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Introduction 
In a company, the Human Resource Management (HRM) department is responsible for the recruitment and training of new employees, as well as the administration of employee benefits and other related matters.
HR is a division inside an organisation that is responsible for all parts of the employee life cycle (including recruitment, hiring, onboarding, training, and termination), as well as the administration of employee benefits and compensation (Harry, 2013).
The tasks of Vodafone's human resources manager are explained in this paper using a range of management theories. Specifically, I would like to see improvements in the areas of compensation, personnel, and change management in the company's human resource practices (N, 2019).
[bookmark: _Toc100394948][bookmark: _Toc100705445]Company’s Background 
Incorporated as Vodafone Group Plc. in the United Kingdom, the company is an international telecommunications company. The company's registered office and global headquarters are both located in the town of Newbury, in the county of Berkshire, in the British Commonwealth of Independent States. Among the company's most important markets are those of Asia, Africa, Europe, and Oceania (Berber, 2018).
As of November 2020, Vodafone owns and operates networks in 22 countries, and it has partner networks in an additional 48 countries, according to a company statement.
Vodafone Global Enterprise is a telecommunications and information technology services provider that serves businesses in more than 150 countries worldwide (Lewika, 2013).
The FTSE 100 Index includes Vodafone, a firm that is traded on the London Stock Exchange and is included in the FTSE 100. This is the corporation's secondary stock market, which is the Nasdaq Stock Market (Raya, 2017).
[bookmark: _Toc100394949][bookmark: _Toc100705446]Compensation
The stock exchange is the location where equities are traded. The NASDAQ stock exchange is where the company's secondary stock is traded (Chiva, 2016).
The compensation plan of your firm governs how your company compensates its employees in terms of salary and perks. People with the appropriate abilities, knowledge, aptitudes, competencies, and attitudes to perform the job's requirements must be attracted and retained through a competitive compensation package (Huff, 2016).
The culture, attitude, and behavior of your firm must be mirrored in your compensation strategy and approach. Many small and medium-sized businesses, on the other hand, find it difficult to figure out how to pay their employees on time (Patrovic, 2018).
Leading Compensation Strategy 
With regard to the compensation plan that I will put in place for the company, I will be at the forefront of the discussion (Nur, 2022).
As part of a leading compensation strategy, salary rates are aggressively established above the market average. Paying my employees more than the market rate enables me to attract and retain the best employees in my organisation. In addition, our company will be perceived as an employer of choice, which will distinguish it from other organizations (Jan, 2014).
If I choose to implement a leading compensation plan, my company's financial health must be robust enough to allow me to pay higher wages to my employees in the future (Harry, 2013).
[bookmark: _Toc100394950][bookmark: _Toc100705447]Behavior Reinforcement Theory 
Motivation was first proposed by BF Skinner and his colleagues, who developed the reinforcement theory of motivation (Taha, 2020). According to this hypothesis, the consequences of an individual's activities have a direct impact on that individual's actions. According to the "law of effect," people are more likely to repeat behaviors that result in favorable outcomes than they are to repeat behaviors that result in negative outcomes (Berber, 2018).
Skinner focuses on external rewards rather than the individual's internal condition, as opposed to other approaches. This theory is concerned with what happens to a person when he or she does a particular action (Miller, 2014). According to Skinner, a well-designed and positive outside environment for a company is essential for motivating personnel within the building. When this theory is applied, it is possible to explain some aspects of people's behavior. The underlying causes of a person's behavior are not addressed in this document (P, 2014).
[bookmark: _Toc100394951][bookmark: _Hlk100324089][bookmark: _Toc100705448]Positive Reinforcement
If someone exhibits the desired behavior, this is an appropriate response. It would be appropriate, for example, to express gratitude to a coworker for arriving to work early on the first day of the week. There is a larger likelihood that previously unexpected behavior would repeat itself (Patrovic, 2018). There are situations when rewards aren't the most beneficial option. Positive reinforcement is only achievable when the reward causes the recipients' behavior to improve as a result of the award. The more positive reinforcement you provide for a behavior, the more likely it is that the behavior will occur. It's critical to emphasize that the more naturally a reward is delivered, the more effective it is at reinforcing the importance of the reward (Sang, 2014). 
[bookmark: _Toc100394952][bookmark: _Toc100705449]Negative Reinforcement 
A positive outcome in this situation is that the employee avoids unfavorable punishments. It is possible to increase desirable or required behavior by using a combination of positive and negative reinforcement techniques (Raya, 2017).
