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This paper will discuss the changing role of the HR Manager and HR function, considering the challenges faced through globalization, in the following situations: increasingly diverse and international workforce, the demand for continuous improvement and the employees’ demand for improved rewards and work-life balance.


What is globalization? It is the integration of markets in the global economy that interconnects them (Economics Online, 2018). According to the same source globalization has increased due to several factors: the development of transport and communication, the rise of social media, the rise of electronic and online payment systems, increased trade, multinational and transnational companies (Economics Online, 2018). The companies’ operating system continuously evolves, there are alternative types of organizations (virtual organizations, offshore organizations), and there have been introduced alternative forms of work (contingent workers, consultancy partnership, core and non-core employees). All this have made a big impact on the HR practices of the organizations and on the effectiveness of HR initiatives (Colakoglu et al, 2006).

Workplace diversity considers the differences among people in an organization, factors such us age, gender, culture, education, employee status, physical appearance, family status, regional origin, national origin, religion, race (Agrawal, 2012). For HR to be competitive it continuously needs to improve its managers, employees and also its procedures and practices. As a result of the diverse workforce HR also needs to develop and change its rewards system, including the provision of a good work-life balance for its employees. This paper will provide analysis of these factors, and how these would challenge the HR Management of Raspberry Pi Foundation.

There are several challenges that the current HR Management of Raspberry Pi is facing, which are mostly due to the fact that the organization has increased its employee number to 2000 employees and it will expand further internationally. This means that the organization is now operating on an international scale, which offers potential benefits for the organization (Shaban, 2016).
The following facts should be taken into consideration when looking at diversity and international workforce. There are differences among employees of an organization due to age, gender, culture, education, origin, religion and race (Agrawal, 2012).

This is why a possible way forward is diversity management strategy. Diversity management is a process through which a positive work environment is created, allowing individuals to maximally contribute to the strategic objectives and goals of the organization (Patrick & Kumar, 2012). It requires respect, acceptance and acknowledgement that individuals are different and unique on behalf of the managers (Lumadi, 2008).
The management of diversity is thought to be a great challenge for managers, who are liable for the diverse teams (Agrawal, 2012). From HR point of view managing a diverse workforce could have double effect. Positive implications could lead to innovation, new ideas and creativity. Negative implications could be less social cohesion, relational conflicts and higher staff turnover (Fujimoto et al, 2013). It is thought that teams with low diversity will likely decline in performance opposed to teams with high diversity due to the fact that team members will challenge each other to reach a more justifiable decision (Wierseman & Bantel, 1992). 
The advantages of diversified workforce are lined up here (Saxena, 2014):

· Diversity stimulates innovation and creativity

· Multicultural organizations have better understanding of the legal, political, social, economic requirements of foreign countries
· Multicultural organizations are better in solving problems and dealing with complex issues
· Organizations that employ diverse workforce  can display a greater variety of solutions for problems

· Employees from different backgrounds bring in a variety of talents and flexible ideas
· A diverse skill and experience bundle enables companies to reach clients globally

· A diverse workforce that is happy to communicate has a larger amount of ideas and experiences.

There are two parallel processes due to globalization (Hazel & Svennevig, 2018). These processes ca also have an impact on HR functions. The first one is the expansion of companies to other countries, or that of companies merging internationally. The second one is that the workforce is seeking employment away from their country of origin and is becoming more mobile (Hazel & Svennevig, 2018). Due to these factors employees need to collaborate with colleagues that are from different cultural background and use different languages than their native language.
This highlights that there is a need for a general cultural training and also the development of certain linguistic competencies for the individuals to enable them to better communicate and interact with their colleagues.

Shaban (2016) proposes that managers take certain steps to alter the values and attitudes and to promote an effective management of diversity as follows:
· Secure the commitment of top management for diversity, by developing the right performances /attitudes for business and ethically correct values that will allow them to use the diverse workforce (Jones & George, 2009)
· Increase awareness. People have to be made aware of the attitudes and perspectives of others by means of participating in programs that help them understand the differences and can communicate their different points of view (Jones & George, 2009).

