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Part 2 (50%)
Human Resource Management, like all other management functions, is changing under the pressures that stem from ‘globalisation’, increased competition, and the need for companies to perform. 

You are now the HR Director of Raspberry Pi*. The foundation has grown to over 2000 employees and with an intention to expand and increase further its international profile. You are asked to prepare 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’ 

Your assignment should take the form of an academic essay, which should describe the main challenges to be faced, and must evaluate how HR needs to respond to these changes over the next 5-10 years. 

Part 2 has a word limit 2500 words, maximum (+/- 100 words, excluding Bibliography and Appendices) and should be submitted via TurnItIn

*You may set this in the context of your own organisation, using the same criteria, under agreement with Dr. David Griffiths 

Please note the following when completing your assignment:
1. Writing: Written in English in an appropriate business/academic style
2. Focus: Focus only on the tasks set in the assignment.
3. Length: 2500 words (maximum)
4. Formatting: academic essay
5. Research: Research should use reliable and relevant sources of information e.g. academic books and journals that have been peer reviewed. The research should be extensive. 
6. ***NOTE*** 20% of marks, from skills for professional practice, will be awarded for on- time completion of weekly learning tasks (5%) and a minimum of two interactions with fellow students (i.e. comments on the work of others) per week, during weeks six through nine of the module.
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2. 
[bookmark: _Toc512859860]List of Abbreviations


CI		continuous improvement
EE		employee engagement
EI		employee involvement 
HR		human resources
OCCI		openness, collaboration, community-leadership and impact
RPF		Raspberry Pi Foundation 
SHRM	strategic human resource management 
WLB		work-life balance





3. [bookmark: _Toc512859861]Introduction
The nature of business is constantly changing as a result of globalization, including for third sector organizations like the Raspberry Pi Foundation (RPF) – an organization which has grown (and will continue to grow) to over 2,000 employees with a mission, “[t]o put the power of computing and digital making into the hands of people all over the world,” (RPF 2017, p. 4); an organizational culture that built on openness, collaboration, community-leadership and impact (OCCI); and a dynamic portfolio of not-for-profit education-related initiatives carried out multi-nationally through, inter alia, clubs, competitions, online-learning, and trainings for anyone interested to learn (RPF 2017; 2018). Despite being the current leader with respect to its innovative domain, to remain a leader in the not-for-profit computing and digital making third sector RPF must increase its international profile[footnoteRef:1] by developing a strategic human resource management (SHRM) framework which emphasizes the integration of diversity, work-life balance (WLB), rewards and continuous improvement (CI), including through employee engagement (EE) and employee involvement (EI), into organizational culture. Hence, this paper describes each of these areas and their importance; considers the main challenges that the human resources (HR) team and the organization will face, including the changing and developing role of the HR manager and function; and evaluates how HR can respond over the next 5-10 years. [1:  As RPF plans to expand internationally, this report assumes that as it grows exponentially in terms of staff, volunteers and activities, the organization will need to open sub-regional offices in different countries that would be responsible for supporting RPF-related work across a specified geographic location; ensuring the implementation of headquarters-related policy decisions; developing a better contextual understanding of the geographic and cultural environments in which RPF is operating; and building a diverse workforce made up of international and local staff.] 


4. [bookmark: _Toc512859862]Preparing RPF for the International Sphere: Diversification, Work-Life Balance, Rewards & Continuous Improvement   

As RPF expands globally, it will inevitably become more diverse and multicultural, which means there will be differing expectations and demands. To address this, RPF will need to ensure that its diverse employee-base remains motivated by providing WLB, reward, and CI opportunities at headquarters and sub-regional levels. This section will therefore unpack the meanings and relevance of diversity, WLB, rewards, and CI.

