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1.0. Executive Summary: 
Raspberry Pi Foundation is a charitable organisation and most of the employees are volunteers whose dedication is directly related to the significance of the work. Being part of the charitable organisation, employees get motivated due the fact that their contribution makes a difference in the society and hence there is a need for effective employee engagement supported by their involvement. A report has been written in order to provide evidence as to why employee engagement is the way forward.

 (
There is an increasing awareness that employee engagement is pivotal to business performance where engaged employees are the ‘backbone’ of good working environment where people are indus
trious, ethical and accountable.
According to Levinson, 2007: Cleland et al, 2008,
)One of the effective ways of increasing employee engagement is with communication as it ensures that the employees in the organisation clearly understand the business goals and objectives and also their role in achieving it. Open communication about strategy, financial performance and operational matters conveys a substantial and symbolic message to the employees that they are trusted by the organisation. The drivers of employee engagement have transformed over the years due to the emergence of millennial, economical conditions and overall workforce trends. Creating a sense of feeling involved and valued within the employees play a key role in driving a successful employee engagement. Effective employee engagement exhibits a strong intellectual and emotional bond with the organization, exercise discretionary attempt which helps the organization to comprehend better outcomes and take ownership of the individual’s engagement and entrust to improve.

One of the most essential factors for employee happiness is the work culture and healthy work environment. In order to create this kind of positive environment, RPF has to involve their employees in decision making appropriate to their operating levels, provide opportunities to voice their ideas and value their contribution. 

2.0. Introduction: 
Raspberry Pi Foundation is a non profit organisation which is situated in Pencoed, Mid Glamorgan has a goal to develop children and adult education with respect to computer science and related topics.  The Foundation currently consists of 100 employees with mainly the volunteers who shares identical goals and values and is all set to expand dramatically. A report has been requested by a managing director addressing ‘Greater employee engagement is the way forward’ in order to enhance the employee morale and improve performance. Hence a report will be generated in order to provide information on the appropriate HR models for the senior management to consider. The report also describes the concepts of employee engagement/involvement, HR involvement and recommendations provided in order to enhance employee engagement along with their advantages and problems that might arise with possible solutions.
 

3.0. Concepts of Employee Engagement/Involvement:

It is imperative for RPF to understand the motivational factors of employees that translate their actions into performance, productivity and loyalty. Some of the HRM models have been discussed below in order to meet the motivational needs of the employees (Motivation theories) and improve the existing Value (SHRM theories):

3.1. Maslow Hierarchy of Needs Model: 

According to Maslow’s need theory designed (Figure:1) in 1943, a potential motivating factor could be any of the unsatisfied need regardless of the hierarchy level as the motivation could become stronger in order to fulfil the need and the intensity of self -fulfilment need gets stronger as the employee has been effectively engaged. This model helps in increasing the belongingness with the organisation, focuses on a variety of needs that could motivate the employees along with the belief that a need once satisfied will no longer be a motivating factor. 


Figure:1
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(Kremer & Hammond, 2013)


The below table illustrates how Raspberry Pi Foundation could create a healthy work environment by fulfilling the needs of its employees based on Mullins (2010).

	Self - Actualisation
	 Raspberry Pi Foundation has to help develop the skills and potentialities of the employees by increasing authority, enhancing responsibility and making work more interesting and challenging to employees, based on their capabilities and the organizational needs.  

	Esteem Needs
	Recognition is crucial in order to enhance performance and reinforce the source of self esteem in employees. Hence Raspberry Pi Foundation should ensure they develop supplementary recognition channels and work towards involving the employees in decision making appropriate to their operating levels, provide opportunities to voice their ideas and value their contribution. 

	Social Needs
	Empathy at workplace has the ability to build trust with co-workers and effective sharing of thoughts and feelings results in consistent congruence and alignment in the organisation. Raspberry Pi Foundation has to create an environment that increases the sense of belongingness with the organisation

	Safety Needs
	Raspberry Pi Foundation should ensure they have an effective safety policy in order to create a secured work environment for the employees and protect them from accidents, violence and any threats.

	Physiological Needs
	There is a need for Raspberry Pi Foundation to ensure the employees are facilitated with the basic needs such as food, water and oxygen. It is recommended that they also consider employee health and allow them to take required time away so that they have enough rest. 




