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[bookmark: _Toc512243206][bookmark: _Hlk496106252]Executive Summary

As a HR Director of the Raspberry Pi foundation (abbreviated to Pi for this paper), I have been asked to formulate a briefing paper, that considers the changing and developing role of the HR manager and the HR function in each of the following areas;  
· An increasingly diverse and international workforce
· The need for ‘continuous improvement’ in the company
· The employee demand for improved rewards and ‘work-life balance’
I will also discuss the challenges to be faced and make recommendations on how HR needs to respond to these changes over the next 5-10 years.  The Pi foundation has grown to over 2000 employees with an intention to expand and further its international profile.
[bookmark: _Toc512243207]Globalisation

There is continual pressure, like all organisations to adapt to the changes from ‘globalisation’, increased competition, and for organisations to become more productive (HBR a. 2011).  It has evolved mainly due to local organisations, trading, and conducting business outside their geographical boundaries and internationally. 
[bookmark: _Toc512243208]Risk analysis Models
It is important to consider a risk assessment and mitigation plan to be ready for any changes that may impact Pi’s organisation (GOV.UK 2011).  Models like PESTLE and SWOT are good examples of risk assessment planning, which will aid Pi in strategic decisions.  It is recommended for organisations to start with PESTLE and then SWOT (Gray, 2016).  PESTLE complements SWOT by identifying specific factors (such as economic trends, social attitudes, technological developments, etc.), and SWOT then classifies them.  By combining them, you can assess anything that may have been missed during the research (Gray, 2016).
[bookmark: _Toc512243209]PESTLE analysis

By analysing the PESTLE model (see Figure 1), organisations can gain knowledge and data into external environmental influences where they may affect the organisational direction, decisions or outcomes (CIPD, 2017).  The PESTLE model will enable the organisations’ executive team, stakeholders and HR management to manage risk, giving them the ability to make informed decisions which may have an impact on the strategy or business direction. 
Appendix 1 details an example of PESTLE.
Political:  Services, infrastructure, tax policy regulation, environmental regulations, trade restrictions and political stability.  Third sector organisations like Pi will need to consider where a government does not wish for services or goods to be provided (WCVA, 2011).
Economic:  Economic growth or decline, inflation, labour, unemployment (local and national), salaries, minimum wage, working hours, credit availability, and cost of living.  These factors may have major impacts on how third sector organisations operate and make decisions (GOV.UK, 2011).
Sociological:  Demography, cultural norms, health, population growth rates, age, career attitudes, health and safety. 
Technological:  New technologies, emerging technology, artificial Intelligence (AI), communication, and Research & Development (R&D). 
Legal:  Changes to legislation impacting employment, regional laws, courts systems and taxation.
Environmental:  Resource management, energy, global climate change, and workforce health.
Figure 1
[image: ]
(PESTLE ANALYSIS)
[bookmark: _Toc512243210]  SWOT analysis

SWOT (see Figure 2) analysis is a risk assessment method, which aims to identify the Strengths, Weaknesses, Opportunities and Threats involved in a project or business (Harrison, 2010).  
It's a model for matching an organisation's goals, programmes and capacities to the social environment in which it operates.  This alongside PESTLE will aid organisations in the globalisation factors facing them (Gray, 2016).  

Figure 2
[image: ](Harrison 2010)
[bookmark: _Toc512243211][bookmark: _Hlk511571419][bookmark: _Hlk507536726]Increasing diversity in an international workforce 

[bookmark: _Toc512243212]What is Diversity?

Diversity can be acknowledged as an understanding of, acceptance, valuing generation gap (age difference), race, religion, culture, gender and disabilities (Esty et, al. 1995).  
As Pi has the intention to expand its workforce into international regions, Pi should embrace the diversity and inclusion into the workplace, and look for ways to embrace this new dynamic, as it has the potential to increase productivity (SHRM, 2014).  
A survey performed by SHRM showed that HR are responsible for this initiative, of which will require support from executive and leadership teams to implement (SHRM, 2014).  According to Hult International Business school, Virgin Group is an example in embracing diversity in the workplace (Hurt News, 2017).
[bookmark: _Toc512243213]Diversity considerations & Traits