4.1. [bookmark: _Toc512859863] Diversifying RPF
The definition of diversity, though widely contested (Thomas 1991 & 1996; Cox 1994; Linnehan & Konrad 1999; Hays-Thomas 2004; Konrad 2005), can refer to anything from age, gender, race, ethnicity and religion, to disability, sexual preference, corporate background, education level, single-parent, management, non-management, inter alia. Given that there is no one correct definition or means to integrate diversity into a business environment, RPF is thus presented with an opportunity to determine how this can be used to its advantage. 
The business case for a diverse workforce is that (i) organizations can become more innovative as a result of having different individuals who offer a wider selection of information, knowledge and ideas (Robinson & Dechant 1997; Richard 2000; Cox 2001; Valla 2007; Yang & Konrad 2011); and (ii) organizations and managers capable of successfully managing diversity can indeed develop a unique, valuable and rare competency that is difficult for others to imitate (tacitness and competitive advantage), and help retain value even as the business environment changes (robustness) (King et al. 2001). Considering that RPF’s organizational culture promotes OCCI, it is already one step in the right direction in terms of believing in diversity (i.e. openness) and CI, EE and EI (i.e. collaboration and community-leadership). However, with increased diversity comes a broader range of differing expectations from employees, hence the importance of having attractive and equitable WLB, reward and CI opportunities.

4.2. [bookmark: _Toc512859864] Importance of Work-Life Balance and Rewards
Diversity brings different people and expectations to an organization, including with respect to WLB and rewards, which are important for motivation. Collier (2016) describes WLB as people having some control over where, when and how their work will be carried out. WLB has been positively linked to job and life satisfaction across different cultures (Haar et al. 2014), and embraces such things as flexible working hours and locations, familial leave (parental, maternal, paternity), career breaks (with possibility to return), and better support to working parents (including financial support for child care), inter alia (Collier 2016). Such characteristics are increasingly becoming standard, especially with technological advancements which make such things as flexible hours and working from home viable options. Given the fact that millennials, who grew up with rapid technological communications at their fingertips, now comprise more than half of today’s workforce and working mothers are also becoming a norm, it is imperative RPF ensures supportive WLB options are available so all employees can pursue a meaningful and fulfilling life outside of work (Jones et al. 2006; Ng et al. 2010; Deloitte 2015).  
In addition to WLB, rewarding and recognizing employees for good work and achievements are also important motivators. As put forth by Hansen et al. (2002), within Herzberg’s motivation-hygiene theory framework, there is a distinction between reward and recognition: reward represents the application of hygiene factors in the sense that in return for an employee’s work contributions, the organization will provide a reward, incentive, more status, or a promotion, which ultimately leads to the true motivator which is recognition (public, official), i.e. the point where the reward takes effect (p. 66). Therefore, reward and recognition must go hand-in-hand as part of the SHRM framework. 


4.3. [bookmark: _Toc512859865] Continuous Improvement 
In addition to WLB and reward/recognition, CI, alongside EE and EI, is also an important employee motivator as it can foster a better sense of employee belonging and loyalty. Simply put, CI is a long-term approach to an organization’s management whereby operations “get better all the time” (Fryer et al. 2007; Hoem & Lodgaard 2016; Gejdoš 2015; Harrington 2018). It consists of: improvement initiatives which increase success and reduce failure; company-wide efforts to achieve continuous incremental innovation by involving people from all levels of the organization (e.g. EE and EI); establishing a culture which emphasizes sustained improvement and elimination of waste through minimal capital investment; and a planned, organized and systematic process for changing existing practices to improve organizational performance through ongoing, incremental and company-wide efforts (Kossoff 1993; Bessant et al. 1994; Juergensen, 2000; Bhuiyan & Baghel 2005; Boer et al. 2017). Thus, CI has no end date, makes incremental improvements/changes, involves employees from all levels, and is meant to become part of organizational culture. In this respect, EE and EI are imperative in the sense that, collectively, they seek to establish an organizational culture based on CI. Meaning, EE and EI strive to involve employees from all levels and motivate employee performance by empowering their decision-making and influence over assigned tasks, within an equitable and challenging work environment that recognizes staff achievements, enhances employee knowledge, skills and abilities, and improves organizational performance and outcomes (Becker et al. 1997; Maslach & Leiter 1997; Fenton-O’Creevy 1998 & 2001; Laschinger et al. 2001; Combs et al. 2006; Gebauer and Lowman 2009; Macy et al. 2009; Mone et al. 2011; Yang & Konrad 2011). Thus, by integrating CI, EE and EI into its SHRM framework, RPF’s OCCI organizational culture will become increasingly reinforced. 

