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Globalisation and diversity, the need for continuous improvement and employee demands for rewards and a work-life balance have an impact on Human Resource (HR) management, just like they affect other aspects of an organisation. In this context, my main focus as the HR Director of Raspberry Pi which has grown to employees of more than 2000, will be on the changing and developing role of HR IN managing these aspects.

An increasingly diverse and international workforce  
As advised by Ulrich (2016), Raspberry Pi’s HR department should be aware of the context within which it operates. This includes being informed about its increasingly international workforce and the role of international HR management. HR should also be able to advise on whether the company’s isomorphism should be local, cross-national, corporate, or global intercooperate (Marchington and Wilson, 2008, p. 22-23). Furthermore, should recruitment be ethno-, poly- or geo-centric? Overall, HR should be involved in workforce planning and this should include being aware of current trends in the national and global workforce.

Edwards and Rees (2016, p. 53) illustrate differences between certain markets which HR should be aware of when a company becomes international. Raspberry Pi is currently situated in a liberal market. If it was to go into a coordinated market such as in Germany, HR would need to collect data and analyse how the new market would affect the company. For instance, we may need to consider a more collaborative approach with other HR departments in different companies, and this could include sharing talent and pools of vocational training systems. 

HR will also need to be involved in ensuring the success of the human factor of operations being worked on by teams spread across different countries, in order to produce results for the company. Edwards and Rees (2016, p. 83) discuss the diffusion of company practice or sharing of expertise being complicated by internal company politics. These include predominance of home country practice, and the tendency for each country unit to want to serve its own interests. This is further compounded by the influence of the nation within which each company unit is based. However, there is hope, especially with the influence of HR. For instance, Charan et al (2015) give an example of the Chief HR Officer (CHRO) being involved in organising face-to-face meetings for teams in 2 different countries to resolve a disconnect. 

Another example of a developing role for Raspberry Pi’s HR department is in managing transitions of employees from the base office to a different country. Edwards and Rees (2016, p. 213-14) advise that each case should be evaluated individually before a programme for transition is designed. This should factor in the company’s global and local needs, the new culture, as well as the needs of the candidate and their family. Furthermore, learning from past failed transitions should be encouraged and used to reduce risks of failure of future transitions, as well as the associated costs. Overall, a new HR sub-team to lead international transitions may be required. This HR function could potentially be outsourced. As the HR manager, this is a discussion which I should have with the company leadership. 

Questions will also be raised about how Raspberry Pi’s HR department should be organised as the company itself becomes multinational. For instance, should it be centralised or decentralised? Fry and Fishman (2015) argue that HR should redesign its function as the organisation changes instead of being moulded by external factors and the new design should allow HR to deliver the organisation’s strategy. Therefore, although Ulrich (2016) argues that decentralisation of the HR department should be for decentralised organisations, I think that the HR department should choose a structure which will enable it to deliver on the organisation’s goals. Perhaps a combination of centralised and decentralised may be suitable. This would mean HR departments in the different countries report to the base HR. I think such an integrated matrix would allow more coordinated employee networks within the company. 

Furthermore, the activities of my HR department in helping the company succeed and grow, should also expand to its international structure. The range of stakeholders will have increased. For instance, as described by Edwards and Rees (2016, p. 53) in a coordinated market, we would need to consider new stakeholders such as the banks, and overall more involvement of the state, when developing new initiatives. Additionally, although recruiting within the new country may produce plenty of new talent for the company, it may have effects on the political and economic scene. Therefore, my HR department would need to collect data on the socioeconomic conditions of the new country the company is entering. As the HR manager I can then present this data to the company leadership and alert them to any potential adverse effects.

With internationalisation comes more diversity. As described by Deloitte USA (2017), companies will need to manage diversity better, including taking accountability and being more transparent. Edwards and Rees (2016, p. 213-14) also advise companies to not be race- or gender-blind. This is something that Raspberry Pi’s HR department can take ownership of, by ensuring that diversity data and people analytics are used to change how the company recruits and manages in-house talent. For instance, Housman (2018) gives an example of how big data analytics can be used to debunk certain myths about employees which may have previously made them less likely to be employed.  

