of a do-gooder or philanthropists. This third sector organisation is now essential in society supporting the needs of the stretched purses of government. 
Contracts between people have been changing and Armstrong suggests a psychological contract now exists: - Armstrong (1990) [12] says,” … people may work hard if they believe in the mission of the company and can identify with its values, aims and activities; they will work even harder if they feel that achieving these values …”
 	A legal contract of employment is no longer a definitive representation of the 21st century employment relationship, with employees having little say or contribution but just accepting terms. The psychological contract will improve clarity transparency and better define the dynamic relationship that should exist. The third sector allows this evolution as it is no longer just about profit in financial terms but a much greater social awareness. Investment is always in people.





Advantages and disadvantages of employee engagement
	The advantages are very clear from a motivated happy work force, retaining staff utilising existing talent, passion and pride in their work greater productivity. Paula Clapon, 2016 [13] suggests the top three engagement drivers as management and leadership, meaningful work and meaningful relationships all are important to obtain the best advantage for any positive changes and advantages.
The disadvantages include all policies will be revealed which can create problems when difficult decisions need to be made, security may be compromised by full disclosure and employee engagement. Increased workload as regular updates are required. More training and monitoring as to the effectiveness of the new measures.
Ultimately the advantages seriously out balance the disadvantages for staff welfare productivity and a happy workforce.

HR role in Enhancing Employee engagement.
Barbara Mitchell of the Mitchell Group [14] suggests HR play a significant role to be able engage employees and that they must be teachers and mentors for other managers and leaders and encourage them to become good listeners. They need to implement strategies and frameworks for change and be able to monitor its effectiveness. See table below as a framework for Human Resources to follow the effectiveness of objectives.

[image: Image result for benefits of employee engagement strategy]

On the website Raspberry Pi values and missions are very similar to above and building relationships and improving communication have definitely following similar lines to the company model from (Bersin by Deloitte, 2016) [15]  above and is a good basis to enhance employee engagement stating clearly their  mission and strategy which is  clearly set in out on their website (Raspberry Pi*, 2016) promoting and solving the skill shortage in computer science and convert profits from commercial ventures to create strategies to meet education needs in community led initatives. There are many models on employee engagement and below is a simple one from university of minnesota which Raspberry Pi* could utilise or tweak  for their specific needs. Senior management, HR and managing director should meet to implement what is best for the company to see if it is achieving its goals.

[image: Image result for monitoring change in employee engagement]



The minnesota model above is clear and easy to follow which Raspberry Pi should look too when ammending or designing their own. The key metrics are simple and can track and aceess the key objective of employee engagement. There are other models such as Ulrich and Brockbank (Ulrich et al, 2012) [16] but none will fit perfectly and need to be adapted or tweaked to fit the needs of Raspberry Pi* (Taylor and Woodmans, 2012) [17]. A model that is flexible and adapts to change is what is required. There is much discussion on academic terms of a hard or soft approach or strategy. A hard approach treats employees little more than an asset like a building or equipment whereas what is require by Raspberry Pi* is a soft approach strategy as they see employees as valuable and the most important resource as stated earlier an investment in people.





Recommendations.

1. Creating Awareness : Firstly Human Resources must develop a high profile awareness campaign of new initatives and what raspberry pi are wishing to achieve with all employees. Lower and middle managers will have to undergo training to understand the objectives and how to achieve them and why they are important. All staff will need to be informed of the changes and suggestions sought to improve and enhance employee engagement. Hr will be required to determine best methods of communication antipated changes. HR will monitor these early stages and make changes and address if problems are present. 
2. Designing the Model : Once information is collected and verified a suitable model sought that fits with Raspberry Pi* agreed with MD and senior Managers. Test the model to see if it is working.
3. Implementation of new model : Obtain Feedback from managers about the information received from employees and how it is received e.g. are employees on board- if not why not. Deal with any objections to the changes and again ask for suggestions to make it better.
4. Evaluation monitoring the implemented model, validation and verification conducted by managers and leaders and reporting to hr who will determine if collected and correlated data shows model is working and achieving goals of enhanced employee engagement.





Conclusion.
Greater communication at all levels will allow all employees to be more engaged. This is extremly important in third sector orgainsations are concerned and the huge involvement and commitment made by voluntary workers who not look to monetary compensation for their rewards for their labour. The psychological contract is interesting and maybe there should be more formal contracts for voluntary workers who already add so much value.

