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[bookmark: _Toc237978984]INTRODUCTION 
Recent rapid global changes in technology, including AI, have prompted Vodafone to confront key HR challenges such as adapting to technology, acquiring and retaining talent, and enhancing diversity, equity, and inclusion (DEI). This report evaluates various contemporary HR practices, focusing on digital HR systems, Inclusive recruitment practices, employer branding, strategic workforce planning, and employee engagement. It emphasises leadership accountability, communication strategies, and performance measurement to implement these practices effectively, while addressing organisational culture and barriers to implementation. Vodafone's digital transformation is essential to remain competitive and sustainable amid rapid global technological change. Research (El Garem, 2026), indicates that this transformation focuses on integrating digital technologies into HR management to enhance corporate performance and employee satisfaction. Tools such as HR information systems and automation improve hiring, onboarding, and performance management. This shift allows HR to transition from administrative to strategic roles, fostering data-driven decision-making, and agility. Additionally, adapting contemporary HR practices will be vital for addressing technological advancements, talent acquisition, retention, and diversity, equity, and inclusion (DEI).
[bookmark: _Toc237978985]ADAPTING TO TECHNOLOGICAL ADVANCEMENTS
The technological revolution significantly impacts the strategic role of human resource management (HRM) in businesses. Chilunjika et al. (2022) assert that applying artificial intelligence (AI) and HR analytics can shift human resource management (HRM) at Vodafone from a mostly administrative function to a strategic partner adept at leveraging data. By aligning personnel activities with broader business objectives, these technologies not only improve the effectiveness of Human Resource Management (HRM) but also enhance its potential to contribute to the company's overall success (Khan et al., 2023). One well-known issue that has significantly impacted human resource management (HRM) practices at Vodafone is globalisation. Vodafone's human resource management (HRM) faces the challenge of managing diverse, cross-cultural workforces as it continues to expand operations abroad (Horwitz et al., 2022).
This dynamic requires a smart approach to hiring skilled workers, promoting efficient communication, and resolving disputes. Kiran et al. (2022) highlight the importance of human resource management (HRM) professionals developing cultural sensitivity and global capabilities to effectively manage multinational teams at Vodafone. Human resource management (HRM) at Vodafone has shifted from a limited territorial focus to a broader global perspective. Vodafone's changing environment requires a more adaptable, culturally aware approach to workforce management.
[bookmark: _Toc237978986]TALENT ACQUISITION AND RETENTION 
Talent acquisition and retention are among the key issues HRM tackles in Vodafone's changing environment. HR specialists oversee finding and hiring the best applicants as well as fostering an environment that fosters enduring loyalty in a competitive industry driven by a vigorous talent war. Organisations must use innovative tactics to attract and retain top talent to prosper. According to Odionu et al. (2024), traditional human resource (HR) procedures must be reevaluated because the corporate environment's rapidly evolving, driven by technological advancements and changing worker dynamics at Vodafone. Traditional HR approaches, which have relied on manual procedures and subjective decision-making, severely hamper effective talent acquisition and retention. This review addresses these constraints and difficulties while emphasising the need for data-driven strategies to improve HR operations at Vodafone and align them with modern organisational needs. Manual, paper-based procedures are a major drawback of conventional HR practices. 
Furthermore, there is often little connectivity between various HR tasks at Vodafone, including hiring, training, performance management, and employee engagement, with traditional HR approaches operating in silos. This lack of consistency may result in fragmented initiatives that do not support Vodafone's strategic goals. For instance, Vodafone may excel at attracting top talent yet struggle to provide sufficient training and growth opportunities, leading to high turnover. Vodafone's lack of a comprehensive HR approach makes it harder to build a coherent, encouraging workplace that supports employee development and retention.
