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[bookmark: _Toc112345181]Introduction
The core purpose of the report is to identify the HR issues and recommend effective strategies to mitigate the issues. In this report, Vodafone is selected as it is facing human resource issues in its internal workplace, which negatively impact the organisation's productivity. The study emphasises Korter's eight-step model to embrace change management and improve the organisation's performance for better organisation's performance. Finally, the expectancy theory of compensation has been depicted to identify the challenges of each employee and recommend a suitable strategy to mitigate HR-related issues. 
[bookmark: _Toc112345182]1. Human Resource Strategies to deploy in different areas
[bookmark: _Toc112345183]Overview of the organisation and challenges
Vodafone is a UK-based telecommunication service provider and a leading company in international telecommunications (Vodafone.com, 2022). The organisation is doing business in different markets to capture the international telecommunication market. Vodafone is spread in 22 countries. The company is listed on the London stock exchange and is also a member of the FTSE 100 index. Vodafone earned 43 billion euros in 2021, which turned the organisation into the top listed company in the UK (Vodafone.com, 2022).   As the organisation is targeting the international market, Vodafone is facing issues in maintaining a diversified work culture. Due to the poor internal organisational culture, the company is unable to frame an effective strategy to achieve its mission and vision. 
The change management approach enables businesses to impose suitable strategies to achieve long-term goals in an organised manner (Thornton et al. 2019). Due to inappropriate workplace policies, Vodafone has been facing issues in retaining skilled employees for a long time (Vodafone.com, 2022). Lack of effective communication among the employees is a negative factor for Vodafone to maintain an internal workplace environment. Due to ineffective communication, the organisation is unable to provide efficient service to the customers. Vodafone is facing a serious issue in creating a positive workplace atmosphere to improve employee creativity. Therefore, improving the organisation's internal workplace environment is a key factor for Vodafone to safeguard the stakeholders and gain an advantage in the telecommunication business. In the telecommunication industry, customers need customized service, which is essential to make the business sustainable (Thu and Thu, 2022). However, the poor training facilities adversely impact customer servicing, which affects the business's reputation in the telecommunication market. Therefore, training and development issues are common for telecom services like Vodafone, affecting the organisation's short-term goals (Kang et al. 2022). Apart from that, Vodafone fails in workforce planning, which is a negative factor for maintaining human resource management. 
The organisation faces difficulties in cooperating with the re, more employees, which is a negative factor for smooth function of the organisation's performance. The organisation is growing rapidly, which enables managers to achieve long-term goals by motivating the team members at the workplace (Ullah, 2021). Therefore, less fog on the leadership strategy affects Vodafone to reach out to potential customers and increases the customer satisfaction rate. It is difficult for HR managers to keep pace with the technical advancement, which negatively impacts the organisation's performance. The time schedule of Vodafone is more than the standard timing, which is a negative factor for the organisation’s growth and stability (Wentworth et al. 2020). The employee stress level is increasing over the last few years due to the increasing pressure on the employees, which creates an immense burden on work activities. Therefore Vodafone is facing issues regarding change management, HR effectiveness, and retention-related issues. 

[bookmark: _Toc112345184]2. Strategies that make team members valued and appreciated and develop a sense of belonging within organisation
[bookmark: _Toc112345185]Kotter's Eight Steps to Change
As per the view of Yong et al. (2020), the 8-step model is beneficial for businesses facing various issues due to the changes in the business environment. It enables organisations to identify the changes in the organisation and make strategic decisions, which is beneficial for achieving long-term goals. The organisation involves the employees in the working process, which is beneficial for improving telecommunication services. The organisations use the existing resources to improve the organisation's working process and gaming better results in product development. Therefore, the eight-step model is beneficial for Vodafone to achieve long-term goals and provide better service to the customers in the near future. Vodafone needs to follow eight stages which include increasing urgency, building a guide team, developing vision, communicating for buy-in, empowering action, creating short-term wins, don't let up, and making change stick (Papa et al. 2018). 
Creating urgency
Vodafone needs to identify potential threats to improve employee skills and provide better telecommunication service. It helps Vodafone to discuss the potential challenges and identify the weak areas of the employees. The involvement of the employees is essential for improving the quality of service and expanding the business in the new market.
Building guiding team
Vodafone needs to make an effective team in various departments to manage the tasks efficiently and gain better results in the telecommunication business. The team needs enthusiastic people who can work with enthusiasm. It helps organisations improve their potential and the quality of telecommunication services (Boon et al. 2018). For instance, the competitors focus on team development to provide customised service to the customers and gain positive feedback. The service cost can be decreased by building a strong team, which is appropriate for the long-term process. 
Developing vision
The organisations need to develop a mission and vision, which is essential for gaining long-term goals (Chams and García-Blandón, 2019). For this reason, Vodafone needs to identify its core value, which is beneficial for taking various steps and gaining better results in achieving the long-term vision. Additionally, an adequate vision empowers the organisation to share the organisation's long-term motive and its thinking about the customers. Therefore, setting effective missions help Vodafone to attract more customers and gain better results in marketing. Managers need to improve team performance by motivating them at the workplace. For instance, giving rewards is a strategic HR strategy which encourages the team members to apply creative skills. 

