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Communication, a vital part of business management, refers to the process of exchanging information, vies and opinions from one source to another through the use of different media (Abdin, 2008). Effective communication is indispensible for businesses aiming to reach their long term goals as absence of this might lead to various issues and dilemmas. This paper focuses on the effectiveness of employers at workplace communication. For this, I have referred to the case of Vodafone UK where some of my friends are working as HR executive under the team of HR manager. The analyses were based on the theories and models of communication, team working and group dynamics. Based on the learning from the analysis of Vodafone’s HR manager’s performance at communication, some recommendations are incorporated in the next section to improve his communication skills and performance at workplace.













[bookmark: _Toc511960178]Employer’s Performance at Communication


Communication can simply be defined as the process of transferring information from one place to another (Goldie and Pinch, 2014). Abdin (2008), however, conveyed a detailed definition for communication whereby they stated that communication can be referred to as the two way process of reaching a mutual understanding which not only results in the exchange of information and ideas but also incorporates a shared meaning in the process. The extent to which a business is able to reach their goals largely depends on the communication skills of the employees working for the businesses (Goldie and Pinch, 2014). However, this is far more crucial that the employer be skilled in effective communication. Through this section, I will aim at analyzing the communication skill of the human resource manager at Vodafone UK, one of the leading mobile operators in the UK, under whom some of my friends are currently working while basing the analyses on the theories and models of communication, team working and group dynamics. 
Shannon Weaver model of communication, developed in 1948 and regarded as the ‘mother of all models’ deals with various concepts involved in the communication process viz. information source, transmitter, noise, channel, message, receiver, channel, information destination, encode and decode (Roebuck, 2009). The model states that businesses need to have broader understanding of these concepts in order for maintaining an environment of effective communication (Bishop, 2015).

 (
Figure 
1
: Shannon Weaver Model of Communication
)
(Source: Roebuck, 2009)
From the experience of my friends working at Vodafone UK, it can be asserted that they also keep this model in focus while aiming at effective communication within the team and organisation. The sender in this model refers to the person who is developing and communicating the message. In Vodafone’s case, the HR manager and the executives working under his team, everyone has to play the role of the sender from time to time. Like the model states, the sender of the message decides the method and channel of communication. Vodafone UK, however, has their own set of rules and guidelines for employees mandating the method and channel of communication for respective employees in each department thus avoiding any inconveniences. 
This model was primarily proposed for technical fields which is why the encoder element in the model mainly focuses on the technology that transforms messages into signals such as in case of telephone conversation when voice is transformed into waves (Frey et al., 2009). In Vodafone’s case, the communication is not just limited to telephone conversation; rather it can take place face to face orally or written communication can also take place. In case of verbal communication, the language used by the HR manager plays a vital role as it determines to a large extent how the executives will receive the message. 
Channel, in this model, refers to the medium used for sending the messages (Goldie and Pinch, 2014). As the HR manager engage in both verbal and non-verbal communications from time to time, the air can be regarded as the channel here alongside cables in case of telephone or online communication. Decoding refers to the process of making an interpretation of the message received which is done by the receiver in case of traditional face to face and written communication. In case of telephone communication or communication which involves computer, the decoding is done by the machine. 
The noise in the communication model refers to the physical disturbances like environment, people, etc.  negatively affecting the proper flow of messages in the process (Abdin, 2008). As high level of noise can make the communication process a failure, feedback is a crucial element in the process which involves making sure that the message has been received. In Vodafone’s case, it has been found that the HR manager does not wait for or seek any feedback from the executive for which they sometimes do not clarify messages despite having troubles to understand them (Schulz, 2010).
Alongside the basic elements of communication mentioned above, the group dynamics and development also play vital roles in determining the effectiveness of communication within a team (Bishop, 2015). Tuckman model of group development, developed by Bruce Tuckman in 1965, states the performance and the effectiveness of communication within a team improve with the passage of improved relationship among the members of the group (Glassman, 2009). Five stages of group development identified in this model are forming, storming, norming, performing and adjourning. 

