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Introduction
 
Raspberry Pi Foundation has seen substantial growth since it first started in 2009 (Raspberry Pi, 2018). It now employs over 2000 employees and operates in over 15 countries (Raspberry Pi, 2018).  Due to the exponential growth and growing global diversity of the organisation, several areas within HRM need to be reviewed. This is to ensure that the charity is able to adapt to these changes and to ensure that continuous improvement and increased international profile is maintained. Due to the ever changing external environment, this examination will need to be ongoing, adaptive and responsive to deal with the VUCA milieu the organisation finds itself in.
As the HR Director of Raspberry Pi, this briefing paper has been created in order to highlight, evaluate and respond to these changes over the coming years. It will discuss the general changes facing HR departments and also focus on the Raspberry Pi’s increasing international workforce, need for continual improvement and the employee demands for work life balance.
 
Universal changes to HR Departments

It is first important to highlight the universal changes and challenges that face HR departments in general.
            In 2015, Globeforce (The Society for Human Resource Management) released a report which stated the main challenges facing HRM is talent retention, engagement and developing leaders (Bodi, 2016). These areas have led to an innovation in a way HR departments need to work to enable them to maintain on par with their competitors.  Technology is now a large area in which the HR function has to participate in order to encapsulate the technological, millennial workforce and become adaptive to the change in the working environment. Moreover, 92% of HR departments use social media to recruit staff members and this innovation of technological techniques are becoming more widespread into using apps such as Snapchat (Bodi, 2016). Using technology within HR can also improve a company’s overall performance by shifting HR from being focussed on just personnel and recruitment to strategic HRM which incorporates the function into the organisation. 

Increasing international workforce

As Raspberry Pi is globalising, in turn there is an increasing area of international workforce for the HR department to focus on. This change accelerates issues which need to be resolved such as; globalisation, cultural differences and language barriers (Armstrong, 2009). 
	“Globalisation requires organisations to move people, ideas, products and information around the world to meet global needs” (Ulrich, 1998). These requirements stated by Ulrich (1998) can cause issues due to the diversity of the environment and the resources it requires to manage risks but to also take advantage of opportunities (Bartlett et al, 1991). One way in which Raspberry Pi can manage these issues is to exploit and use to the best of their ability their expertise of technology to manage the people within their organisation centrally. This technology would need to be adapted over years in order to change to the volatile environment and to work effectively (Armstrong, 2009).  
 	Communication is essential to the basic fundamentals of a business and with a growing diverse and international workforce language differences can hamper effective communication (Joesph, 2015). One of the areas that can be affected by language barriers in Raspberry Pi is productivity. This is because a lack of communication can cause mistakes to occur and this costs time and causes confusion. Moreover “a survey of 600 randomly selected employees of multinational corporations found that 64% of respondents said language was a problem on virtual teams, and perhaps is one reason why so many teams (40%) were only somewhat successful or not successful” (British Council, 2013). This evidence shows that a lack of coherency between departments on a virtual level can be mean the success or failure of international business. Looking forward, one way to combat this issue is to implement in the next 5 years at Raspberry Pi is a trickle growth of hiring trained interpreters. This could also be reinforced by offering language classes to employees and the HR departments. 
Cultural differences are also important to recognise when looking into a global workforce and HRM. This is because it has been found that 50% of behavioural and attitudes in employees stem from their nationalities (Hofstede,1991). Although this data can be critised it does show the importance of understanding cultural differences in order to receive the best from your employees. This is important for the HRM department as they will need to be prepared to analyse giving appraisals, managerial styles and also pay systems so that they can align the global workforce with their corporate strategy. 
	
