2

ASSIGNMENT 2
JUDITH NTHERE








Module code:  M7X00595
HUMAN RESOURCE MANAGEMENT 


‘Changing and Developing Role of the HR Manager and the HR Function
Under pressures from globalisation and increased competition’







In agreement with David Griffiths
30 April 2018









Introduction
Building up from Assignment 1 as Manager in the Human Resource function of the Raspberry 
PI Foundation* and after fulfilling the task of drafting a report on ‘Employee Engagement is 
the Way Forward’ and presenting to the senior Manager, PI Foundation has since grown to 
over 2000 employees and intends to expand and increase its international profile.  

A Report has been written using secondary source peer-viewed academic journals, text books 
to explore the role of the Human Resource Manager and HR function in an increasingly diverse 
and international workforce, the need for continuous improvement in the company and the 
employee demand for improved rewards and ‘work-life balance’. The Report will investigate 
how HR will meet the challenges to be faced taking into account the pressures that stem from 
globalisation and increased competition.  

1.0. An Increasingly diverse and International Workforce

Managing diversity in the workplace means bringing together people of different ethnic 
backgrounds, religion, gender and age groups into cohesive and productive organisational units 
and involves formulating and implementing policies that maximise the potential advantages of 
diversity while minimising the potential disadvantages (Armstrong 2017: p. 304).  This implies 
what the organisation can say about their organisational culture which can state their diversity 
policy.  P1 Foundation should ensure that people from different ethnical backgrounds, race, 
disability, religion are treated fairly and feel they belong Armstrong (2017; p. 304).  According 
to Kandola and Fullerton (1994), harnessing visible and non-visible diversity differences which 
include factors such as, age, background, race, disability will create a productive environment 
in which everyone feels valued where their talents are being fully utilized and in which 
organisational goals are met.  In order to achieve this, an inclusion culture at P1 should be 
formed and maintained to ensure that employees feel they belong and connected Armstrong 
(2017; p. 304).  Diversity and inclusion are important in a work place because employees will 
feel respected and accepted for who they are and they will have equal benefits and opportunities 
including work-life balance through working part-time or flexible hours Armstrong (2017: p. 
305).  The Business Harvard Review (2017) argues that “without inclusion, crucial connections 
that attract diverse talent, encourage their participation, foster innovation and lead to business 
growth will not happen”.  

Diversity management means that P1 Foundation should bundle its efforts to aggressively 
recruit, hire and retain individuals from a variety of backgrounds and facilitate good working 
relationships among them Miller & Rowney (1997).

1.1.  Inclusion Enablers
According to the Havard Business Review (2017) Report, studies have shown that diversity 
alone does not drive inclusion, without inclusion there is often a backlash, the two cannot be 
separated.  Leaders and management in emerging organisations have a moral obligation to do 
so by treating all employees the same, legally they should not discriminate on grounds of 
gender, race or religion and for business reasons discrimination would impair the optimum use 
of human resources at P1 Foundation Henderson (2017: p. 101-102).  Inclusion enablers should 
include inclusion leaders who should welcome novel ideas and creativity, give feedback and a 
voice for team members, need for senior leaders to sponsor employees who feel marginalised 
by virtue of their colour, gender, or religion in driving engagement and leveraging promotion, 
lack of inclusion and sponsor leaders would increase the likelihood of employees quitting 
within a year Harvard Business Review (2017).  

1.1.1   The role of HR Manager and HR function in an Increasingly diverse and International workforce

Managing diversity can bring about all sorts of challenges like language barriers, 
misunderstandings, cultural differences and even cultural shocks as experienced in my 
organisation but can also bring about creativity and opportunities which can lead to greater 
productivity and improved performance (Elmuti, 1993).  HR should respond to the challenges 
by including a diversity mission statement and draw a diversity plan for the next five to ten 
years to remind all employees about the organisation’s goals and philosophy Bart & Tabone 
(1998).  Research has shown that having a diversity mission statement in an organisation would 
not only set the tone for inclusion at P1 Foundation but would also announce its respect and 
value for a diverse workforce.  P1 should offer integration and learning perspective to create 
the best conditions for benefitting from diversity Ely & Thomas (2001).  Managers need to be 
trained to respond to disputes, understand policies on diversity and reach out to employees at 
PI as in the context of my organisation.  To support diversity initiatives, P1 Managers can coach 
and mentor employees for long-term success and improve diversity climate and reduce cost 
voluntary turnover Mckay et al (2007), 

1.1.2   How HR should respond to the challenges of a diverse and international workforce

HR should set up a Diversity and inclusion Policy which should be fair, equal, and should show 
respect for the workforce as indicated in Appendix I.  Evidence has shown that the rationale of 
a diverse and inclusive workforce has hard bottom-line impact and correlates to superior 
business performance in terms of productivity and can even reduce absenteeism. 