DIAGRAM OF TALENT ACQUISITION AND RETENTION
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Fig 1. (Anju Kumar)
[bookmark: _Toc237978987]DIVERSITY, EQUITY, AND INCLUSION 
Diversity, Equity, and Inclusion have developed abstract concepts into practical frameworks that direct contemporary HRM at Vodafone. While equity guarantees equitable treatment, access, and opportunity, diversity refers to the representation of individual differences—such as gender, race, age, and abilities—while inclusion stresses involvement and belonging (Shore et al., 2020). Academics argue that DEI principles shape company culture, promoting both strategic advantage and ethical integrity. 
DEI FRAMEWORK
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Fig. 2 (Antonio Gonzalez Pozo 2025)
According to recent studies, companies with developed DEI frameworks have greater levels of employee engagement and retention (Atewologun et al, 2021). Inclusion predicts psychological safety, which fosters creativity and teamwork (Nishii, 2023). As a result, DEI practices are now essential to talent management systems, requiring HR directors to incorporate inclusive values into hiring, assessment, and advancement procedures. Systemic alignment between business objectives and HR policies is necessary for integrating DEI into HRM at Vodafone. Roberson (2022) argues that DEI should be viewed as a strategic role that intersects with employee relations, leadership development, and performance management rather than as a stand-alone endeavour. Recent research suggests that diverse leadership teams are more likely to promote fair policy implementation and inclusive decision-making (Bapuji et al., 2021).	
[bookmark: _Toc237978988]MASLOW’S HIERARCHY OF NEEDS
Maslow's (1943) framework identifies five motivation levels: physiological, safety, social, esteem, and self-actualisation (Khan et  al., 2021). In organisational contexts, Total Quality Management (TQM) can address these needs by ensuring safety, promoting teamwork, recognising achievements, and facilitating innovation. However, critiques of Maslow's applicability in TQM highlight the lack of empirical support for universal progression through these needs across different cultural settings. (Wu & Gu, 2022)
[bookmark: _Toc237978989]EFFECTIVE IMPLEMENTATION OF CONTEMPORARY HR PRACTICE
Contemporary HR practices at Vodafone are essential for growth and depend on digital transformation, DEI initiatives, and skills-oriented workforce development. Effective implementation relies on strategic roadmaps, and managers must evaluate the benefits and drawbacks of policies while ensuring alignment with practical operations. They serve as the crucial link between HR policy and real-world application, as poor implementation can lead to unsuccessful outcomes. Research carried out (Massaro etal, 2026), shows that the goal of skill-enhancing HR procedures is to guarantee that workers have the requisite knowledge, skills, and abilities (KSAs) through hiring, selection, and training. Wearables can effectively train and develop employees by enhancing well-being, which is linked to improved ability utilisation and development in the workplace. [image: ]Fig. 3 (2023-2026 JB Academy, Inc.)
[bookmark: _Toc237978990]LEADERSHIP ACCOUNTABILITY
Leadership accountability is essential for human resource excellence, as practices like talent management and employee development must align with organizational goals (Kessi et al., 2025). The Vodafone talent development program exemplifies this connection, supporting employee growth through learning portals and partnerships with institutions like Harvard and MIT. Key elements include personalised resources and coaching tracks (Vodafone, 2026). Research indicates that successful outcomes stem from leaders who ensure continuous learning and employee well-being, enhancing Vodafone's ability to retain top talent and maintain a competitive edge. (Adeniyi et al., 2024).
Vodafone CEO Margherita Della Valle's approach to talent development closely relates to the 5Cs of Leadership Accountability.
	Clarity
	Clarity in expectations, such as creating the Vodafone Leader Labs with guidelines that define how agile strategy must be executed for 10,000 people managers at Vodafone.