Need for continual improvement

	The need for continual improvement at Raspberry Pi is paramount in ensuring that the charity’s goal of “further the advancement of education of adults and children, particularly in the field of computers, computer science and related subjects” (Raspberry Pi, 2018).. This improvement is needed in both sectors of the trading arm of the company and also the charitable aspect. Improvement in an organisation can be achieved by having the best people in the best positions and also ensuring that talent is managed affectively and that talent can be enticed to work at Raspberry Pi. 
Talent can be defined as ‘one of those worker who ensures the competitiveness and future of a company (as specialist or leader) through his organisational/job specific qualification and knowledge, his social and methodical competencies, and his characteristic attributes such as eager to learn or achievement oriented’ (Betheke-Langenegger, 2012). The importance of managing talent in an organisation, especially in a global setting, is a critical success factor within a business (Collins, 2011) and this becomes even more vital when Raspberry Pi are always pushing for continual improvement. 
	[image: ]
 (Armstrong, 2009)
From the diagram above it can be seen that there are numerous factors involved with effective talent management. Raspberry Pi need to recruit the best people and ensure that their talent is developed within the company so that individuals and their employees, as a whole, can prosper and add value effectively. There are a number of ways that HR department can develop a talent management strategy using the basis of this diagram. From the initial business plan resource strategy can show how many employees are needed in what areas. This requires attraction and retention strategies to succeed and ultimately keeps the talent pool full and lacking gaps in expertise (Armstrong, 2009). Talent will also need to be audited within the company and also policies need to be put in place to promote management succession and management development. Raspberry Pi can implement these techniques immediately by initially looking at what they feel is ‘talent’, this could mean employees which develop the most innovate new product or maybe a volunteer that is able to engage and adopt other volunteers effectively (CIPD, 2006). A more long term view is needed on succession planning and this can be put in place by asking “what are the main challenges we’re facing in the talent management timeline?” (CIPD, 2006).  The implementation of a talent management strategy requires management to be on board and also to be high quality leaders to enable the processes to run smoothly (Armstrong, 2009). Moreover, it is important to look closely at the success that Raspberry Pi has achieved so far and the people within the organisation that have helped to get there. Using this approach means that talent is appreciated, quality people are retained and other potential employees are attracted in coming to an organisation that appreciates its hard-workers (Younger et al, 2007). 
Employee demands for work / life balance.

	As previously stated, millennial employees expect something different from their employment and it is imperative to reward talent. There is now a resounding call from staff members to have rewards for good work and a better / work life balance and this is a growing change within Raspberry Pi. This demand can not only be beneficial for the workforce but also for Raspberry Pi itself if implemented correctly
As shown within talent management, rewarding staff members for excellent work is a focal way to retain and recruit new staff members. Moreover, having rewards can also promote a higher work ethic and increase performance (CIPD, 2018). One way that Raspberry Pi can start to introduce rewards within their company is to produce a reward strategy. A reward strategy is a long term approach to how rewards policies can fit within the businesses overall direction and objectives (CIPD, 2018). One route in which Raspberry Pi can adapt in the next 5 years is total reward. This includes not only monetary benefits but also incorporates all that an employee values such as; working environment, training and development and working relations (CIPD, 2018). To ensure that this process was done correctly, they would need to produce a handbook in which all of the total rewards were stated. This also shows actual bonus performance levels to certify that everyone was getting the same deal and to remove the feeling of resentment from other staff members. 
One area that would be incorporated in a total reward strategy is producing a work / life balance for employees. This could include; flexible working hours, freedom and autonomy and also opportunities for working at home (CIPD 2018). “Social media, 24/7 society, technology, the changing nature of work, the workplace and the workforce are all changing that concept of work-life balance into one of work-life flow” (Royles, 2014). With these trend and environmental changes it is very important for the HR department to adapt with it and a total reward system would help in this area. 
One disadvantages of a total reward strategy for incentives is that it is easier to implement financial benefits over intangible ones. In some instances, when trying to adopt intangible benefits this can be hit with disagreements from line managers and cause a failing of the strategy. To counteract this, it would be important for the HR department to have discussions with management to see what they think would help their department thrive in order to get them on board with the objective (CIPD, 2018). 

Conclusion

 In conclusion, the next 5 to 10 years in the HR department at Raspberry Pi will need to make changes to enable them to adapt to the alterations the business is going through. With using a range of methods pointed out in this essay, the HR team will have resources in place to allow them to move with the environment and be open to employees’ wants and needs. This will not only help keep their precious volunteers and paid workers but also attract new talent and this in turn will help them move forward with their business objectives. The VUCA environment requires adaptability and technology will help them do this. As they are technology specialist they should be able to devise new ideas to keep them up to date in a technological world. 
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