2.0.	The need for ‘continuous improvement’ in the company

2.1.	P1 Foundation can use SHRM and Talent Management

In today’s globalized economy, talent management is one of the most important challenges 
facing organisations today Sumardi et al (2010), and global demand for talent is becoming 
increasingly competitive Wildavisky (2010) due to evolving markets demographics and the 
demand for highly skilled employees Schuler et al (2011).  In order to compete and face the 
challenge, PI can sustain this by making sure that the organisation has the right talent, well 
qualified, capable and through their skills, ability to learn and through efforts can make a 
valuable contribution to the organisation in the future Armstrong (2017, p. 269).  Human capital 
management underpins strategic HRM and focuses on the development of employee’s skill, 
knowledge and ability, Truss (2017, pp.184).  P1 can leverage human capital to build dynamic 
capabilities which can secure an organisation’s competitive advantage Teece et al (1997) which 
can enable PI to reconfigure internal and external competencies to address the rapidly changing 
global environment Truss (2017; pp. 185).  PI’s talent management strategy and processes can 
help create a high performing organisation that can survive and prosper in a rapidly changing 
business environment Caplan (2011).  To have optimal talent management, P1 needs to support 
this by linking diversity to its talent management activities and strategy to maximise the use of 
available skills of employees at P1 in ways that are aligned with the business objectives CIPD 
(2010a:1).  For continuous improvement at P1 Raspberry Foundation talent management can 
be evaluated as shown in Appendix II which shows the pull factors and the HR response 

2.1.1   Talent Pool 

P1 Foundation ‘s diverse workforce has the potential to create a ‘talent pool’ from which talent 
will be sourced as and when required to fill pivotal roles that may arise Armstrong (2017, 
p.271).  The process of creating a ‘talent pipeline’ to provide inflow of talent needed to maintain 
the talent pool will be achieved through resourcing, talent identification and development 
Armstrong (2017, p.270) is shown at Appendix II.  For continuous improvement to replace 
talent at Pi, the pipeline will be able to provide talent to replace out-going talent immediately 
maybe due to redundancy or pension.  

2.1.2   Building a high-performance Culture for continuous improvement at P1 Foundation 

A Deloitte (2017, p. 5-6) report suggest that given the rapid changes in the workplace, 
continuous improvement is even more vital today and is a highly effective mindset culture and 
tool kit for navigating focussing and improving the rapid changes companies are undergoing.  
The report further states that real change is management is tangible, quantifiable and is critical 
to driving sustained adoption.  PI Foundation can learn here to turn change into reality by pin-
pointing it on the blackboard and to see in reality where it is going and what action should be 
taken to improve effectiveness.  Ulrich (1998: p. 125) emphasized that HR should become an 
agent of continuous transformation, shaping processes and a culture that together improve an 
organisation’s capacity for change.  For improving the culture at PI please see Table below at 
Figure 1. 

Figure 1. Continuous improvement at P1 
	Continuous improvement culture  
	What P1 Foundation can do

	Implement an effective performance management process 
	- Clearly define its strategy and expectations to employees, at organizational and team level so that employees should know what is to be done.


	
	- Simplify job descriptions to avoid confusion and avoid stress.

- Use merit-based systems to measure performance and differentiate between low performers and high performers.

- Develop reward systems. Offer competitive pay and reward high performers be it on individual, team or departmental level, that way employees feel a sense of belonging to the organization and feel valued.



	Create empowerment and authority
	- P1 should decentralize its decision-making strategy and allow employees to voice their ideas and views through their line managers to management who should respond positively.  When employees are empowered and given autonomy to carry out their work, this creates trust and accountability.


	
	

	Increase leadership capability at all levels
	-  Leaders should be visible and accessible to employees and should be able to give company information and feedback as and when required through consistent and regular communication about the company’s future.  Inspire trust, respect and treat each employee individually.

	
	

	Develop a customer-centric strategy
	-  P I should explain to employees the significance of a customer-centric strategy so that employees can understand their roles in meeting customer needs and requirements through their collective efforts.  

	




Increase communication and collaboration









Enhance training and development





Source Gallup (2013)

	This will create employee engagement/involvement opportunities as employees will feel they belong to PI.

-  Select leaders and managers eligible to become top performers with the right combination of skills, knowledge, experience and talent and who can solve conflicts through collaboration and pursue company opportunities as a team.  Create high levels of trust in a diverse workforce where many may lack authenticity. 