a) Acceptance 
According to Dyke (2013), an important trait to a diverse workforce is acceptance of fellow workers and employees.  When employees accept and agree on topics and situational matters, it can increase productivity, promote collaborative working and employee involvement.  
[bookmark: _Hlk509407256]Acceptance allows for mutual respect and prevents conflicts from arising (Kirchoff and Adams, 1982). 
When there is a lack of acceptance or respect for a diverse culture or beliefs among employees, conflicts may arise which could include violence (Ebhot & Monday, 2015).  To maintain teamwork and collaboration, Pi should create an open communication culture within the organisation to help bridge the gap between millennials and other generations (Dyke, 2013).  
b) Generation gaps
According to KPMG (2017), currently 35% of the UK workforce are Millennials and by 2020 this could be as much as 50%.  They are changing the work culture. 
Employees from other generations may have challenges adapting to changes in the workplace and the work culture that a younger generation bring.  According to a KPMG, Figure 3 shows  “Millennials’ are broadly classified as individuals born between 1980s to 2000 and are usually expected to have reached adulthood around the turn of the 21st century.  They are also commonly termed ‘Generation Y’, following their predecessors ‘Generation X’.  A House of Commons Library Briefing Paper CBP7946 (2017), outlines some of the considerations of Millennials in UK.
Figure 3[image: ]
(KPMG, 2016)
According to Gallup, “It's a contradiction: Millennials are extremely digitally connected, yet they are unattached to institutions and employers” (Gallup, 2016). 
In larger, longer established organisations, there is a more diversified age group, from school leavers to senior citizens.  As a result, cliques and social circles may be formed, and some workers may be isolated from the team.  There may also be times that workers from different generations may disagree with how things should be done (Vohra et, al (2015).  Research undertaken by Gallup showed that 60% of Millennials are open to new job opportunities (Gallup, 2016).
c) Accommodation of beliefs
Diversity in cultural, spiritual, and political beliefs can sometimes pose a challenge in a diverse workplace (Dyke, 2013).  Employees need to be reminded that they shouldn’t impose their beliefs on others, to prevent disputes.  They also need to ensure they keep their ethnic and personal beliefs independent of their work sureresponsibilities and duties.
d) Gender equality
According to a survey undertaken by Chartered Management Institute (CMI, 2016) men are 40% more likely to be promoted then women.  According to research undertaken by Korn Ferry (see Figure 4), men earn approximately 28.6% higher base pay than women in Great Britain (Korn Ferry, 2016).  Organisations have a legal obligation (The Equality Act 2010) to have rules, policy and procedures, so no one is discriminated against.  
Figure 4
[image: ]
(Korn Ferry 2016)
e) Physical and mental disabilities
Often, disabled employees have access problems in the workplace, whereby the door sizes are restricted for wheelchairs, ramps are not available for steps etc.  Some special need employees will also require the use of guide dogs (WHO, 2011).  Organisations should be supportive to the disabled employees and avoid discriminatory or derogatory remarks.  Organisations should ensure the workplace is a fair and comfortable environment, for employees with physical and mental disabilities, creating a more diverse workforce (WHO, 2011).
f) Language and Communication
[bookmark: _Hlk509828990]Language, cultural and communication barriers are ever-present in organisations with a diverse workforce.  Often organisations in United Kingdom employ staff where their first language is not English, employees and managers sometimes have difficulty in getting their messages understood.  This can lead to miscommunication and productivity loss in the organisation (HBR b.  2015).  
[bookmark: _Toc512243214]The need for continuous improvement in the organisation

[bookmark: _Toc512243215]What is continuous improvement?

Continuous improvement is a gradual proactive approach with a long-term strategy to improve the organisations’ customer satisfaction, value, quality, flexibility, productivity, speed to market and cost.  The 'process' part, refers to any set of steps used to accomplish a pre-defined purpose, or to generate a product or service.  
There are several continuous improvement models available for organisations to implement.  All have similar methods in which to Plan, Do, Check and Act (Lauby, 2017), Figure 5 shows the circular motion “PDCA wheel” or “Deming wheel” after the creator, Dr. W. Edwards, he was an expert in business management, and helped implement process in organisations like Sony, Ford, and Xerox (McInnis, 2014).
Plan:  Plan your improvement, including goals.
Do:  Implement the actions required based on the plan.
Check:  Continually measure the success and value of the goals against a baseline.
Act:  Tailor, amend or adapt – if the solution was successful, implement and document it.
Figure 5  
[image: ]

(Dr. W. Edwards Deming)
[bookmark: _Toc512243216]Why is continuous improvement important?

