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Executive Summary
The key purpose of the report is to study numerous important HR functions of Raspberry Pi Foundation. These include the issues leading from international workforce and management of such a diverse workforce, the discussion on continuous improvement with respect to human resources and analysis of employees’ needs for enhanced rewards and requirement of work-life balance. Numerous challenges are faced by organizations while going global and these can be managed by effective HRM techniques as illustrated in the body of the report. The need for continuous improvement is highlighted; its benefits include the development of leadership style, development of culture of teamwork and reduction in employee turnover at Raspberry Pi Foundation. Furthermore, employees’ needs for improvement in rewards system and work-life balance can be highlighted as the need for both intrinsic and extrinsic rewards and schedule of work hours have changed specifically. It can be concluded that Raspberry Pi Foundation should focus on continuous training programs in all its markets to every innovation in technology so that it stays ahead of the competition and serve the society in best possible manner. Furthermore, it has also been concluded that there is a need for continuous improvement at Raspberry Pi Foundation so that their HR processes and policy making can be improved. 
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Introduction
Charitable organizations around the world have helped and saved many peoples’ lives. Not they save lives but also they serve other diverse purposes; one works for nature preservation while other function to fight for human rights. Raspberry Pi Foundation (herein will be referred as Raspberry Pi) is one of the few foundations which provide technological empowerment to people in all stages of life. Their low cost and high-performance computers have provided a ray of hope to the world that there are organizations that are willing to develop easy to use portable computer technology (Brookes, 2012). 
‘Share your knowledge. It’s a way to achieve immortality.’ – Such words by Dalai Lama are an integral part of foundations like Raspberry Pi. Hence, expansion of the organization globally to disseminate the knowledge to rest of the world is the most important area where senior management needs to dig out the best suitable strategy. The strategy to finance global projects, the strategy to invest in various resources, the strategy to engage different stakeholders and most importantly the strategy to recruit best of HR in order to create a positive environment and rolling wheels in the organization towards the main cause. 
Therefore, HR, especially in non-profit charity based organizations, consist of a large number of paid/professional employees and unpaid internees or volunteers (Cunningham, 1999). Both working groups have diverse needs and goals which the organization should factor in for the benefit of the organization towards the objective. One of the main differences between the two is that volunteers in such charitable organizations are not compensated financially; however they are inculcated with gaining skills and extensive work experience. Hence, there are three major reasons why HRM is an integral part of non-profit or charitable organizations. Further, it must be noted that every organization in the modern era needs to focus on the continuous improvement with respect to its HRM activities to ensure that its employees are up-to the mark. In addition, as prescribed by Gagné and Deci (2005), employees’ needs for enhanced rewards and work-life balance have increased sharply over the recent years as the organizations are looking to expand globally and recruit the most competitive workforce in the host country. 
[bookmark: _Toc511603103]Challenges to go Global 
A well-integrated HR in any global organization considers five pillars to achieve its organizational objectives – (1) Right People (2) Right Jobs (3) Right Places (4) Right Time and (5) Right Cost (Bredin and Söderlund, 2011). There are very few organizations which are able to sustain all these pillars and strengthen upon them. Lacking leadership capital and managerial mobility is the biggest drawback in global charitable foundations nowadays. Due to issues in aligning job roles with HR and business strategies, there has been a disconnect between the employer and the employee. 
The second reason, which is considered to be a major challenge, is Ethnocentricity. Most of the developed HR policies are based on the culture and environment of the Headquarter country. Improvement in career development and skill enhancement are focused on the local employees whereby withdrawing the needs of the international resources. The general HR policies and procedures do not take account geographical and demographical needs and culture. Observing all staff globally with only ‘one eye’ has serious implications that deviate the motivation and vision of employees towards organizational goals when their needs and values are questioned. 
The extensive overseas knowledge of and lack of confidence in the ability of HR Managers disable them to effectively screen, review and develop staffs for important positions across the globe. They lack adequate information to assess the abilities of the candidates as well as they are unaware of staff grades and ranks among the overseas subsidiaries and organizations. You may see disorientation to commit within HR function of a charitable organization to commit to the values of a multinational experience. A few years back, the goodwill and the commitment towards the organizational goals were significant enough to pull donation funds as well create the perception among the people (Fabi and Pettersen, 1992). 
