Case Study- Vodafone
Student Name: Manuela Dineva
Student ID:1812412
Tutor’s Name: Kenny Tang
Module Name: Introducing The modern Workplace
Module N0: LCBB4003


Introduction 
This report will explain the main thing of the company Vodafone, structure, culture and strategy. I choose Vodafone, because is the second largest mobile phone operators behind China Mobile (538 million subscribers). Vodafone Company goes a long way, until reaches the goals. The company makes first mobile call on 1 January 1985. Today company operating more the 37 million costumers around the world. Years ago, Vodafone was a small mobile company that is growing, as a business in Newbury, as it now operates more than 30 countries, and partners with networks in over 40. In 1991 Vodafone Company made first world roaming innovation, also soon introduce ‘Vodafone money transfer’, that invites newcomers to get clients to receive and send money easily with the of the mobile operator. In 2008 Vodafone UK its first mobile network operator that proposed Dell’s Inspiron Mini 9 Ultra services devices that have a large connection (Vodafone Limited,2019). The Vodafone name comes from three different things: date, phone and voice which image to providing service of voice and data over mobile networks and operators.






Main Strategy of Vodafone Company
Vodafone strive to achieve by a diversity of Channel like as retail result, Vodafone except supplies promotions partnership third-party merchant and manger online background. Vodafone adept’s fusion of segmentation strategies to section its supply mobile network services initiative services and broadband connection respectively. As I have already emphasized geographic as adept demographical, psychographic segmentation as well. Vodafone is aim diverse partition of the community with their supply. Developing Vodafone business strategy are also rich counties as India and to enlarge admission and common business profit it’s gives. Ad suggested by (Kalle & Torkel, 2015) Vodafone seek to mobilize the resilience of resources to bring about changes in the company’s internal control.
[bookmark: _Hlk16174043]

Structure of Vodafone Company
 Structure is a type of management that following more than one person, usually having more than one administration at the sometime. Structure focus on the company goals as well, as to achieve them, for specific project. Vodafone adopted Matrix structure, this structure focusing on the management experience, also supervisor can focus on the training employees. According to the way of Fatehi (1996) exploration, organisational structure has three basic models: Function, Products, Geographic’s area.
Function: Here, responsibilities are assorted to dynamic areas: marketing, development, finance and research is a senior manager who getting responsibilities to the company.
Vodafone’s provide excellent support experience and guidance such as financial human resources supply chain or outsourcing.
Products:  The organisations using this model to organise their personnel product line and to creating to new partition.
Vodafone offers voice, message, date and fixed broadband services.
Geographic:  In this structure employees are classified respectively to region, country if they are multinationals.
The company develops in latter Geographic district Europe and Africa, Middle East and Asia Pacific. Its part involves Europe and Amp. The rest of Europe involve as a Germany United Kingdom, Spain etc. The company supply diapason of services with voice massages and date through mobile and certain networks and telecommunications. 
 The company supply diapason of services with voice massages and date through mobile and certain networks and telecommunications.  The group CEO, SFO and strategy and business evolve director is liable for operative strategy to control the company worth from Vodafone placement. 
The research of (Howell & Potgieter, 2019). The market power provides measures that unify the application market. Group Marketing, Vodafone business services, Vodafone Global Inattentive, Partner Markets and other commercial things will be considered into in new organisation.
 All technics purposes in Vodafone command companies are tidings into Group Proposes. Steve Pursey as Group STO command straight to the group CEO. Vodafone state on the main of the new basic arrangement for the latter half of this fiscal year.
The employee perform different levels in the organisation as each person has a certain number of works below it within their own spam of control. The managing member of staff in Vodafone are over 15 management team whose focus on their goals and people to be controlled properly by their work. Also, they focus one the completive strategy, developing financial structure and planning financial performance as well. A tall hierarchical group has many levels and a flat hierarchical will have only few. The chain of command is the level on the organisation is a classic pyramid partition. We can discuss that the structure permit firmly control. That can offer better opportunity for organisation and might decline the stress of managers and employees. Everybody knows how to performs duties in the workplace. Vodafone seek to influence their supplier to develop and maintain CR programs for their own supply chains.
Personnel are fully empowered, also they use their opportunities, they seek their actions from orders of managers. This can incise their motivation to work.
The organisational control in Vodafone is managed of a lot of member of staff:
Vittorio Collao- Chief executive, Nick Read- Chief Financial officer, Aldo Bisio- Chief executive officer, Sepril Timurai- Chief operation and strategy, Ronald Schellekens – Group Human Resources Director, Johan Wibergh – Group Technology officer, Brian Humphires- Group Enterprice Director and e.t

 Source: Vodafone Annual Report 2017
 The organisational graph below shows a hierarchical structure in organisation:
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Culture of Vodafone 

Hofstede culture describe the effects of society and their values on behaviour also differentiates human values and human mind as well (Hofstede,1991)


Vodafone’s organisational culture it’s a very important and plays essential role in their organisation. The Vodafone Company strive to getting as much possible new products and to produce in the market. They are scales brand who seeks to distribute the products quickly as they can. Culture describe the ways an organisation does things, with models of deportment and attitude. Vodafone is one of organisation which uses technology for their strategy and to compete rest of the company. As suggested by (Hogan & Coote 2014) Schein’s model of organisational culture model provides processes that stimulate innovation in thinking.