Indicate clear career pathways. Identify gaps and offer training and development at all levels in the organization and for all to ensure individual growth for the employee and high productivity and retention.  





3.0.   The employee’s demand for improved rewards and Work-life balance.

3.1. Total Reward Approach to improve rewards
3.2. 
According to the CIPD (2008), ‘the concept of total reward encompasses all aspects of work 
that are valued by employees both tangible and intangible which may include training and 
development opportunities, attractive working environment and flexible working options’ 
which may form part of the wider pay and benefits and can be linked to the business reward 
strategy.  This said flexible hours, home working and all components of the benefits can be 
added to the traditional pay benefits and form one package which can be availed to the 
employee during recruitment to attract and retain top talent.  The CIPD (2008) factsheet 
suggests that “prominence is not only given to the remuneration but also to non-financial 
rewards and this is important since experience shows that employees put great emphasis on 
intangible rewards like flexible benefits, flexible working hours, home-working opportunities 
when deciding where to work and the level of commitment to give to their job”.  The total 
reward should be a ‘best fit’ for PI Foundation and should be tailor-made to suit the diverse 
employees at PI.  The total reward approach can attract top talent, retention and can improve 
performance in any organisation but it can also fail if it does not receive support from senior 
management.  The CIPD (2008) warns that “total reward has a potential to enhance the 
reputation of an organisation as an employer of choice hence offering competitive advantage 
to Pi but the approach can fail if the managers don’t support the organisation’s commitment to 
total reward e.g. over flexible working”.  More training should be given to line managers to 
raise awareness.  Pi can consider total reward including flexible/intangible benefits to earn 
competitive advantage over its rivals in this competitive world.  

3.1.1   Flexible Working Arrangements (FWAs)

“In an attempt to attract and retain talented employees and enhance competitiveness, employers 
worldwide have increasingly adopted flexible work arrangements for the benefit of both the 
organisation and its employees, Peretz (2018, pp. 182-183).  Flexible working includes part-
time working, term-time working, job-sharing, flexi-time, compressed working weeks, annual 
hours and zero contracts, CIPD (2008).  Evidence has shown that flexible working 
arrangements can reduce absenteeism and turnover, attract and retain talented employees, and 
the benefits are improved psychological and behavioural outcomes such as burnouts, retention 
and organisational performance indicators Peretz (2018, p. 183).  Flexible working may also 
discourage employees if the concept is not supported by line managers and if the environment 
is not conducive.  Other employees may also fear to work part time for fear of being penalised 
and being denied career promotions in the same organisation.  This can result in decreased 
motivation and commitment.  Flexible working arrangements gives autonomy to employees to 
plan and manage their work schedules whilst managing their non-work-related activities like 
family responsibilities, studies or other interests to enhance work-life balance.  Employees may 
have low-life morale or even psychosomatic symptoms on their well-being if not addressed 
Sgobbi (2015, p. 431).  PI can alleviate this by introducing flexible working arrangements.

3.1.2   Work-life balance
Work-life balance is about employees’ achieving an optimum equilibrium between work and 
non-work activities, be it parental responsibilities or studies or even other interests which can 
be made possible by friendly policies that can facilitate flexible working Armstrong (2017, p. 
512).  In today’s evolving world, employers are pursuing flexible working in response to the 
demands of an increasingly diverse workforce for minimum legal compliance and discretionary 
entitlement surpassing the legal minimum to attract and retain core employees Henderson 
(2017, p. 68).  The work-life balance policies can include part time work which can lessen the 
need to work full time, job sharing, where two employees share the work and pay working 
from home, with the evolving technology and social media, people are able to work anywhere.  
Employees can ask for a career break, leave or can approach their employer to ask for leave 
when faced with a crisis or would like to attend to personal needs.  Employees fear to do so 
due to career limitations, career damage.  To build on this, research has shown that both men 
and women are experiencing dissatisfaction with their work-life balance White et al (2004).  In 
addition to fearing the reaction of line managers and risk of career-damage, is a common reason 
for poor take up of work-life balance arrangements Armstrong (2017, p. 512).  Line managers 
should therefore not only concentrate on recruiting and retaining top talent but should also be 
convinced that work-life balance measures are important and pay off when it comes to 
increased engagement Armstrong (2017, p.512).  

4.0.   Conclusion
The Essay has taken into account the role of HR in exploiting the ways Raspberry P1 can enhance performance with an engaged diverse workforce ready to stand out and call Raspberry P1 an employer of choice.
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