	Consistency
	The development of sustained diversity pipelines, which ensured a predictable and repeatable channel of diverse executive talent through the NXT Gen Women in Finance at Vodafone

	Consequences
	The emergence of Automation and Artificial Intelligence has shifted workforce roles, leading to employee upskilling and training to adapt to new technologies.

	Communication
	Active Mentorship is demonstrated through the Re-connect program and youth talent sponsorship, creating direct communication between frontline staff and the executive board and removing barriers to upper management.

	Courage
	Aggressive Workforce Re-Skilling: Upskilled thousands of employees in customer care and technical departments to ensure organisational readiness for AI integration.


Adapted From (Vodafone, 2026 & Symonds, 2026)
Margherita Della Valle has shown effective leadership accountability at Vodafone, enhancing the organisation's culture and human resource excellence. Her approach fosters accountability, learning, and collaboration, shifting the culture from rigid performance management to a more inclusive, transformational environment. (Samson, 2023).
 The CEO's approach reflects improved HR practices, including performance feedback systems, employee development initiatives, and inclusive leadership training programs (Meilani et al., 2025).
[bookmark: _Toc237978991]COMMUNICATION STRATEGIES
Communication strategy is crucial for Vodafone managers to implement HR practices effectively. It involves not only conveying new HR rules but also explaining the reasons behind the changes and their potential benefits for organisational progress and achievement. According to Asemah and Ekhareafo (2022), efficient communication helps businesses manage relationships with internal and external stakeholders and cultivate a positive image. Corporate communication includes internal and external communication and serves as a management tool. Further research by Nyyssönen (2023) primarily focuses on strategy implementation at Vodafone, emphasizing the transition from plans to actionable steps. It involves setting clear objectives, defining key variables, identifying roles and responsibilities, assigning tasks, executing plans, monitoring processes, providing support, taking corrective actions, achieving closure, and conducting retrospectives.
[bookmark: _Toc237978992]MONITORING AND PERFORMANCE MEASUREMENT
Planning and execution are distinct processes. At Vodafone, managers must continually monitor performance through key performance indicators (KPIs) to implement strategies effectively, underscoring the importance of a robust strategy implementation plan. Strategy implementation involves identifying roles and responsibilities, assigning tasks, utilising roadmap plans for execution, and monitoring progress through key performance indicators (KPIs). According to Alfina et al. (2025), performance measurement is crucial for organisations like Vodafone to align with strategy, helping monitor circular practices and sustainability goals. It organises sustainability assessment methods and indicators and aligns them with corporate objectives. Vodafone tracks KPIs related to circular product design, waste reduction, and material efficiency, using these indicators to demonstrate progress towards strategic goals and support overall strategy.
KEY PERFORMANCE INDICATORS CHART
[image: ]Fig 5. Adapted from Business Report
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Organisational culture shapes employees and organisations; it creates values, traditions, beliefs, and a strong work ethic that guides employees to work on the right path and drive productivity, serving as a roadmap for progressive achievement at Vodafone. According to Mwita et al. (2023), Organizational culture refers to the shared values, beliefs, customs, and attitudes developed among employees within an organisation throughout their tenure. At Vodafone, this culture distinguishes the company and helps foster competitive advantage. A positive culture enhances employee engagement, loyalty, and morale, leading to higher productivity. Employees in a supportive work environment tend to perform better, contributing to sustainable growth. Additionally, a cohesive culture that promotes collaboration and teamwork reduces internal conflicts, directly influencing Vodafone's long-term growth prospects.
[bookmark: _Toc237978994]BARRIERS TO IMPLEMENTATION AND WAYS TO OVERCOME THE BARRIERS.
Resistance to change is one barrier to implementation at Vodafone. Managers and employees are used to traditional ways of working and may fear adapting to new technology and practices at Vodafone. According to DuBose and Mayo (2020), Resistance to change is a major issue in modern organisational dynamics, particularly in environments with frequent innovations and external pressures. It is assessed through self-reports and involves emotional, cognitive, and behavioural responses from individuals who struggle to adapt to new processes, practices, or rules. (Oreg, 2006). On the other hand, organisational life will always include adjustments. Organisational studies often focus on voluntary change motivated by either a vision for the future or a reaction to external circumstances (Metz, 2021). 
One way to overcome this barrier is to establish clear communication at Vodafone. To overcome resistance to change at Vodafone, employees need training and upskilling to build confidence, change advocates within teams to model and encourage adoption, and clear communication of benefits early, with staff involved in planning. Talk openly about issues and listen to feedback. According to the investigation, Zamzami et al (2026}, long-standing bureaucratic cultural norms, staff competency gaps, fear of uncertainty, and a lack of understanding of change goals contribute to resistance at Vodafone, hindering successful transformation. A comprehensive, people-centred change management approach is essential, highlighting the need for methodical strategies. Recommended tactics include enhancing internal communication, providing flexible training, implementing ADKAR principles, fostering innovation, and establishing continuous assessment and feedback systems.
Furthermore, poor communication and a lack of clarity cause misunderstandings and uneven implementation, such as unclear goals, inconsistent management, or failure to explain why changes are necessary. These are the most common causes of poor communication and the best way to overcome poor communication and lack of clarity 
[bookmark: _Toc237978995]CONCLUSION AND RECOMMENDATION
In conclusion, Vodafone is focusing on digital transformation to enhance competitiveness and sustainability by integrating digital technologies into HR management. This aims to improve corporate performance and employee satisfaction using tools like HR information systems and automation. HR is evolving to a strategic role, leveraging AI and data analytics for effective workforce management. Modern HR practices are vital for talent acquisition and retention, guided by Diversity, Equity, and Inclusion (DEI) frameworks promoting equitable treatment and an inclusive culture. Managers play a crucial role in bridging policy and practice, supported by clear objectives, defined roles, and KPI monitoring. Organisational culture impacts employee values and productivity, which are essential for sustainable growth. Resistance to change from traditional practices requires effective communication, training, and employee involvement to ensure successful implementation of changes at Vodafone. 
Responsible leadership should communicate transparently, monitor proactively, and align with the culture by anticipating obstacles and taking proactive measures to overcome them. As a result, Departmental managers will ensure that adopted HR practices yield the desired results rather than remaining unfulfilled at Vodafone.
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