[bookmark: _Toc100394953][bookmark: _Toc100705450] Punishment
To deprive someone of positive reinforcement in order to lessen the possibility that they would repeat the same behavior in the future is what deprivation is all about. Punishment, on the other hand, is the act of imposing unfavorable consequences on someone as a result of their participation in bad behavior (Sang, 2014). As an example, a firm may decide to suspend an employee because he or she has broken corporate policies. Positive reinforcement from a different source can be utilized to equalize punishment in a variety of situations (K, 2013). 
[bookmark: _Toc100394954][bookmark: _Toc100705451]Extinction
It indicates that there will be no additional troops. Consequently, extinction refers to minimizing the possibility of bad behavior occurring by removing the incentive to engage in such behavior (O, 2019). For example, an employee who no longer receives praise and adoration from his or her coworkers for their great performance is perhaps the most prevalent occurrence of this type of occurrence. Extinction may unintentionally limit good behavior, which is something to be considered (Chiva, 2016).
[bookmark: _Toc100394955][bookmark: _Toc100705452]How compensation makes the employee feel valued and appreciated? 
The fact that you pay your employees fairly demonstrates how much you regard them as both employees and as individuals. When employees feel valued and respected, they are more likely to show up for work (Mazarol, 2021). When the overall mood of the organisation improves, individuals are more enthusiastic about coming to work and doing a good job. Furthermore, when employees are aware of the possibility of receiving bonuses or commissions, they are more driven to go above and beyond their responsibilities. The use of bonus and commission systems to motivate employees is essential for success (Berber, 2018).
A company's employees who are adequately compensated and who enjoy their employment are more likely to remain with the company (Mendy, 2019). One of the reasons that employees remain with a company is because they are fairly compensated for their efforts. Because of employee loyalty, employers no longer have to spend time, money, and effort searching for new employees to fill open positions. A low turnover rate and high employee retention are excellent outcomes for organizations that have established a competent workforce. As a result, they get along well with one another and are always willing to lend a hand (Miller, 2014).
[bookmark: _Toc100394956][bookmark: _Toc100705453]Staffing 
HRM's operations are heavily focused on recruiting, which is a primary focus of the division's operations. Many human resource managers are still learning the ins and outs of hiring and onboarding new employees. In large part, this is due to the unequal distribution of demand and supply in the market for talent. (Mazarol, 2021) During the peak of the information technology boom in the early 2000s, for example, division heads and line managers would commonly go straight to HR's office and assign him or her a target number of new employees to hire over the following three months, as was the case (O, 2019).
The conclusion of the boom years has given me the opportunity to take a rest because I no longer have to worry about fulfilling recruitment targets. Of course, the current issue I'm dealing with is managing the downturn and smoothing out the downsizing that is currently taking place in my organisation (P, 2014). Employee turnover is a common occurrence when I employ passive tactics to attain these objectives, such as telling them that they are on a PIP (Performance Improvement Plan), in these challenging economic times. In order to prevent having to lay off employees who can be accommodated elsewhere within the company, I intend to reduce recruitment rather than layoffs in the coming months. I'll keep an eye out for these strategic workplace planning considerations during the hiring and staffing process (Raya, 2017).
[bookmark: _Toc100394957][bookmark: _Toc100705454]Models and Theories 
There should be a plethora of theoretical frameworks to assist the development of the strategy. Many theories have been established to aid in the administration of a wide range of human resource (HR) functions. During the hiring and selection process, organizations can use a variety of strategies to guarantee that the most qualified candidates are hired and promoted to their positions. HCT states that an organization's human capital (which includes competencies, abilities, and personalities) can be affected by a wide range of factors. Individuals with specialized talents, abilities, ideas, and expertise will be identified, and organizational value will be developed This approach will direct the attention of human resource managers and experts to the most successful methods of locating, hiring, and retaining employees who have the potential to move the firm ahead (Harry, 2013).
The concept of social capital outlines the process through which interactions within an organisation are built. Using the human capital idea, managers and leaders in an organisation can encourage partnerships and interactions in an effort to improve overall performance. Organizational capital is defined as the ability and knowledge of a company to create tangible results in a given period of time (Tariq, 2014). The importance of the hypotheses in the hiring, recruitment and retention processes cannot be overstated this truth serves as the foundation for an organization's capacity to invest in the appropriate individuals who can support its business strategy (Tummer, 2015).
[bookmark: _Toc100394958][bookmark: _Hlk100324798][bookmark: _Toc100705455]How Staffing makes the employee feel valued and appreciated? 
As a result, your company's many components will benefit from ensuring that your employees feel appreciated at their jobs on a daily basis. As a manager, it's critical to express to your staff how their work contributes to the success of the firm and that they are appreciated for their contributions (Huff, 2016).