· Increase diversity skills. Communicating is of high importance, so employees have to be educated on differences on ways of communicating, which will enable them to overcome misunderstandings (Jones & George, 2009). Flexibility is also important, so individuals need to learn how to be open to different methods of operating, to incorporate various needs of workforce, such as religious days off, flexible working hours or working from home. (Jones & George, 2009). It was found that employees value flexibility of space in work and time (Sullivan & Lewis, 2001). Evaluation is as well mentioned as a skill to manage diversity. When evaluating one has to rely on objective indicators of performance, has to have clear and objective standards that can be effectively communicated and there is a need to identify desirable and undesirable behaviors.
· Check for the numbers of minority groups (women, ethnical groups). If there is an under representation of any of these groups, the reasons behind it needs to be understood and a solution has to be found. Nationalism could be an example. (Jones & George, 2009)
· Give power to employees to challenge actions, remarks & behaviors that are discriminatory. (speak up and rectify). There has to be a zero tolerance policy for discrimination. (Jones & George, 2009)
It was found that a successful management can lead to highly committed, more satisfied and well performing employees, which in their turn enhance the performance of the organization (Patrick & Kumar, 2012).
Another important consideration for HR Managers is the need for continuous improvement and development of their employees. Without them the organization is not able to move forward.

Stroh & Caligiuri (1998) found that there is a strong relationship between a successful firm and leaders that have global leadership competencies. For an organization to remain competitive it needs to continuously develop their leaders that are successful in their global tasks. (Adler & Bartholomew, 1992; Stroh & Caligiuri, 1998).
There is a certain set of knowledge, skills, abilities and personality characteristics that are present in employees that are well-performing on jobs in organizations with diverse workforce (Sandberg, 2000).

· Knowledge: culture-general knowledge & culture-specific knowledge. Individuals within the culture will have similar values to one-another, but this is less likely for individuals between cultures (Hofstede, 1980)
· Skills and abilities: intercultural interaction skills, foreign language skills. People may be able to change to the extent to which they posses certain abilities (Fleishman & Reilly, 1992). Caligiuri et al (2000) suggested that leaders have to poses perceptive acuity and complex cognitive abilities to enable them to interpret the behaviors in cultural environments.

· Personality characteristics are human predispositions that allow people to behave in certain ways (Costa & McCrae, 1992). These can be classified by five factors: extroversion, agreeableness, conscientiousness and emotional stability. It is believed that open people are more likely to accept the diverse cultures (Cui & Van den Berg, 1991)

It is thought that didactic learning programs (cross-cultural training, language training, experimental opportunities, intensive cultural experiences, and motivational programs) would improve the tasks that involve cultural interaction as they are designed to help employees to work successfully with/ among diverse workforce. 
Continuous improvement it is also important for Raspberry Pi, as the organization is producing computers. It is a current trend in all industries to focus on technical improvements to sustain a competitive advantage. Continuous improvement is a stream of high-involvement changes in products and processes to achieve an enhanced business performance (Bessant et al, 1994). It is thought that the whole improvement process is achieved through employee involvement (Lodgaard et al, 2016). There are factors that influence continuous improvement, namely, management, organization, methods and knowledge-sharing (Lodgaard et al, 2016). All these factors can be influenced by continuous learning and development. 

The HR Management of Raspberry Pi can provide strategies to enable training and development programs for managers and employees, enabling them to think innovatively and creatively, and through which achieve continuous improvement of the organization and its products.