Being a Director of HR at Raspberry Pi, I have been able to understand many of these challenges discussed practically as well. I believe that working in HR department of a multinational organization like Raspberry Pi is full of both opportunities and challenges as some are highlighted above. The discussion above clearly highlights some of the challenges that the business including non-profit organizations can face when opting to go global.
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A management strategy to expand the organization globally demands global HR leadership that establishes standard systems globally but adapt local dynamics. The major underlying areas are to satisfy global HR and leverage organization’s goals to the fullest by actively engaging people to develop their careers. The solution for multinational charitable foundations in their expansion, such as Raspberry Pi is to follow or imitate other well-established organization in the same field having decades of experience in systematic HRM – recruiting, training and retaining their staff globally. Foundations like NPower, Code.org and Center for Democracy and Technology provide their global HRM as a source of competitive advantage. Hence, implementing key ideas to fulfil efficient and effective HRM within 5-10 years for Raspberry Pi can be broken down into 5 major steps. 
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The first and foremost fundamental in building global HR program is to break down the perception of favouritism among the managers who are the nationals of the country.  As organizations favour locals from headquarter as their expatriates, it provides them with a disadvantageous position. Hence, Raspberry Pi should move their focus and priority in bringing executive from emerging countries on their board. Hiring local nationals would have cost-effectiveness in terms of pay, benefits, and rewards as well as they would contribute more to the organization as they would have more knowledge of the country and its demographics. This would also have an increased focus on budget devoted to training and development of careers of local nationals. HR management should broaden the scope of their definition of what are local nationals to their staff to envision them positively towards organization’s goals.  
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Based on company’s objectives and strategies, Raspberry Pi should identify activities which lead towards the success and identify the positions which are responsible to perform them. Such positions would be “lifelines” of the organization. Further technical and soft skills should be defined against lifeline roles. This requires integration between business and HR teams working together to explore the needs the organization desires. The title of the position shall remain as a standard globally, but local conditions shall also be taken into account when describing the job role. For example hiring a CFO of Raspberry Pi in developing countries like India and Pakistan should have the knowledge to deal with high inflation and volatile currency exchange rate.
The roles and the lifelines should be reviewed on an annual basis keeping in mind continuous change in job markets and candidates’ diverse needs and goals. 
[bookmark: _Toc511603107]Establish Global Database
One of the key tools HR should have is a global database which would be significant for increasing strategic posts around the globe as well as monitoring career development of the managers in Raspberry Pi. The focus for the database should not only be towards the senior management but also towards mid-level and associate level employees. In order to effectively build a strong database, HR of Raspberry Pi should formulate a comprehensive template inquiring and acquiring extensive information about the candidates’ pool. This should be beyond the resume of the employees and should include details such as language skills, interests, hobbies and cultural engagement activities. Hiring based on functional skills only is one of the reasons HR recruitment fails. HR directors should also have focused on soft skills and cultural adaptability. 
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HR managers should evaluate the willingness of their employees that whether they are willing to move to a new location along with their abilities and skills. The pyramid in Appendix-1 provide five stages of mobility defining the careers of employees. HR should consider global database and assess the profile of its employees as to where and for what purpose they should be placed within the mobility pyramid. 
The pyramid consists of extreme ends of mobility – Glopats being the frequent mobile staffs completing short or medium-term assignments and moving to other locations, whereas rooted local national being the least mobile staffs tied to their home base (Quelch and Bloom, 1999). It is the responsibility of Raspberry Pi’s HR Director to align its strategy with market circumstances and development of employees. 
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HR function at Raspberry Pi should consider and persuade people to update their management talents and achievements in the global database. This would enable HR to manage and plan promotions, international assignments and training needs of its employees. It would also help to negate favouritism in the organization as all the data would be transparent in HR database and the most talented and managerial skillful individual would be considered as a priority. 
