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The recommendations will be based on as follows:

e Make employee engagement a priority for the Executive Team and instruct
them about why it matters and their role in creating a culture that adopts

participation.

e Work-life balance - it has become noticeable in recent years that many
businesses have introduced initiatives to improve the situation. In some
circumstances, they are primarily presented to meet operational requirements
of enterprises rather than the preferences of staff.

 |nvolving young people in governance, who have the experience,

understanding and enthusiasm to contribute.
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1) Introduction —- Company’s Background

Raspberry Pi Foundation (RPF) is a charity company based in Pencoed, a town in
the county borough of Bridgend in Mid-Glamorgan, Wales. Currently, the company
employees 100 personnel and their aim consists of improving the education of
children and adults in the field of computers, computer science and linked topics for

the purpose of better knowledge of the technology world.

RPF is also funded by Cambridge University and by three organisations operating in
the technology industry, such as Mythic Beasts, Wolfram Computation Meets

Knowledge and Olswang Technology. (Raspberrypi.org, 2016)

The group has been set up with the mark of “charitable status” operating in the third
sector. It means a type of non-profit organisation and in most cases, social well-
being is the real objective. Regulations, taxation and the way in which charity law
affects charitable institutions also change from one country to another. (Gov.uk,

2016)

In the company, -works in the Human Resources department, and he has
been asked by his manager director to produce a report, regarding how the
organisation can improve on employee engagement, involvement and motivations.
Moreover, the enterprise wants to find more people with falent because the number

of staff of RPF is set to increase in the future.
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Thus, in the report, Domenico will analyse the current situation of RPF, and he will
be focusing on giving the most appropriate recommendations for the company

values and sustainability.

2) Actual Context The Beer Model Vs the Michigan Model
Before planning for future goals, the company needs to know where it is now. It is
understood that the Harvard Beer Model/fThe Soff Approach), helps the company to
focus on different essential elements which contribute to effective HR policy creation,
stakeholder benefits and situation analysis. The aim is to provide value for all
employees regarding RPF sustainability and success in the society. The advantage
for the employee would be higher involvement and engagement toward RPF.
(Michael Poole, 2008}
The HRM involves all management decisions and actions which affect the nature of
the relationship between the companies and workers.
For the charity to meet its obligations to founders, employees and society, the
leaders have to develop a connection with the organisations and staff which will
accomplish the rapidly changing need for both parties. (Michael Beer et al, 1984}
In a company with the charitable status like RPF, the Michigan Model {The Hard
Approach) would not be taken into consideration, because if the board management

wanted their employees to share knowledge and information, they would need to
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involve them as if they are a part of a big family. With the hard approach, the
involvement and the knowledge sharing would not be possible. Based on the
evidence, in the nowadays economy, despite the industry which people work in, the
employees’ involvement plays a significant role in the company’s sustainability. Each
individual will feel better rewarded, and will be in the position to work more efficientlf
for the organisation, even for less money. (Marshall W. Van Alstyne, 2008}

Fig.1 shows the different approach of the two models: Beer Model 1984 Vs

Michigan Model
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The aims for HRM have to be based on some important points that are as follows:

1. Support the company in obtaining its objectives by developing and
implementing human resources strategies which are integrated with the
business strateqgy.

2. Concur to the development of high-performance culture.

3. Ensure that the organisation has the skilled, talented and engaged people it
needs.

4, Create a positive employment relationship between management and
employees and a climate of mutual trust.

5. Encourage the workers toward an ethical approach to people management.

(Michael Armstrong and Stephen Taylor, 2014)[

3) Employees Engagement

According to David Maclecd; the employee engagement exists when the workers
offer the managers more of their potential and capability. Furthermore, the
employees are fully engaged when they work with enthusiasm and are fully

absorbed, but not as a workaholic.

This engagement is based on integrity, trust, commitment and clear communication
between enterprise and staff. The approach is successful when there is high

performance and high productivity in the company. However, the company must
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clarify to its staff, what exactly the expectations, objectives and decisions are and
abaove all, in the workplace, there must be the right conditions to create a positive
environment for all, with an enhanced feeling of their well-being. (David MaclLeod,

Nita Clarke, 2015}

Josh Bersin, in his article, states that it is time to rethink the concept of “employee
engagement”. His theonp’ is based on the evidence that creating a high-performance
working environment, it is a difficult concept! Thils, the charity has to communicate
mission and values, train managers and leaders and find the right people who fit into
the company’s core values. However, once people have been employed, the charity
has to improve steadily and make the environment modern and enjoyable. In fact
the, the Issues for low engagement and turnover are based on facts such as a high
workload, lack of investment in development and old fashioned working condition.