3.2. Hertzberg Two Factor Theory:

According to Frederick Hertzberg Two-Factor Theory (Figure:2), there are certain aspects that lead to employee job satisfaction or prevent dissatisfaction. In other words, there are some hygiene factors such as pay, organisational policies, working conditions, job security and interpersonal relationship and guaranteeing the adequacy on them would pacify the employees and non-existent of these factors might create dissatisfaction. However, these factors cannot be considered as motivators. Motivational factors such as recognition, growth opportunities, additional responsibilities and meaningful work would help in inspiring the employees and yield significant performance. This theory emphasizes on enriching the job so that the employees are motivated and their skills and competencies are utilised at an optimised level. Hence Raspberry Pi Foundation has to consider Maslow hierarchy of needs model accompanied by Frederick Hertzberg Two-Factor Theory.








Figure: 2
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(Ozguner & Ozguner, 2014)


3.3. Ulrich and Brockbank Model:

Ulrich’s 3 box model is one of the best HR model which drives efficiency, standardisation and HR’s strategic impact in an organisation. But there is no one model that fits all types of organisation. It is crucial for an RPF to keep an open mind and analyse the situation in order implement the right model that fits the organisation at the right time. Ulrich along with Brockbank reformulated their model in 2012 in order to observe the changes in HR roles which include technology. Ulrich model facilitates alignment and integration of the HR practices and digitalisation helps in storing the required data. With big data, employers are able to analyze the reasons behind poor morale and low employee retention rates. Tools like social media, exit interviews, team assessments and employee satisfaction surveys give HR professionals the information to predict and help prevent future decreases in employee satisfaction and effectiveness. 

Caring and listening to employees remains a centre piece of HR work (Ulrich and Brockbank, 2005a). RPF has to consider a model that supports softer approach in order to enhance employee engagement/involvement.


3.4. Harvard Model:

It’s better to not to focus too much on “utilitarian instrumentalism” (the Michigan approach). HRM travellers who took the turn at the cross roads mainly focussed on economic values and neglecting the moral values (Paauwe, 2004). Ignoring the human factor for the sake of short-term economic performance would affect the organisation development (Karen Legge, 1995 and 2005).




Soft HRM approach is the most appropriate way for RPF to consider as it mainly involves volunteers with a cause that they are serving for the society and imposing a hard approach on them would result in burn out; however, having a softer approach would help RPF in motivating/engaging employees. Empathy at workplace has the ability to build trust with co-workers and results in consistent congruence and alignment. Hence Harvard model (Figure: 3) could be considered. This framework which is offered by Beer et al consists of six basic components such as situational factors, stakeholder interests, HRM policy choices, HR outcomes, long-term consequences and a feedback loop through which the output flow directly into the organisation and to the stakeholder (Bratton & Gold, 2012). Harvard model is evaluated by the long-term consequence individual / societal well-being and organisational effectiveness. These factors promote employee job satisfaction and trust in the organisation, increases productivity, quality, flexibility and innovation.

Figure: 3
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(Boselie, 2015)

While using Harvard model, employees are placed at the heart of the strategic potential and the focus of RPF has to excel in attracting, developing, managing and sustaining the intellectual capital. Due to the fact that RPF is a third sector organisation and the pay is lesser when compared to other organisations, it becomes highly important to retain the talent so that the employees do not lose interest or get attracted to other organisations in a situation like talent war. Moreover, it is not a good approach to command the employees in order to retain the talent, but to encourage teamwork and collaboration. Human factor has to be considered and employees must be given powers to contribute towards the work they do. They have to be supported in order to have a work-life balance so that a healthy social environment is created. 







3.5. HR Involvement:

HR plays a crucial role in a third sector organisation right from hiring, information/knowledge sharing, employee engagement/involvement and ensuring the employees are satisfied in the organisation. HR at RPF should focus on hiring the right candidate and ensure they are in line with the organisation culture. Being part of the charitable organisation, employees get motivated due the fact that their contribution makes a difference in the society and hence clarity on the organisational mission and vision plays a key role. HR experts must ensure that the employees have a clear understanding on the impact of their contribution towards the overall success of the organisation. They should also ensure that the employees are motivated, engaged and involved throughout their cycle (starting from on-boarding to exit) in the organisation or else there are high chances of employee burnout which may result in attrition.

4.0. Advantages of Employee Engagement/Involvement:
Employee satisfaction at RPF increases with their engagement and motivated employees lead to overall organisational growth in the form of increased productivity and profitability, retention and employee loyalty whereby decreasing turnover rates and absenteeism. Effective employee engagement exhibits a strong intellectual and emotional bond with the organization, exercise discretionary attempt which helps the organization to comprehend better outcomes and take ownership of the individual’s engagement and entrust to improve.