Employees must be provided with a compelling reason to remain with a company in order for them to commit to the company for the long term. Although it is not always possible, employers should make an attempt to develop a culture that encourages long-term relationships with their employees, even if those relationships aren't permanently established (Nur, 2022).
I intend to follow the "5 R's" of employee relations, which are as follows:
 Responsibility
I'll give them greater amounts of responsibility as a method of demonstrating my trust in them. Encourage them to try new things. Make sure there are plenty of opportunities for ongoing training (Jan, 2014).
Respect
Employees want to be appreciated and respected. "People forget what you said, but they will always remember how you made them feel," as the proverb goes (Mazarol, 2021).
Revenue-sharing
Employee pay should be determined in part by the performance of the organisation. When their hobbies align with their employer's sales and profit goals, they are more likely to stay on as the company grows.
Reward
I feel that the incentives I present to my employees should fulfil both their emotional and monetary needs (O, 2019).
Relaxation time 
When you need time off, don't be afraid to take it. Even in a bad economy, sick days, family vacations, and new babies should be allowed. Workflow pacing has the potential to improve long-term employee relations (Patrovic, 2018).
[bookmark: _Toc100394959][bookmark: _Toc100705456]Change Management 
It is unavoidable that employees will be required to adjust to new ways of working, which can be difficult to accomplish. Seventy-five percent of today's firms have undergone at least five significant changes in the last three years, and another seventy-five percent intend to do so in the next three years (K, 2013).
Human resource professionals, on the other hand, have a critical role to play in the management of organizational transformation and dispute resolution. It is their responsibility to see that the objectives of the reform are met. In other words, as a human resources professional, I should be involved in all phases of change management, from planning to implementation, and I should also offer my knowledge of employees to ensure that their needs are met and their concerns are addressed during the transition (O, 2019).
 Lewin’s change management model 
The model was named after its founder, Kurt Lewin, and was first developed in the 1950s. It divides the transition process into three stages:
Unfreeze
This is the first step in the procedure. Analyze the current situation to decide what has to be changed in order to obtain your desired result. This is also a good moment to explain the issue to employees and let them know what to expect (Jan, 2014).
Change
This is the stage at which the plan is implemented. Communicate with and support all staff members involved in the change, and then implement it (Harry, 2013)
Refreeze
Make a plan to keep track of your progress if you want to avoid reverting to old behaviors. Evaluate the new processes in place to see how successfully you've met your goals.
[bookmark: _Toc100394961][bookmark: _Toc100705458]How change management makes the employee feel valued and appreciated? 
When employees, supervisors, and managers feel valued for their efforts and contributions to the company's success, it is simpler for the organisation to adapt to change (O, 2019). People who are respected as managers, supervisors, and front-line employees are less defensive and more amenable to organizational changes that directly affect them and have a direct impact on their lives. Employees who feel undervalued, on the other hand, are more likely to react negatively to proposed changes, fearing that they are being taken advantage of by their employer (Harry, 2013).
Effective Behavior Reinforcement
First and foremost, gratitude is critical for effective daily management since it enables for the efficient reinforcement of desired behaviors through positive reinforcement. If you want to influence other people's behavior, you must use positive reinforcement to achieve this (P, 2014).
Emotional Energy for Change
It is also possible to build emotional energy for transformation by expressing real thanks. Through the course of their book Switch, Chip and Dan Heath define the elephant and the rider as the two agents of change that have the ability to impact change within each human. Short-term "white-knuckling" change is achievable (think of a four-day diet), but long-term transformation necessitates adjusting your elephant (emotions and desire) in order to coincide with your goal (Sang, 2014).
Reduced Resistance to Change
Another advantage of having a nice work environment is that employees are less reluctant to change when they feel valued and respected. If you believe Kurt Lewin's force field theory of change, you must either increase or decrease the amount of "force" required to overcome opposition before change can be implemented successfully (Huff, 2016).
[bookmark: _Toc100394962][bookmark: _Toc100705459]Conclusion 
Finally, human resources management (HRM) is a critical component of every company's operations and should not be overlooked. As a result, they have the authority to hire and fire individuals at their discretion and at their own pleasure (K, 2013). They play an important role in the workplace since they serve as a conduit between employees and their respective companies (Chiva, 2016). They have a responsibility to protect the safety of all employees and to ensure that they are sufficiently trained in their duties as well as in health and safety, among other things. Each and every employee who has a concern with Human Resources is expected to approach this person and receive a response. By a long distance, this is the most significant position in the organisation (Patrovic, 2018).
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