Edwards and Rees (2016, p. 22) describe challenges that need to be considered in the context of globalisation trends. For instance, the expansion of technology, developments in transport and relaxation in regulations by certain countries is opening up new areas of business previously unreachable and breaking down time and border boundaries. However, one should not be ignorant to issues such as technology security risks, the complexities of filtering and organising big data, as well as the impact multinational companies have on the socioeconomics, politics, and environment of the new country. However, Cappelli (2017) also raises several issues. He advises that employee databases should be cleaned and interlinked in a secure way to provide ease of access and allow data to be analysed more efficiently. The software employed to access this big data should be easy to use, especially for the HR team who are likely to be non-IT specialists. Data security should be a priority and adherence to data protection laws is a must. As Raspberry Pi becomes a multinational company consideration should also be given to restrictions on moving employee data between country borders.

The need for ‘continuous improvement’ in the company  
Griffiths (2015) and Charan et al (2015) argue that there has been a decline in the value put on HR, especially since the financial crisis of 2008. Therefore, as Ulrich (2016) advises, Raspberry Pi’s HR needs to consider how it can create value for the company and be involved in the continuous improvement and growth of the company. Boudreau and Rice (2015) give the example of how Juniper’s HR had to think of ways to build a talent pool which would be able to re-invent the company’s business strategy. More importantly, Griffiths (no date) encourages anticipation to be made an organisational ritual. This starts with curiosity, leading to questions being asked, and ultimately the development of new innovations. Griffiths also urges the use of the Harvard model to help increase the chances of successful implementation of new innovations. 

Continuous improvement can also be achieved by anticipating change. Charan et al (2015) make several anticipation recommendations for the CHRO and the HR department. This includes knowledge of the competitors’ hiring patterns and characteristics of their leadership. This knowledge could be the key to ensuring that the company is always ahead of the competition. Predictive planning can also expand to ensuring that the current workforce will have the necessary skills to adapt to any future changes in the company. 

My role as HR director may also involve leading a team to diagnose why the organisation is not doing well in certain areas; the issue may be human factor-related such as dysfunctional relationships, instead of being financial. As well as being involved in the workforce’s skills’ development, HR should advice on hiring and help bring in appropriately skilled individuals to improve problem areas or to develop new areas.

Charan et al (2015) also encourage HR to be involved with corporate decision-making and strategy. This could be done as part of the G3 which consists of the Chief Finance Officer (CFO), CHRO and Chief Executive Officer (CEO). However,  Ramkumar (2013) advises HR to engage the leadership with language they understand when discussing how HR can help the company meet challenges. Miller (2015) also urges HR to have business acumen in order to engage stakeholders. This could be achieved by HR using more of the big data analytics to show what their initiatives would achieve. 

Once HR has implemented initiatives to ensure continuous improvement, the level of success of these initiatives should be measured. This could be done by regular combined reviews with the CFO to determine whether monetary gains are being made from HR activities. This could then be used as evidence that HR is improving and creating value for the company. However, Boudreau and Rice (2015) argue that the direct link between HR initiatives and desired business outcomes may need to be extrapolated in areas where precise measurement is not possible. 


Furthermore, as company continues to increase its need for continuous improvement, it may be beneficial to split HR development (HRD) from the more administrative HR management. This is illustrated in McLagan’s (1989) Human Resource Wheel. For instance, HRD would focus on tasks such as helping groups initiate and manage change, whilst HRM focus on employee assistance, benefits and compensation. Miller (2015) describes how many businesses find it difficult to determine how best to split the administrative and development tasks between HRM and HRD. However, this difficulty may be lessened by HR not viewing HRD and HRM as mutually exclusive. One example of both teams combining their efforts, would be HRD developing a strategy about what human factors are required to enable a new department to succeed, and HRM then using this information in the selection process. 