(Josh Bersin, 201,4’}

Organisational
Citizenship
Behaviour

Engagement

Fig.2 An Example of Employee Engagement
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4) Employees Involvement

According to Susan Heathfield, the relationship consists of building an environment
where the staff have an impact on actions and decisions that concern their work.The
management and leadership's attitude toward employees is an essential contribution
to the continuous improvement and the ongoing achievement of the company. The
substantial participation of the staff is essential to help the firm in achieving
objectives and applying innovative ideas, especially for the implementation of new

decisions and problem-solving- | {Susan M. Heathfield, 2015}

If RPF, I1s to buld a positive work environment which 1s based on extraordinary
customer service, high trust and collaborative teamwork, then the leadership team
has to understand the number of factors which contribute to the employee's

initiatives!

The factors can be identified as follows:

¢ Consistency where the company stresses the importance for a cohesive and
consistent approach to employee involvement.

e Training for a new way of working, both for workers and managers.

e Trust and Openness between managers and employees with honest

communication and trust,
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» The quality of individual relationships for the success of consultation and
partnership between managers and staff.

¢ The leadership of both management and personnel who with their personal
experience, add values to the company to enhance the business’'s
sustainability.

(Gifford J, Neathey F, Loukas G, 2005

Strategy
Invelve
Employees ‘
Celebrate Implementation
Steps
Review Choose
Metrics
' Create k
Actions

Fig.3 Circle of Employee Involvement

5) Employees Motivation

According to Victor Lipman, people are more motivated if they understand the
primary goal of the business with its principles, priorities and missions. The company
also needs to know that employees have a private life as well, so there must be an
equilibrium between work and life. Different factors drive people who work for an

organisation; thus, the line managers have to perceive the primary factors which




David Griffiths
Human Resource M7X00595

motivate the workers. Furthermore, the charity has to establish how it wants people
to spend their time based on what is most valuable. In fact, even though they work
for a non-profit company, workers still want to feel safe, loyal and treated with
consideration. Another particular aspect consists of listening to the employees with

their innovative ideas for the business improvement carefull*}’_ {Victor Lipman, 2013}

In an article in The Guardian, Cath Lee mentions that staff and volunteers create the

organisation and if no one is motivated, the company would not exist.

The meaning of motivation could be very hard to explain because it is a complex
topic. People cannot be forced to work, but at least, they need to understand that
work is essential for the well-being. However, motivation is linked to a passion for the

job itself and personal satisfaction. (Cath Lee, 2014)

Maslow states that motivation focuses attention on the hierarchy of needs. Before

moving to the next level, individuals have to fulfil the previous stage of need.

(Michael Armstrong and Stephen Taylor, 2014, p. 17)f}
On the other hand, Herberg develops two different types of motivation.

1. Intrinsic motivation or internal factors where the satisfaction is the job itself
because it is important, challenging and exciting.
2. Extrinsic Motivation or external factors, the primary motivators focus on the

work environment, salary, peers and working conditions.

10
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(Michael Armstrong and Stephen Taylor, 2014, p. 176}

What
motivates
employees?
(3 ) e e et

Fig.4 it is an example of people motivation in a Charity where money is not

involved.

6) Talent People

According to McKinsey, the nowadays economy is based in a world where the
physical and virtual environment are rapidly converging, so the companies need to

meet customer needs anytime and anywhere. (McKinsey’s, June 2014}

Even though the enterprise under examination has charitable status; it is important

that the staff has the right knowledge of the job, for the company’s benefit.

Nicole Fallon states that the right path to follow consists of investing in the right

people.

11
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In fact, the human resource role has become more complex and dynamic in the last
few decades. Most companies, to find the most appropriate “human capital”
regarding leadership-orientation, strategic man and to fit into the organisation,

delegate to the HR department.

At the heart of talent management is the supposition that the “talent” must be found,
segmented, fed, and placed in central positions which are critical for the competitive

advantage of the firm. (Nicole Fallon, 2018%

The retention of knowledgeable staff becomes a central organisational target and a
sophisticated approach must be taken to performance management. Additionally,
recruitment and selection are a crucial process. The best candidates have to be
chosen according to their level of competence, competency and capability. (Stephen

Taylor, 2010, p. 457§

Fig.5 Talent people at the core of the organisation
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7) Employees Value

According to Minchington, employees’ value is the equilibrium of the rewards and
benefits that are received in return for their productivity at the workplace. People are
valuable when they bring to the organisation a set of experiences, skills and
capabilities. From one side, the employer benefits from the motivation and
commitment of his staff and on the other hand, the employee feels meaningful and

fulfilled.