There is great responsibility on leaders, managers and Hr to ensure that Raspberry Pi* create awareness of the concepts of enhanced engagement and goals of improving morale across all business and implement the changes as well as monitor very closely from inception. Developing the correct module that works for Raspberry Pi* and staff. Relationships and communicaion are key and fufilling all the basics needs particularly the social needs or love needs as described the sense of belonging and integral part of the company only then will the company truly be able to achieve the higher goals of self actualization and voluntary workers be allowed to achieve their full potential. There will be problems and doubters and some see this as another HR exercise and with change comes pain, but this has to be dealt with at the beginning and objections dealt with and all staff will realise these are genunine attempts to improve communication and performance and thus achieve an enhanced employee engagement experience that few companies achieve.
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ASSIGNMENT 2 



Briefing Document


Organisation : 				Raspberry Pi*


Position :					Human Resources Director


Location :					Pencoed, Mid Glamorgan


Date :						March 2018










The organisation


Overview


Raspberry Pi are a third sector company and includes voluntary and community organisations and began in 2006, led by Eben Upton, Rob Mullins, Jack Lang and Alan Mycroft at the University of Cambridge’s Computer Laboratory. (Raspberry, 2008) and was in a response to a declining skill shortage and numbers undertaking computer science and related subjects. In 2013 the organization split into two parts: Raspberry Pi Foundation concerned with all charitable activities and educational requirements; and Raspberry Pi (Trading) Ltd dealing with all the trading and engineering. In April 2014, Raspberry Pi set aside a one-million-pound education fund initiative to progress and enhance children’s skills in these creative areas. The company now employs over 2000 staff.
Further information can be found at the website of Raspberry Pi*
https://www.raspberrypi.org/













The position

 Position: 		  Director, Human Resources

 Reports to: 		  Chief Executive Officer 
  
Team members:	HR Management Team


Primary purpose:

 • To convey the changing and developing role of human resource managers in response to the pressures that have stemmed from globalisation and increased competition from an international market place.

• Manage, coordinate and participate in relaying to mangers the increase in a diverse and international workforce and with these additional demands on Human resources maintain a continuous improvement in Raspberry Pi* but not at the cost of company core values of rewarding staff for hard work and maintaining a work life balance. Thus create strategies to achieve these goals.











Introduction

The continuing growth of Raspberry Pi* foundation creates not only new opportunities but new challenges for the human resources department. The company intends to now expand further and increase its international profile. This assignment will explore briefly some of the challenges that an international and diverse workforce will generate. The requirement that Raspberry Pi* strive for continuous improvement with this new expansion and that the workforce still enjoy the rewards and work life balance that is at the core of the Raspberry Pi* culture.

Brewster et al (2005:949) Stated that:-
	‘A critical challenge for organisations from both the public and private sectors in the twenty-first century is the need to operate across national boundaries.’[1]