Isidor et al (2011) says that the success of global organizations depends on the quality of the recruited managers.
It is also important from an HR perspective the process through which the right talent is recruited for the organization. Decision has to be made whether to recruit or to make (train and develop) the talents internally. It is believed that strategic organizations plan for their managers’ intended development, and performance management and succession planning is really important for the successful development of global leaders (Caligiuri, 2006). This global leadership development plan has to be integrated into the global business goals of the organization, as it has been highlighted by the same author (Caligiuri, 2006).
The current trend among employees now is their demand for improved rewards system and work-life balance.  CIPD (2015) has reported that it is not the pay that is the best reward for employees. The respondents put this on the eighth place, placing work life balance to the third and the appreciation of their work to the first place. In Raspberry Pi’s perspective the appreciation of work and achieving work-life balance can be more easily achieved than salary rise or rewards in money as it is a charitable organization. CIPD (2015) reports as well that there is going to be a shortage of labor and skill mismatch, due to the fact that by 2030 there are going to be more jobs than people to fill them (CIPD, 2015). 
Employees are stakeholders of the organizations they belong to, so they can put pressure on it and have direct impact on the organization’s performance. Stakeholders’ needs are different in each location and different from each other as well (Colakoglu et al, 2006). 

The HR Management of Raspberry Pi has to develop a strategy for managing their talents. Strack (2014) talks about four important steps to be taken by HR in order to prevent shortage of staff. Firstly HR has to forecast its supply and demand, and then has to find ways to attract the best people for the organization later develop a strategy on how to retain them and finally find ways to educate and upskill individuals (Strack, 2014). All these steps could be organized in a strategy for HR practices, and later introduced in the strategies of the organization.
Armstrong (2014) considers that there is a need to build an international reward strategy for companies that operate on a global scale. It has to be integrated into the organization but in the same time it has to fit the different contexts and cultures across the world (Armstrong, 2014). Because workplaces are continuously changing flexibility of the organization towards work can be regarded as a reward too. Organizations have to manage their talent pool and employment arrangements globally still taking into consideration local, cultural and national differences. (Colakoglu, 2006). It is a challenge for organizations to find the right talents as they could be located anywhere in the world. Cheese et al (2008) argue that competitors fight for the resource that talented people represent in what he calls a “global war for talent”. This is why it is important for Raspberry Pi to have a well built strategy in regards to rewards and talented employees.
Above it was mentioned the need of employees to feel recognized. This can be achieved by creating rewards that are flexible, online, varying for ages and generations. Career opportunities can also be considered rewards.  
Employees are also looking for work-life balance in their employment.  Generally the perception of employees on work is influenced by their private lives (Clark, 2000). It is also thought that the two components co-exist and determine if the work-life is perceived balanced or not (Montgomery et al, 2005).  There could be rewards implemented such as well-being rewards that could balance the work and lives of employees, such as rewards for overtime, discounts on holidays and so on.
This paper has discussed the diversity of workforce and how this is changing the organizations worldwide, also what is the effect of these on the organizations. There have been presented the positive and negative effects of having a diverse work force. It has also been discussed the need of training to ensure that managers and employees are equally prepared to work in such environment. It was argued that successful management of diverse workforce can lead to a committed workforce that will perform better (Patrick & Kumar, 2012). Shaban (2016) proposition for managers to take steps towards promoting an effective diversity management should be also taken into consideration.

 It has also been discussed that continuous improvement is part of the continuous learning process through which employees become more innovative and creative. The continuous learning process also involves developing the future global leaders of the organizations (Caligiuri, 2006).

There is a high demand for improved rewards and work-life balance from employees. An international reward strategy has to be built (Armstrong, 2014) that has to be integrated into the global strategy of the organization. This strategy has to manage the talents of the organizations starting from recruiting, training and retaining them. 
The response of HR to this diversity of work, to the need for continuous improvement and the demand of improved reward system should be a well built strategy that incorporates the local, cultural and national differences and proposes a good talent management system and also a well-thought training program incorporating development of future managers and training a culturally opened workforce. 
The following recommendations are made on behalf of the HR Manager of Raspberry Pi Foundation:

· Organize various training and motivational programs for employees and managers
· Employees and employer need to communicate without restrictions

· Encourage engagement and participation of employees in the decisions regarding the organization
· Encourage the use of a common language in the organization
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