[bookmark: _Toc511603110]The Need for Continuous Improvement in Managing HRM
In the view of Torka, von Woerkom and Looise (2008), it is imperative to improve policies, procedures and practices on a continuous basis to ensure survival in the modern era. Conversely, there is a need to improve HRM related policies and procedures persistently as well. Many benefits of continuous improvement can be reaped by organizations like Raspberry Pi. For example: the continuous improvement can help Raspberry Pi to develop the spirit of teamwork as the organization currently lacks in this regard. The emergence of culture of leadership will also support the culture of teamwork as both of the aspects are interrelated and the continuous improvement is imperative to achieve these two benefits at Raspberry Pi (Vilches, 2012). 

Figure 1 - Continuous Improvement 
(IdeaScale, 2018)
The third key benefit that can be drawn by Raspberry Pi through utilization of continuous improvement is the reduction in employee turnover. As the organizational culture improves and it embraces teamwork at Raspberry Pi leading from continuous improvement; these factors altogether lead to reduction in employee turnover (Ulrich et al., 1995). In the view of Foster (2014), employee turnover is one of the key problems faced by the organizations and it can be overcome by improvement of workplace culture and reward system utilized at the organization. It is a highly critical issue considering that it leads to higher financial and non-financial costs for the company in the form of recruitment process and training costs. My personal experience at HR department of Raspberry Pi has also helped me analyze and verify the findings stated above as I have been able to understand that besides financial costs due to recruitment and training of new workforce leading from employee turnover, employee productivity for a certain period is also hurt. 
[bookmark: _Toc511603111]The Employees’ Needs for Improvement in Rewards and Work-life Balance
In the view of Govindarajulu and Daily (2004), the rewards systems utilized by organizations including the non-profit organizations play a significant role in improving employee motivation and overall organizational productivity. It has been found that employees at a particular organization seek both the intrinsic and extrinsic rewards to ensure that employees are motivated and help HR manager pursue his goals effectively. In another research, Bhuiyan and Baghel (2005) studied the reward systems and concluded that there is a need for improvement in rewards systems as employees nowadays seek more than just the extrinsic rewards. In the case of Raspberry Pi, it can improve rewards by introducing intrinsic rewards particularly for the volunteer workforce as their primary objective to work is not salary. Therefore, a services recognition program may be initiated by Raspberry Pi to recognize the services of all employees with specific focus on volunteer employees of the organization. It will help the organization improve the overall employee motivation and employee retention rate at the same time (Hendry, 2012). The work-life balance can be achieved by achievement of each of the factors illustrated in the figure below: 

Figure 2 - Work-Life Balance
(Loder, 2014)
Further, as highlighted by Aguinis (2009), the work-life balance has been under limelight by HR professionals of multinational companies specifically as it is believed that these companies have stiffer work hours. It can be analyzed from the case of Raspberry Pi that the organization’s professional employees are finding it tougher to meet the job schedule; therefore highlighting an absence of work-life balance. Moreover, employees’ motivation can also be improved by showing a concern for their work-life balance. Further, it must be noted that many regulations across the globe now require every business to limit their working schedule (Armstrong and Murlis, 2007).
From my personal experience in HR department of Raspberry Pi over the years, I have also observed that employees across the globe are looking for better rewards system and the employees of multinational organizations are too cautious towards the achieving the work-life balance. However, my personal experience contradicts the literature studied slightly as I have found that the major motivating factor for employees today is based on monetary incentive.
[bookmark: _Toc511603112][bookmark: _GoBack]Conclusion
We can conclude that HR is one of the essential raw materials of the organization and creating effective management solutions would provide multicultural skills and vision to employees to make their career success and in turn optimize organization’s objectives. Raspberry Pi should focus on continuous training programs in all its markets to every innovation in technology so that it stays ahead of the competition and serve the society in best possible manner. Furthermore, it is also concluded that there is a need for continuous improvement at Raspberry Pi so that their HR processes and policy making can be improved. Lastly, it can also be concluded that employees’ needs for better rewards and work-life balance have increased due to changing needs and desires of the employees. 
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