5. [bookmark: _Toc512859866]Main Challenges for Integrating Diversity, Work-Life Balance, Rewards and Continuous Improvement into RPF

Although beneficial overall, integrating diversity, WLB, reward/recognition and CI-related policies and practices through a SHRM framework still comes with challenges. For example, successfully managing an increasingly diverse workforce is among the top challenges faced by HR managers and organizations working internationally or multi-nationally (Mor Barak 2016), as it impacts policy and process with respect to recruitment, selection, training, development, performance appraisals, pay, and rewards (Shen et al. 2009), as well as day-to-day operations concerning management, employee relations, team dynamics, and cultural sensitivity. Bearing in mind that many international and multinational establishments do not have adequate diversity programs as part of their overseas activities (Eagan & Bendick 2001), it is therefore imperative that the HR team work to ensure, to the extent possible, that employment policies and practices offer the same level of equity across all levels and geographic areas of RPF operations. With regard to WLB, the main challenge is whether or not RPF would have the legal right and/or capacity to offer the same options across all geographic locations, given that there will be differences in labour laws, technological capacity, and culture (e.g. what works in one place, may not work in another), all of which have an impact. With regard to reward and recognition, the main challenges would be determining what types of rewards and recognition should be granted organization-wide. But again, this can also be impacted by differences in laws and culture. Finally, there are a number of challenges that come along with CI, EE and EI including: achieving senior/line management commitment; upgrading the role of supervisor, to one of leadership/coaching, which increases pressure on managers and leaves less time for their own professional development; ensuring there are well-defined roles, responsibilities, expectations and understandings with respect to CI, EE and EI for managers and employees; possible lack of interest and even non-willingness of staff to engage in CI; and possible resistance by line management since increased CI, EE and EI could be perceived as a threat in terms of job loss (Fenton-O’Creevy 1998; Bhuiyan & Baghel 2005; Federman 2009; Robertson-Smith & Markwick 2009; Lodgaard et al. 2016; Boer et al. 2018).
Overall, these challenges are precisely where HR’s changing role and function rests: in moving RPF’s HR activities and focus from a predominantly national platform, towards an international one which must be staffed with employees capable of making RPF a sustainable, attractive, informed, culturally sensitive and equitable international third sector organization. At the same time, HR must ensure that the SHRM framework and all subsequent policies and processes that arise are adhered to and practiced by management and staff, and that it provides the same opportunities to all with regard to training and development, continuous learning, career planning and advancement, work-life balance, remuneration and benefits, and rewards and recognition – regardless of geographical location, culture, and capacity, where possible. To go about achieving this, HR must consider how it will respond over the next 5-10 years, which is the next focus of this paper.