Employee involvement helps in motivating the employees as the employees feel exceptional when they participate in important meetings or projects which results in increase in productivity, creative thinking and urge to contribute which in turn helps in the growth of the employee as well as the organisation. As explained in marginal gains approach, employee’s ideas/best practices could be one of the best ways to start with continuous improvements. It is only when the organisation’s practice of involving its employees that the employee commitment and creativity will stimulate process improvement. 

5.0. Action to be taken by RPF:
Effective rewards and recognition help in promoting employee engagement /involvement and reinforce the source of motivation in employees. RPF should focus on deploying innovative rewards and recognition programs for acquainting outstanding performance from the employees.

Charitable organisations tend to attract individuals who are motivated by the mission and develop a personal connection with it. However, with substantial workload and monotonous work, employees might get discouraged. Hence, RPF should focus on retaining their interests and creating an action plan for the employee skill development and career advancement opportunities by providing challenging work and the tools required for them to achieve success



Employee passion towards work can act as a double edged sword as it results in stress, health issues, poor work-life balance and eventually burnout. RPF should ensure employee stress and work-life is balanced through flexible work policies and employees are provided with enough freedom at workplace.

6.0. Potential Problems:
 “Although positive feelings about their workplace and their owners are reported by employees as a result of employee engagement, it is necessary to recognize that high levels of engagement are not always positive for employees and in the long-term may result in employee burnout and stress” George, 2011. Hence RPF has to ensure that the employees have a better work-life balance and their stress level is managed effectively.

"In an attempt to boost engagement, negative repercussions can be incurred for retention, claiming that ‘one of the paradoxes that many organisations discover when boosting engagement is that the kind of training that gives workers higher feelings of engagement also gives them more opportunities to leave your firm", Bates, 2004. RPF should ensure to take all the potential measures to retain the high performance workers.

One of the potential challenges of involving employees is the risk that the distinction line between the employee and the management becomes hazed. Although managers signify employee engagement, a regimented structure with apparent lines of reporting is crucial for the organisational stability. Hence managers at RPF should ensure the employee involvement appropriate to their operating levels enhances their morale however, it does not take away the powers of the managers.

7.0. Recommendations:
1. One of the best ways to increase employee engagement is through strong communication. An online community would encourage employees at RPF to actively participate and share their ideas and concerns. A culture of propagating and regularly educating the employees on the vision of the organisation has to be created and employees can share their ideas/best practices in order to achieve the organisational objective and recognising these practices would enhance employee morale. The portal could be used for knowledge sharing, employee performance feedback and concerns from the employees. The online community would also help in understanding the motivational needs of the employees through which an effective rewards and recognition policies can be created based on Maslow and Hertzberg theory.

2. Employee passion is crucial for working in a charitable organisation and emotionally invested individuals tend to get attracted due the cause that involves public/community service. There is a need for RPF to build an attitude towards understanding the emotions and feelings of the individuals. Empathy can increase respect for co-workers, trust in the team, productivity, loyalty and morale. Hence, RPF must ensure to develop a closer relationship with its employees. According to Mary Schaefer’s TED talk, 2014, “When human beings are treated in a way that they are capable of more, they rise to the occasion,” she explains. “The more human needs are met, the more engagement increases — meaning that employees want to be there and are willing to go the extra mile, even when no one is looking. Higher engagement has been positively correlated to increased profitability”. Implementing Harvard framework would consider a soft approach and help RPF to enhance trustful relationship and belongingness with the organisation.

8.0. Conclusion:

In conclusion, the report has provided information on the concepts of employee engagement and involvement which includes various models and theories of HRM. Furthermore, advantages of engaging and involving the employees have been discussed. Although employee involvement in charitable organisations is mainly cause and self satisfaction driven, they still need to be provided with a better work-life balance, trustful relationship and feeling of being valued in order to enhance further involvement or else chances of employee burnout would be more. It is crucial for RPF which consists of volunteers to enhance employee engagement/involvement by following a softer approach in order to utilise the maximum skills and expertise of the employees and retain high performing and highly committed workforce. Hence, RPF has to work towards meeting the employee needs and maintaining their motivation levels and morale using appropriate HRM models/frameworks.
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