Figure 2: Stages of Group Development
(Source: Frey et al., 2009)
My friends, who are working as HR executives under the HR manager at Vodafone UK, are have also gone through such group development, as the findings suggest. In the initial period when they were put under the team of HR manager, all of the members were unaware of their specific roles and responsibilities in the team. Although some my friends knew each other in team, most of the members were unknown to each other and hence, there did not form any form of relationship among the team members including the HR manager. This, according to my friends, negatively affected the ability of the HR manager to communicate messages throughout the team in the forming period. In addition, there was absence of trust in that period which also worked as a noise factor in the communication among the team members including the HR manager himself (Schulz, 2010). In addition, the HR manager didn’t use to seek for feedbacks from the team members in this phase which he should have done as he was not quite aware of the ideas, thoughts, views and opinions of each member in the team. 
In the storming period, the role of the team leader in communication is much more important as roles and responsibilities of each team member are clarified in this phase (Frey et al., 2009). In Vodafone’s case, the HR manager, who played the role of the team leader, arranged for several group meeting through which he clarified everyone’s role and the team’s goals in face to face communication. Although the team members were quite nervous and uncomfortable while communicating among them, the HR manager kept a relaxed and open posture all the time during the team meetings. This is very important for effective communication as body posture speaks volumes as well alongside uttered words (Glassman, 2009). HR manager, however, used to use different jargons in those conversations which many of the team members initially found disturbing in the communication process although all of them later got familiar with those jargons. Although jargons can be used in official meetings, the HR manager should have at first considered the academic and technical skills of each team member (Frey et al., 2009).
In the norming period, there exists a team environment of effective communication as each member is devoted to the team missions and they appreciate and respect one another (Frey et al., 2009). In addition, there is clarity of purpose and no hidden agendas thus enhancing the team performance. In Vodafone’s case, the HR manager didn’t have to give much effort in the norming stage to communicate goals and directions as he had to in the first two phase. The HR manager, however, has been found to have a personal agenda of ‘needing to be right no matter what’ which worked as an emotional noise thus reducing the effectiveness of communication.
The level of communication is most optimal in this phase as there exist high level of team motivation and trust among the members (Glassman, 2009). As the team members and the HR manager was quite familiar with one another and had broader idea of everyone’s socioeconomic and cultural background, the HR manager was found to use regional colloquialisms in the face to face conversations which many of the team members found hard to understand. Although the team members were in regular communication among themselves, the HR manager, however, didn’t communicate regularly and hence restricting the members from being up to date in some cases.
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Based on the learning from the analysis of Vodafone’s HR manager’s performance at communication, some recommendations are incorporated in this section which is most likely to improve his communication skills and performance at workplace as well.
A deeper look into the communication effectiveness of the HR team of Vodafone reveals that they lacked a proper communication strategy for the team. What they can do is arrange a team meeting where everyone will think through and define a process and purpose for better business communication management. In this strategy, they need to define and clarify who needs to know what, when and how they should know it (Abdin, 2008). This will create a standard for communication within the team thus enhancing the effectiveness of communication.
The HR manager has been found to communicate the visions, ideas and plans with the team members from time to time. However, there was always an absence of ‘why’. Although the team members were aware of company plans and policies, the HR manager did not think to explain why a particular initiative makes sense for any given time which devalued the communication effectiveness of the manager to some extent (Frey et al., 2009). Hence, the HR manager should provide a detailed view to the executives working for him why something is done and how it supports business goals and organizational strategy.
In Vodafone’s case, it has been found that the HR manager does not wait for or seek any feedback from the executive for which they sometimes do not clarify messages despite having troubles to understand them. One-way communication rarely works well, so it’s important that employees have a forum to offer feedback and ask questions. Employees spend a vital part of their lives in jobs and reaching the goals of the team and organization (Goldie and Pinch, 2014). This indicates that their opinions and views should be respected irrespective of the communication structure of the organization. Regular feedback from the HR manager can make sure that the message is received as it was intended (Schulz, 2010).
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Every individual within an organisation exerts efforts with a view to attaining organisational goals. Absence of effective communication, however, can lead towards failures of such efforts.  This is far more crucial that the employer be skilled in effective communication. Hence, employers need to follow some rules and regulations while communicating with the employees in order to make sure that everyone is motivated and driven towards team goals.
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