Organisations that implement a continuous improvement plan, understand the importance for cost efficiency, quality improvement, employee involvement, customer satisfaction, profit and productivity (Reh, 2018).  An objective is to increase and develop the skills and capability of employees, so they can effectively engage in problem solving in the workplace (Bradley, 2014).
[bookmark: _Toc512243217]Examples of continuous improvement processes

[bookmark: _Toc512243218]Kaizen 

Kaizen is a Japanese business philosophy of continuous improvement, driving best practice, personal efficiency, quality, safety and improvements. 
Kaizen was first used after WWII to rebuild Japan.  Kaizen can be rolled out very quickly.  (www.uk.kaizen.com).  As Kaizen is more a philosophy process than an actual specific tool, its methodology is like Total Quality Management (TQM).  
· Improved employee participation:  I discussed in Assessment 1 the importance of employee engagement and involvement.
· Employee motivation and satisfaction:  Employees have ownership for processes (Robinson, Perryman and Hayday IES, (2004).
· Improved employee retention:  Engaged employees will typically stay (CIPD a., 2017).  
· Less waste:  Inventory management, transportation and employee skills are more efficiently used.
· Improved team collaboration:  If employees have a stake in their job, work together problem solving, and have ownership, they are more inclined to commit to doing a great job (HBR d, 2011).
· Results:  Kaizen provides faster results, as it focuses on small problems, which can be improved quickly (Mindtools.com).
[bookmark: _Toc512243219]Six Sigma  

Six Sigma is a disciplined, data-driven approach and methodology for eliminating defects (driving toward six standard deviations between the mean and the nearest specification limit) in any process, from manufacturing to transactional and from product to service.  The Six Sigma DMAIC process (define, measure, analyse, improve, control) is an improvement system for processes falling below specification and looking for incremental improvement.  Six Sigma is generally understood as a longer continual improvement process (Ayers, 2017). “Embracing this discipline can help your company perform at a higher level, improve customer satisfaction, and identify and resolve all sorts of problems” (Sinha, HROTODAY.com).
Benefits of Six Sigma
· Time management:  This results in an efficient business and productive employee.
· Supply chain management & improved quality:  The aim of Six Sigma is having a defect rate less than 3.4 per million and suppliers have influence on whether the target is met or not. 
· Reduced cycle times:  By using Six Sigma, organisations can develop a team of experienced employees from every functional department.  These employees work on identifying the factors that lead the project to long cycles.
· Reduced operating costs:  Almost every organisation that implements Six Sigma can expect to see savings. 
In 2007, the US Army trialled the methodology, and saw an incredible $2 billion in saving throughout that year (Ayers 2007).
[bookmark: _Toc512243220]Demand for Improved rewards and work-life balance

Organisations are going to be under pressure for a better work/life balance, the demand is on the increase globally.  According to a survey undertaken by Tinypulse, only 21% of employees feel strongly valued at work and, only 7% of employees found that money, financial reward and benefits influenced them.  More importantly the number 1 influence was peer motivation and camaraderie (Tinypulse, 2014). 
Figure 6 details the 7 trends Impacting today’s workplace (Tinypulse, 2014).  According to Forbes (2016) Millennials wish for continual feedback, over higher pay.  
Figure 6
[image: ]
(Tinypulse, 2014)
Employees need an emotional connection to feel engaged (Kahn, 1990), I discussed this and the importance of, in Assessment 1 (Batty, 2018).  According to Gallup (Gallup a.  2013), only 17% of employees are engaged in United Kingdom, 26% are actively disengaged.  According to Deloitte (2016), having a greater work-life balance is on the increase, and is overall the most important aspect that comes before career progression, especially with Millennials.  According to Deloitte (2016) Millennials would like more opportunity to work from home and believe it would boost organisational productivity (see Figure 7).
Figure 7 
[image: ]
(Deloitte, 2016)
[bookmark: _Toc512243221]Recommendations

[bookmark: _Toc512243222]First recommendation 

The first recommendation is to implement a PESTLE analysis program for the first 3-6 months, then roll into SWOT analysis.  This will enable Pi to gain all the knowledge needed in which to adjust to globalisation, to develop and make organisational changes.
[bookmark: _Toc512243223]Second recommendation

The second recommendation is to implement a ‘Diversity training’ program, this will aid HR and the employees to become more understanding and respectful towards each other’s views and differences, however according to Rynes & Rosen (1995) may not necessarily work for everyone long term.  It is important to take into consideration the dynamic spectrum of traits, as discussed in section 4.2.  Pi should review the internal policies on pay, gender and equality throughout the organisation, to ensure the legal requirements are being followed.  Pi should cater for people with physical or mental disabilities.  Language training for non-native English speakers and hiring multilingual or bilingual employees can aid in reducing miss communication.
[bookmark: _Toc512243224]Third recommendation