Additionally, the first step is to define the nature of the value that is added to the
activities and initiatives of HR. Organisation, which has agreed core list of ho more
than ten values, shapes each value by defining the behaviours and actions that will
be shown when this value is honesty incorporated into the company's credence

system and culture. (Grimshaw, D, Rubery, J, & Marchington, M, 201 ﬂj

According to John Kew and John Stredwick, a value-driven establishment is likely to
be more consistent in its decision-making, to be single-minded and not deflected
from its long-term vision by short-term expediency. Its staff is also likely to be more
committed and motivated, as long as it has ownership of the values. However,
values can be poor if top management behaviour is not consistent with their stated

values.

13
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(John Kew and John Stredwick, 2010, p. 3647

Fig.6 is a model of employee value
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8) Integrated Report

One of the most useful tools used in the last few years by companies is Integrated
Reporting, which delivers a larger framework for performing data, explains how value
pertinent information fits into processes or a business, and may help include long-

term into enterprise decision-making.

It is a process which results in communication about how an organisation’s strategy,

governance, performance and prospects lead to the setting of values over the short,

14
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medium and long term, for the benefit of a variety of stakeholders.

(integratedreporting.org, 2015)

Through Integrated Reporting, RPF can communicate a clear, concise and
integrated story which explains how all charity resources are create values. It can
help the business to think ahead and holistically about their strategy and plans, to
make timely decisions and manage key risks to build investor and stakeholder selfé
confidence and increase future performance. It is designed by a diverse combination
of factors including the expertise business leaders and shareholders, to drive a
global evolution in corporate reporting. In times of the crisis, the need to endorse
financial solidity and sustainable growth by better-linking asset decisions, business
behaviour and reporting have become a global requirement.

(valuemybusiness.co.uk, 2013}

9) Conclusions

It can be summarised that for-, working for RPF in the HR department,
developing a critical and analytical report regarding how to improve the “employees
engagement and involvement” has been an intriguing challenge.

At the moment, RPF employs 100 staff but this figure is set to increase and the

company wants to expand globally in the future.

15
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The report started with a detailed description of the enterprise, focusing the attention
on the board of directors — the people who created the charity for the purpose of a
better knowledge of the technology world for the social community.
The main findings started with an investigation of the stakeholder analysis and
situational factors, through the Beer Model 1984.
The report considers the different workplace approaches, which are classified as
follows:
+ Employee Engagement based on integrity, trust, commitment and clear
communication between enterprise and staff.
¢ Employee Involvement, which is the relationship, that consists of building an
environment where the staff have an impact on actions and decisions which
concern their work.
» Employee Motivation where people are more motivated if they understand,
the primary goal of the business with their principles, pricrities and missions.
e Talent People consists of investing in the right people, according to their
competence, competency and capability.
e Employee value is the balance of the rewards and benefits which are

received in return for their productivity at the workplace.

The last part of the report focuses the attention on the Integrated Report, which

delivers a larger framework for performing data; it explains how value pertinent

16
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information fits into processes or a business, and may help insert long-term aims into

enterprise decision-making.

10) Recommendations

This report has analysed and highlights the critical position of employee engagement
within the 3rd sector and the possible risks and concerns of not taking it seriously.
However, RPF has to look at the future objectives and should start to re-think their
approach to employee engagement. - will give some recommendations,
(based on the evidence of personal researchers) of regarding which actions the

company can take to reduce these threats:

Make employee engagement a priority for the Executive Team and instruct them

about why it matters and their role in creating a culture that adopts participation.

Recognise that it is not just about leading an annual survey — employee engagement
is about implanting the culture, behaviours and practices which are essential for the
long term of sustainability. Furthermore, finance in structuring leadership and
management capability which sets employee engagement at the core of what it
means to be an active leader and manager — help them to understand what they
need to do differently. Identify that employee engagement is about relationships

which inftrinsically are intricate and indecisive. RPF should not be tempted to adopt

17
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generalised results but try to understand how employees enthusiastically connect

with the company, their job, colleagues and management. (Doug Crawford, 2013)