They identified five distinct organisational drivers of international HRM (Human Resource Management). These are efficiency orientation, global service provision, information exchange, core business processes and localisation of decision making. Raspberry Pi* will have to respond to these challenges and develop best practice for International HRM.
The practice of managing people across international borders is known as International Human Resource Management.
Therefore human resource management as described by Boxall and Purcell (2003:1) [2] as ‘all the activities associated with the management of employment relationships in the firm.’ But on a global on international level. It is the management of people all over the world including expatriates which will be examined later.
The companies that function globally can be international or multinational the difference being the former is dependent on the parent company for expertise and the latter is a more centralised approached with a varying degree of autonomy. One of the main challenges faced by HRM is the differences between a national or local company and taking it to a global or international platform. A report by Welfare (2006: 8) Dr Dickman [3] ‘The difference is the higher complexity and need for sensitivity to different cultures and different business environments.’
The challenges seem enormous for any company and HRM department to consider when you look at sensitivity to culture and an alien business environment with all that entails in terms of different laws and procedures etc.
Raspberry PI* a very ethical, sensitive and caring company, as detailed in assignment one and are looking to expand their foundation, thus enabling more people globally, to experience their products, expertise and services. The human resources team has worked diligently to ensure this culture and values are continued. The HR team led by the director will need to create strategies to strive for a continuous improvement in performance across international borders.
Models (conceptual) of strategic international human resource management (SIHRM) have been developed such as De Cieri and Dowling (1999), Shuler et al (1993), and Taylor et al (1996).[4]
Shuler examined four components which included exogenous and endogenous factors, SIHRM, the pressures and goals of Multi-National Companies (MNC’s). The exogenous factors are external variables such as the technology available and industry and domestic characteristics. The endogenous factors include internal organisational issues e.g. work design, internal organisational networks, coordination and control systems. De Cieri and Dowling argued that there is a direct relationship between these factors and exogenous influences endogenous factors. See chart below:-
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Scullion and Linehan (2005) [5] suggests there are reciprocal relationships between exogenous factors, Strategic International Human Resources and pressures and the goals of multi-national organisations. Transferring HRM practices across borders is a very important issue according to Stahl and Bjorkman, (2006) [6]. MNC’s may select different HRM options in different countries and utilise resource-based theory of the company and resource dependence according to Taylor et al, (1996). The resource-based theory says that in order to create value for any organisation the SIHRM of international subsidiary or affiliate must be built around the business’s critical HRM competencies.
Taylor et al propose a strategy that follows three distinct generic SIHRM orientations and include an adaptive SIHRM orientation that reflects local perspectives, emphasis on differentiation and not integration. An exportive SIHRM thus replicating human resource practices of the parent company thus integration the priority and not differentiation. Finally an Integrative SIHRM orientation which Taylor et al focusses on the transfer of the best HR practice and policies from all of the company’s subsidiaries and affiliates and thus create and construct one best practice global HRM system. The main argument to this theory of an integrative model is that IRHM should be related to the MNC company strategy and its changing forms has to be understood in relation to the strategic evolvement of their business. (Scullion and Lineham, 2005). This integrated model is useful to understand the relationship with the strategy of any global business and IHRM, but models are only theoretical tools  and only conceptual in construction and application. Townley (1994) [7] IHRM perspective sees that knowledge renders people governable, Crane 1994 [8] states that this is a problematic approach with the complexity of local, regional, national and global cultures. Dowling et al views this so called complexity in social and cultural environments which highlights the differences between national HRM and IHRM.

Brewster et al (2005:966) [9] differentiate further between global HRM and IHRM and that the latter is concerned with an international workforce with the senior organisational participant’s expatriates, specialists in international knowledge transfer. A global HRM approach goes much further than the staff and revolves around all the activities of HRM and application of global rule sets.
Globalisation is a term that has been around many years and is the process of international economic integration in world markets according to Armstrong and companies that have concern across these international boundaries are considered global companies. The main issue for MNC’s is to manage the challenges of global efficiency (Bartlett and Ghoshal (1991)) [10]
Raspberry Pi* must look at all the challenges particularly the economic and cultural differences that expansion will bring. Gehart and Fang (2005:971) [11] the differences include ‘...the centrality of markets, institutions, regulation, collective bargaining and labour-characteristics’. Europe for example has much higher collective bargaining attitude and far more work councils than America. Labour costs vary significantly in many countries.
The cultural differences are of paramount importance and must be taken into account. Hilthrop (1995) [12] listed several areas that are affected by national culture and include decisions on determining an effective manager, a readiness to accept international work, different pay systems, different concepts of social justice etc. Hofstede (1980) [13] saw this area as significant using IBM data who have employed nearly 430 thousand employees, https://www.statista.com/statistics/265007/number-of-employees-at-ibm-since-2000 and suggested culture consists of collective values and involves collective mental programming of people in an environment and wide tendency ‘to prefer certain states of affairs over others’ (ibid: 19). He concluded that cultural values of individuals within a country are more far more similar than those from different countries. Adler (2002) [14] stated that the study only explained a 50 per cent difference between countries workers attitude and behaviour. The study was subjected to further analysis and criticism by Gerhart and Fang (2005) and only 2 to 4 per cent explained national differences and national culture in Hofstede’s study does not show 50 per cent of behaviours. They also found from the study data that culture in fact varies more between an organisation than between a country and differences have been over estimated when explaining any effective HR practice but contended that national cultural differences and sensitivity to these issues may be critical and even result in business collapse.
Alliance, Stiles (2007: 37) [15] conducted research in 30 MNC’s and stated “while national cultural differences were not important…organisational culture actually had more influence on HR practice’, and concluded, ‘To think there is one best way to manage Human resources is simplistic and wrong, ……………..owes little to national culture’ (ibid: 41).