[bookmark: _Hlk511229161]The third recommendation is to implement the 5 phases of the employee lifecycle (Lawrence, 2015), coupled with ‘The Harvard Model’ (Beer et al,. 1984), in a slow manner, driving the core values of the organisation.  Be succinct on the strategic outlook messages, providing continual feedback (according to Kratz (2013).  Management should provide recognition often, also continual training and mentorship will pay dividends in productivity (Hamm, 2006).  Management need to ensure the goals and milestones they set are succinct, measurable and achievable.  As Pi is mainly made up of Millennials, consideration must be made, to the necessity of a flexible work life balance to motivate, enthuse and employee retention.  Several surveys showed (for example; Gallup, Deloitte, UK Government, CIPD & KPMG), that a good work/life balance increases productivity, and workplace involvement (Pencavel, 2014).  The added benefits for a greater work life balance are, employees can spend time caring for their children, elderly relatives or other family commitments, all impacting positively on an organisation (HBR c. 1989).
[bookmark: _Toc512243225]Forth recommendation

The fourth recommendation is to implement both Kaizen and Six Sigma processes to ensure continuous improvement.  According to Choudhury & Tripp (Isixsigma.com), Kaizen can be rolled out very quickly, this will enable the employees to become engaged and involved, and to continue with a longer term strategic Six Sigma process plan (Appendix 1). 
[bookmark: _Toc512243226]Conclusion

HR need to develop the management team and start to plan.  Pi is looking 5-10 years ahead, with anticipated employee growth beyond 2000, Pi should proceed with the recommendations as detailed throughout this paper and be prepare for change.  Once the models are underway, ensure that time is spent on training and developing the employees throughout the initiatives, checking the success and value of the continuous improvement programs.  Employee feedback is critical to the success of these steps (SHRM b. 2017).  Each employee is different, and Pi should understand the needs of each employee, however there will be times when some employees will not embrace all aspects of change.  Pi needs to be prepared that some staff will leave, and should implement an exit learning program, to understand the reasons why (Heathfield, 2018).  Long term, with an EVR congruence model (as outlined in Assessment 1), coupled with SHRM, Six Sigma and Kaizen processes, training, development and a good work/life balance will pay dividends for Pi.  
The matrix in Figure 8 below explains the deployment phases lexicon and considerations (Gideon, 2010).
Figure 8 
[image: ]
(Batty, 2018)
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Example of PESTLE analysis

The following PESTLE analysis example will clarify how the six external factors work and
‘what type of information you should include in your analysis. The example scenario we
have given below involves overseas sale of a product.
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Using Kaizen with Six Sigma

Through Six Sigma, companies can make breakihrough improvements in existing processes. Cost savings from breakihrough
Six Sigma projects are not always reflected in the bottom line, however. The reason for this is the absence of small
improvements, as well as maintenance — establishing standard operating procedures and ensuring everyone follows them
Processes can degrade without systemic monitoring and improvement (Figure 1).

Figure 1: Results of Six Sigma Use without Maintenance
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But if a company has a combined system of Six Sigma, a strict adherence to established processes, and local resources who
are constantly looking for ways to make their processes better (Kaizen), the situation becomes the best. This puts the
organization in a better financial position in the long-run because improvements happen on an ongoing basis in addition to the
oceasional breakihrough (Figure 2),

Figure 2: Use of Continuous Improvement by Market Leader
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Case Study: Reducing Sampling Time

The following case study ilustrates the importance of combining Six Sigma with Kaizen activities. At a four-wheeler
manufacturer, a Black Belt completed a Six Sigma project on the cycle time of the sampling inspection of completely buitt units
(CBU) of automobiles. The cycle time for sampling inspection at the start of the project was about 24 hours, o three workdays.

Atthe end of the project, during the Control phase, the time was reduced drastically to about 7.7 hours or one workday, thus.
reducing two-thirds of the cycle time. The Belt handed over the ownership of the process to a few assigned employees. The
associates responsible for the workstation held several Kaizen activities, which benefited the work process as well as improved
the motivation level of the employees.

One Kaizen event involved a subprocess in the sampling process — measuring for the tuming radius of the car. Before, this part
of the sampling process took 20 minutes and required two employees. One employee sprayed water on the fire of the car while
another person was driving the car and tumning the tire. The employees measured the water mark on the ground to calculate the
tumning radius. After the Kaizen, the driver would connect a pipe with the water tank under the hood and used that to spray
water on the tires while also tuming the tires. This idea did not come from a skilled Black Belt, but from a trainee helper. It
reduced the time needed for that task from 20 minutes to 5 minutes, and also reduced the manpower needed from two to one.

What was gained was not merely a few minutes in a day-long process, but idea generation in the form of innovative
participation. The confidence gained by the employee opened doors to many more Kaizen activities, adding up to sustained
improvement after the end of the Six Sigma project.
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