Another important aspect consists of work-life balance. According to Taylor, it has
become noticeable in recent years that many businesses have introduced initiatives
to improve the situation. In some circumstances, they are primarily presented to
meet operational requirements of enterprises rather than the preferences of staff.
Much of the growth in part-time working, for example, has come from employers in
the service sector who require additional personnel over and above their full-time
cohort to help them meet peaks in demand which occur at certain times of the week
or day. The fact that such initiatives can also serve to satisfy the needs of employees
with caring and childcare responsibilities is substantially coincidental.  (Stephen

Taylor, 2010, p. 461) Fig.7 is a model of Work-Life Balance

18
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According to the Charity Commission for Northern Irland, RPF can involve young
people in governance, who have the experience, understanding and enthusiasm to
contribute. There are many ways of involving young people — as full board members,
advisors or representatives. These various methods of involvement carry different
opportunities for young people giving them a range of know-how and understanding
like any other trustee and giving the opportunity to express young person'’s viewpoint
of the organisation. RPF and youth need to agree and be clear about the reasons for

their involvement.

Youths who have previously been involved in governance, for example, in clubs at

schools, colleges or universities, should be encouraged to continue in management

19
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after they leave formal education. RPF need to find effective ways of connecting
them to a company which wants to involve them in power, and not lose their valuable
skills and experience. Cultural change takes time and preparation and involves an
effort by everyone involved. Involving them in the board may not be the best
technique to begin. By first engaging them in different ways, the company can
develop the listening and supporting talents it needs while youths can mature the
abilities they need to become board members. (The Charity Commission for

Nothern Ireland, 2014)
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though it may develop a highly interesting and related point.
PAGE 16

Comment 8
Though limited in understanding, | like your attempt to link situational factors to HR action
and value (i.e. the business case) - well done.



QM Improper Citation
Improper citation:
Improperly cited material. Please use the link below to find links to information regarding
specific citation styles: http://www.plagiarism.org/plag_article citation_styles.html
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GRADING FORM: MBA HRM

95

Research-informed Literature (25%) Extent of research and/or own
reading, selection of credible sources, application of appropriate
referencing conventions.

y‘ There is strong evidence for engagement with a 1 7
wide range of core/extended literature relating to
the core concepts form this module. This noted,
there are considerable challenges relating to
referencing conventions and | recommend that



you return to the student handbook to check
your referencing style before submitting fitter
assignments.

Knowledge and Understanding of Subject (26%) Extent of
knowledge and understanding of concepts and underlying principles
associated with the discipline.

y‘ There is a evidence to support a basic knowledge 1 2
and understanding of HRM concepts. However
there are also significant weaknesses - see my
notes form p. 5: This is a very basic overview of
the nature of the challenge facing R.Pi and does
not communicate a strong understanding of core
concepts, especially using the Harvard Model.
Your argument could have been greatly
strengthened here. | was hoping that you would
have discussed key issues outlined in the
assignment workshops - for example the
challenges facing a third sector organisation,
operating under VUCA conditions in a talent-led
knowledge economy. Such a discussion would
have led you to introduce the situational
factors/stakeholder needs (use of Harvard
Model) that inform HR policy/practice, as well as
organisational
outcomes/value/sustainability/resilience. Such a
discussion, or aspects of such a discussion,
would have evidence research, knowledge and
understanding of concepts, analysis and practical
application.

Analysis (20%) Analysis, evaluation and synthesis; logic, argument



and judgement; analytical reflection; organisation of ideas and
evidence

y“ There is evidence for basic analysis, though this 1 0
is often superficial and needs to be strengthened
for future assignments. For example, see my
comments from p. 7: Could you have provided
data to support your argument here - this would
have improved your performance, where you
would have demonstrated a greater depth of
knowledge and understanding/analysis and,
depending on how you developed your argument,
practical application.

Practical Application and Deployment (20%) Deployment of
methods, materials, tools and techniques; application of concepts;
formulation of innovative and creative solutions to solve problems.

y‘ There is consideration for practice, where | note 1 0
that you even attempt to develop links to value in
order to strengthen the business case for action -
| note this as a good point. However, the
reflection in practice, as you will see form my
notes, is limited and, as per my comments against
other criteria, needs to be improved for future
assignments.

Skills for Professional Practice (10%) Attributes in professional
practice: individual and collaborative working,; deployment of
appropriate media; presentation and organisation.

The report, in the main, is appropriate in terms of



Iﬁr

length and presentation. There are challenges
relating to tone and weak transitions, but | have
taken into account that this is your first
assignment at p/g level and that you have the
potential to improve your performance, in terms
of academic grounding, in future assignments.
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