6. [bookmark: _Toc512859867]How HR can Improve Organizational Culture over the next 5-10 Years
Based on the above challenges, HR can prepare RPF to respond through a SHRM framework over the next 5-10 years in a number of ways: ensuring senior management commitment; conducting a thorough needs assessment; placing emphasis on team-building activities; establishing metrics to measure the impacts of initiatives; hiring managers with international work experience; and developing attractive employee WLB options and rewards.
At the strategic level, HR must ensure senior management commitment, accountability and philosophy emphasize diversity, WLB, rewards, and CI as being critical to RPF’s international success. This means integrating all into the organization’s long-term vision, mission, and business strategies, in addition to developing mechanisms that will help carry the initiatives forward, such as the creation of specific working groups made up of HR, senior management, and line managers to ensure related matters are regularly considered, communicated, and undertaken, both at the level of headquarters and sub-regional offices.  Second, in order to be more effective in developing a targeted SHRM framework, HR must undertake a thorough needs assessment (surveys, focus groups, exit interviews) so as to better understand the people, jobs, cultures, needs, and organization, which will help identify useful interventions with respect to strategic level decisions and commitments. At the staff and job level, this would include generating an understanding of the business challenges RPF faces, as well as the attitudes of employees in terms of their perceptions on, inter alia, diversity, cultural sensitivity, WLB, reward and CI. Third, now focusing on the tactical/operational level, RPF should emphasize team-building activities which encourage teammates, especially in sub-regional offices, to share with one another details of their ethnic and/or cultural background, skills and professional experiences. This helps other team-members acquire a better understanding of the individual, as well as the resources, added-value and benefits they bring to team. Fourth, HR should work to establish metrics in order to evaluate and measure the respective initiatives undertaken as part of the SHRM framework. Meaningful evaluation allows for data-driven decisions to be taken on how RPF could leverage resources most effectively. To achieve this, RPF would need a dedicated evaluation team comprised of line managers linked with RPF’s tactical/operational efforts and evaluation experts to ensure the integrity and usefulness of metrics being measured (Rosenfeld et al. 2003; Jayne & Dipboye 2004; Shen et al. 2009). Fifth, RPF and HR must seek to hire managers who already have significant international work experience (e.g. 5+ years) in managing and developing diverse teams. As noted by Dowling et al. (2008), “[i]nternational assignments have long been recognized as an important mechanism for developing international expertise” (p. 150), as the person will have developed important and useful competencies, including cultural empathy, cross-cultural communication, and general managerial skills in a multicultural environment (Chang & Tharenou 2013). This expertise is not only useful at the headquarters level, but also in sub-regional offices, since these individuals will possess valuable skills, experience, and knowledge with respect to managing diversity. These managers can even be paired with an expert from the headquarters, sent to the sub-regional office as an expatriate, who will support the integration of RPF’s mission, organizational culture and SHRM framework within the new environment. Sixth, a culture of CI through EE and EI must be developed, as they collectively help to foster employee motivation. This means HR helping provide opportunities for employees to: be engaged with decision-making and empowered in their tasks, and to have opportunities for training, development and career advancement. Seventh, rewards and WLB must also be included, given that a diverse and multicultural workforce means individuals with different priorities in terms of themselves, their families, their culture, and their societies (e.g. millennials, single parents, different ethnic backgrounds/religions etc.), and in terms of a meaningful life outside of work. Thus, HR must develop flexible employment options and work schedules, as this provides staff with the freedom to choose different modes of working (home, office), based on their personal situation and needs. Finally, HR must ensure there are sound reward mechanisms in place which recognize staff achievements through financial and non-financial incentives (Markos and Sridevi 2010), including providing additional days off, public/formal recognition, and offering professional growth, training and advancement opportunities, inter alia. Indeed, by seeking to counter the aforementioned challenges using this evaluation[footnoteRef:2] of what HR can do over the next 5-10 years as part of a SHRM framework, RPF is more likely to gain loyalty from staff, attract and retain talent, generate and maintain employee motivation, and improve its public image, thereby successfully increasing its international (and national) profile.  [2:  It is important to note that this evaluation is by no means exhaustive. It does, however, provide sound basis for HR and RPF to begin with, adapting, removing and adding other possibilities along the way.] 


7. [bookmark: _Toc512859868]Conclusions 
This paper has described the importance of diversity, WLB, rewards and CI to RPF’s expected expansion; considered the main challenges each would bring to HR and the organization; and provided an evaluation on how HR could respond over the next 5-10 years. Overall, it maintains its initial position that: as RPF prepares to expand its employee base and international profile, in order to successfully do so a clear and structured SHRM framework emphasizing the integration and/or reinforcement of diversity, WLB, rewards and CI into RPF organizational culture is required. 
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