A major academic discussion point is convergence and divergence and a common theme in HRM literature. Convergence is defined as the adopting by a global or MNC of similar HR practices across the world, whereas divergence is an approach by a global or MNC when it adapts its HR practices and policies to fit in with local ideas or conditions.
Raspberry PI* will obviously have to consider these issues when they enter the global market. Brewster et al (2002) [16] sees the effectiveness of global HRM dependent on an organisation’s ability to measure the extent that it will need to adopt and implement similar practices across the world this is convergence and if adapting their core values to local needs this is divergence. The balance is crucial for all MNC’s between global or international consistency and local autonomy and control.
Any strategic choices on employment relationships will dependent on any values norms and practices of that country, Perkins and Shortland (2006)[17]. The parent company will always want to have autonomy and control and set a standard, if a formulae for success is working in one country then it makes sense to repeat the format set up in another and HRM ensure this is the strategy but there always will be strong arguments for local autonomy, taking into account the requirements of that country. Armstrong used the mantra ‘Think globally but act nationally’. Brewster et al (2005) argued that global integration and coordination are important and that subsidiaries be integrated on a global level with other parts of the company and must be strategically coordinated by the parent company, whereas a subsidiary has a duty be locally responsive they will have more autonomy and require far less integration.
Market power is increasing and Brewster (2004) [18] believes that convergence is greater now than ever. The pressure quality, cost and productivity are all essential in this global market. Stiles (2007: 41) stated ‘organisations seek what works and for HR in MNC’s, the range is limited to a few common practices that are believed to secure high performance.’
The workforce is essential for any organisation to succeed no less for Raspberry Pi* and attention to global HR policies and practices. Brewster et al (2005) conducted research and identified three important elements or processes that constitute global HRM and include talent management/employment branding, international management of assignments and management of an international labour force. Their research looked at Rolls Royce who had set up centres of excellence on a global basis, and saw that HR professionals are guardians of culture and operating global values and systems. The Global HR Research Alliance study (Stiles, 2007) found that global HR policies were maintaining performance standards globally, the use of common evaluation processes, reward incentives, senior management development. The research also indicated that centres of excellence had developed talent and performance management and common reward initiatives but global networking has been allowed managers to develop and adopt their own practices providing they are aligned and consistent policies.
Many organisations use what is called expatriates who may work on short term or long term contracts and may be nationals of the parent company or sometimes third country nationals known as TCN’s who are nationals of countries other than that of the parent company who will work for the organisation in other subsidiaries abroad. The management of these workers is an important element for IRHM. They generally have certain expertise or skills that are required that are not readily available in one of the global subsidiaries and thus are more expensive. Perkins (1997) [19] sees it is necessary for business to survive and remain competitive with their employment offering and attract and retain high quality staff with global capabilities.
There are advantages and disadvantages to employing locally. They know the environment and local markets, culture and economy and speak the language, they will have long term perspectives and contribute for longer periods and of course are cheaper. Unfortunately they don’t have the necessary skills required and understanding of the company culture. 
In conclusion Raspberry Pi* and particularly the HR director and management team will have to be prepared for a diverse and international workforce and the challenges and opportunities this will present. The importance of a SIHRM and using a model similar to Schuler et al (1993) or disregarding and develop their own using their already successful footprint nationally that may be tweaked for subsidiaries. They could consider using an integrative SHRIM and transfer best policies and practices and thus construct their own IHRM system. Raspberry PI* are seeking continuous improvement and this must involve flexibility when expanding as some subsidiaries require more autonomy than others allowing them to flourish but aligned with global company policy. It is about people and rewards for hard work, incentives and the work life balance, already working successfully nationally to take it globally will be the challenge and breaking down the barriers of environment, culture and language, and again it seems pertinent to allow senior managers to make local decisions. The level of convergence or divergence again will be different for all companies and will be different for each country, Perkins and Shortland (2006) is very relevant and strategic choices on employment relationships may be influenced primarily by home country values and practices as research earlier shows that cultural differences have been overstated and the quality of the HRM team leading is the essential ingredient for success.
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