[bookmark: _GoBack]Vodafone Values:
“Passion for the word around us “
“We will help the people of the world to have fuller lives both through the services we provide and through the impact we have on the world around us.”
 Vodafone should start to be considering in customers. Thus, Vodafone is becoming not only customers focusing, but also their relationship with them will be better. This will update knowledge, information more, and understanding of customers what they exactly need adoption and anticipation.
· Having a better understanding of customers Behaviour will helps company for better opportunity.
· Understanding the consumers Behaviour company will be augur the consumers.

This evidence gives a significant focus on investors and users which gives a broader meaning to development. As opined by (Ibbott & O’Keefe, 2004) nowadays market economy in a well-developed with good competition, but customers trust that the Company will provide the highest level of services and attention needs. From the viewpoint of (Huang & Crotts,2019) cultural influences on the behaviour of employees at the company the difficulties with the values of the cultures at the individual level. 

Power of distance - Nowadays Vodafone ha demesne interest in 27 country across 5 continents. Correctly Germany is the biggest market for Vodafone with 30.6 million subtribes (as of December 31, 2006) while US (where it has 44.4 proportion voice in Verizon is the second largest with 26.2 million users.

At 35% of Britain are in the lower extend. The society believes that, the disparity amidst people should be degraded.

Thus, most of the countries where Hutch operates have extended the intensity level Switzerland (96 percent), Germany (80 percent), US (76 percent), France (78 percent), Turkey (67 percent) and Romania (70 percent), India offers huge growth potential with only 15 percent tele density.

Uncertainty Avoidance- Vodafone tries to control the stress and the culture in the company. This way will acquire a loyal attitude towards customers.
 
At 35% of Britain are in the low score to Uncertainty Avoidance, which means that as a nationals they are quite happy to be something exclusive of  not to meaningful tat the day’s bring , to make up as go along , changing plans with new information comes to ligh.
 
Individualism vs. Collectivism- Vodafone aspire to develop new skills at the company to provide working hours more for its employees as well.

At 89% of Britain are greatest with the Individualism scores, beaten only some of the federation countries 

Masculinity vs. Femininity- The gender aspires to use famous and modern article, as Vodafone provides that pleasure.

At 66% Britain are Masculine society highly orientated. 

Long-Term vs. Short-Term Orientation- Both are fully complementary to this organisation, because Vodafone always tries to be loyalty to people to provide best user, date, networks as well. Long term level 50/50 part of female and male employees. Short term they imaged 30%of employees to be managers staff.

At 51% of Britain are dominate preference in British culture and cannot be determined.

	Unite Kingdom
	
	Spain

	Power of Distance
	35%
	57%

	Individualism
	89%
	51%

	Masculinity
	
	66%
	42%

	Uncertain Avoidance
	35%
	86%

	Long term Orientacion
	51%
	48%


Source: Hofstede Insight 2019









 Organisation skills and ability
I choose Vodafone because is a large geographic company which provides many opportunities for both staff as customers. Vodafone gives a good combination for undermining her image and the organisational activities and she performs. Thus, this allows us to look at the different kind of types of cultural traits of an organisation.

In this organisation we could find different types of traits that are followed by a Vodafone, such as Democratic, Charismatic, Transforaminal and many more. These all have very importance place and position. But amidst these there we can find four majority popular leadership style, which are more distinguished in Vodafone Group PLC, such as Transformation leadership, Democratic leadership Task oriented and Situational leadership.

By according (Elliot 2006) leadership discuss main features and strategy between supervisor, managers and their employees. Vodafone senior leaders focus on the benefit of business and their variety. Vodafone provides seminars for professionals in the field of human resources and employees who agree with seniors’ leaders. Thus, online resources centre provides information to help promote the program in each sector on the market. 

Developing the skills of employees is strong leadership power is a strategy to fortification their organisation. Vodafone produce these managers who helps for improvement the company. The management staff gives possibility for more leadership development, tanning programme to employees. Over period of 18-month management staff support the employees as encourage to acquire more skills, that will serve them for their development both in England and in foreign countries. Vodafone focus on the telecommunication development which fully reflect the top of the business (Kamel & Wahba).

Performance
Vodafone invest around £35 million in the tanning and development for their employees, during 2014/15 78 of their workers agreed that they have opportunities to gain their skills as in UK that in abroad as well. They focus in the development the ability of employees who works, also they want to be ensured that employees have good communication with the customers. 
In 2014/15, over 13,000 employees and managers, completed tanning on the Vodafone Way of Retail. In supplement over 8,000 employees and managers working in Business sales teams. Vodafone helped over 5,000 employees to improve their skills and to acquire new knowledge. Employees were completed over 1 million courses in 2013/14. The company aims to determine a way to understand and support employees and customers with disabilities.
In any attitude Vodafone judge employees, also support the people in any affected by organisational change adjusted to the needs of employees and markets. The company welcomes employees joining the business as to be sure that they have skills like ours owns employees. For example, Vodafone made a tanning in Greece integrations program to help our senior leaders to accept new people into the Vodafone way. As opined by (Cappeili & Conyon ,2017, p.88-116) employee performance is viewed by senior employees as a standard practice in any organisation.
Conclusion 
At this point Vodafone Company does has strong future prospect in the areas of profitability, liquidity and stability to continue its current path. The culture and structure of Vodafone describe a clear worldview for the company itself and its regulation. Although Hofstede’s work on culture has been heavily criticized at the core of his proposal. Vodafone uses the abilities of the mobile phone to provide the value to the develop economic. The mobile phones helped economic growled and re-surface economics. Thus, by development mobile phones Vodafone has helped with facility the flow of money and information relevant to economic development. Vodafone has turned more people to access and transfer of money. Thus, it has helped many people take advantages of their job opportunities in abroad.
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