The employee demand for improved rewards and ‘work-life balance’  
As illustrated by Reilly and Brown (2008), work-life balance and rewards are some of the factors which can help improve employee performance, and thus benefit the company. However, as the company increases its international profile this should be contextualised as even employees’ expectations and wants are likely to differ depending on the country within which they are based. For instance, according to Edwards and Rees (2016, p. 53), if the company was to move into a coordinated market like in Germany, HR would need to adapt. Whereas Raspberry Pi is currently based in a liberal market with employees whose wages are determined by the workplace, coordinated markets observe a more centralised approach. Edwards and Rees (2016, p. 144) also give the example of how the rewards system for CFS, a multinational Chinese company, adapted to the unit’s new base country (England), as it opened its recruitment to the local talent. Thus, HR would need to factor in national policy and context when considering employee rewards.

Strack (2014) also discusses the results of a survey on what jobseekers look for when looking for employment abroad. An attractive salary is surpassed by other factors such as having one’s work appreciated. This should inspire HR to expand its rewards packages to not only include monetary gain.

[bookmark: _Hlk512179491]Currently, there is no conclusive evidence on whether it is best to implement national practice on wages and rewards or impose the company’s own system (Edwards and Rees, 2016, p. 237-38). Instead, Edward and Rees advise being strategic, sensitive and experimental until a considered approach is developed. Figure 1 (Armstrong and Taylor, 2017, p. 761) illustrates factors which need to be considered as part of strategic rewards management. In essence, HR should be at the helm of designing and implementing an updated rewards programme. This may include collecting and analysing on the current rewards programmes. 
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Collaboration between the CHRO and CHO should also be encouraged (Charan et al, 2015). This might help to create incentives that are more reflective of the employee’s achievement, but which are sustainable for the company to give. Overall, this would help form part of a considered approach as per Edwards and Rees’ advice. Additionally, the newly implemented rewards programme should then be evaluated as recommended by Armstrong and Taylor (2017, p. 767-8) through a survey of employees and their managers.

Work-life balance is another employee demand which HR must strategise to meet. Its importance is emphasised by Strack (2014) with the results of a survey which showed that work-life balance is one of the top 5 things that international jobseekers look for. This is placed above an attractive salary. Thus, better work-life balance packages could help with the projected workforce shortages by bringing in an international workforce. It could also help bring in more women into work. 

Furthermore, as Raspberry Pi has grown, achieving work-life balance for the employees may be easier as there is more staff and perhaps more investment of resources in order to meet employee demands as much as possible. However, the opposite could be true if the company’s growth means that the workload has increased disproportionately. Nevertheless, there should be active efforts from HR to promote family-friendly policies. As recommended by Armstrong and Taylor (2017, 446), these include part-time working, home-working and job-sharing. The HR department, perhaps through departmental managers, should encourage up-take of these policies and reduce any fears of career-damage. As Kodz et al (2002) showed with their research, uptake of such schemes can reduce the staff turnover.  Other advantages include reduced absences and stress.

The demand for rewards and work-life balance should be reviewed in the context of changing working behaviours which are detailed by Morgan (2015, p. 1-21). Such new working behaviours are likely to be exhibited by Millenials due to their different expectations and as technology increasingly allows employees to work “on-the-go” as illustrated by the Cisco workforce. Morgan also discusses how millennials are projected to make up much of the workforce by 2025. Therefore, HR should make use of people analytics to understand these new trends and reach solutions of how best to recruit and retain the new workforce. However, Housman (2018) warns against completely depending on such analyses to predict complex employee behaviour. Cappelli (2017) also gives an example of where such analyses during Google’s Project Oxygen did not produce any new information. HR will also need to organise and analyse data on the use of artificial intelligence, the cloud and collaborative technology.

In conclusion, the HR department of Raspberry Pi has a changing role within the context of several pressures and changes that will affect it. However, the department can develop and adapt new roles as discussed above and lead the change initiatives within organisations in a reactive and proactive way. Additionally, as the HR manager, I could present the data and possible initiatives to the company leadership team and convince them that HR is a key component in the company’s success as it faces these pressures. Lastly, there should also be involvement of stakeholders, including employees and managers, about the challenges they see the company facing. 
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Figure 1. Framework for developing a rewards strategy (Armstrong and Taylor,
2017, p. 761)