Figure 1: Kotter's Eight Steps to Change
(Source: Created by author)
Communicating Vision
 As per the view of Pham et al. (2019), firms need to communicate the vision efficiently to get positive feedback for their employees and engage them with the firm. For instance, the managers give motivation to the employees regarding their organisation’s performance and ratings; It helps the employees to improve the organisation's performance through effective communication. Effective communication with the team members is essential for clearing work-related doubts and gaining better results in the working process. 
Communicating for buy-in
Due to the changes in the business environment, organisations can face sudden challenges. Therefore, removing barriers at the initial stage can be an effective way for Vodafone to improve employee performance. A structured organisation policy is required to improve the organisation’s performance and gain better results in improving the quality of service (Bombiak and Marciniuk-Kluska, 2018). Following a reward system is beneficial for achieving long-term goals and gaining better results in the internal workplace environment. In this situation, the firm needs to implement a reward and punishment strategy for achieving long-term goals and gaining better performance in the UK market. Vodafone needs to acknowledge those candidates who have used their creative skills in the working process. It helps in motivating the team members and engaging them with the team. 
Creating short-term wins
This tactic is used by the organisations to improve organisation's short-term goals. Unambiguous short-term goals negatively impact the organisation's long-term activities. For instance, Vodafone needs to divide the process into small parts, which is beneficial for achieving long-term goals in a systematic manner and positively impacts the organisation's long-term activities (Gaur, 2019). 
Don't let up
In this stage, the leaders focus on the changes in management and impose a new strategy to impose a new and effective business strategy to achieve long-term goals. In this stage, Vodafone needs to eliminate unnecessary goals, which is a negative factor for the organisation’s human resource development. 
[bookmark: _Toc112345186]3. A critical appreciation of the principles, models and concepts of current HRM and IHRM theories 
[bookmark: _Toc112345187]HR metrics for recruitment
Cost per hire
Vodafone needs to focus on the cost per hire as hedging costs can affect the organisation's profit percentage. Generally, the cost of hiring is more in the junior-level hiring process. However, the company does not need to expense hiring senior-level management, which is a negative factor for the organisation’s growth and development. 
Quality of hire
Quality of hire is crucial for businesses to recruit eligible employees who can easily tackle difficult situations and work with self-motivation (Maria, 2019). Therefore, it is a strategic process for the HR management to improve the organisation's goals by focusing on the working activities. 
Speed of hire
The number of recruitment Vodafone is conducting to fill the vacancy is called speed of hire. Therefore, focusing on the speed of hiring can be effective for the organisation to retain skilled employees and eliminate the remaining candidates (Prasad et al. 2019). Additionally, this metric enables businesses to improve the organisation's ability to retain employees for a long time period. 
Yield ratio
It enables the organisation to attract skilled employees and gain better results in the retention process. The ratio depicts how the organisation is gaining maximum output. 

Figure 2: HR metrics for Vodafone
(Source: created by author)
[bookmark: _Toc112345188]Challenges regarding applying HR metrics 
While implementing HR strategies, organisations face various challenges to make employees skilful and gain better results in the workplace. Vodafone is facing multiple difficulties in coping with the changing employee behaviour and mitigating internal management issues. 
Lack of cooperation
Due to the poor internal communication strategy, the employees are not able to understand the organisation's long-term strategy, which affects them to cooperate with others and gain an advantage in the working process. For instance, during the pandemic, Vodafone management faced difficulties in collaborating with remote employees, which is a primary reason for lower customer satisfaction in the organisation. 
Lack of clear purpose
The Ladders are not clear the organisation's purpose to the team members, which is a negative factor for achieving common goals and improving employee efficiency. Due to the ambiguous definition, the employees are not able to understand their job role properly, which creates barriers in the organisational process and affects Vodafone to reach out to the potential customers. 
Difficulty in managing data
At present, Vodafone is using data to make future decisions. Therefore, hiring data analytics employees can be an effective way for organisations to achieve long-term missions (Kang et al. 2022). The lack of digital skills of the employees affects the organisation to make an employee-friendly environment and improve the organisation's work culture. 
[bookmark: _Toc112345189]Application of HR metrics in Vodafone
Vodafone needs to follow the HR metrics to achieve long-term goals and improve the organisation's efficiency by motivating employees. The organisation needs to evaluate the challenges appropriately and take strategic steps to improve employee skills. Focusing on the above HR metrics can be effective for Vodafone to improve employee performance. 
Compensation
As per the view of Thornton et al. (2019), compensation can be defined as the non-financial and financial benefits of improving employee skills and competencies. Compensation is a strategic approach which is used to motivate the employees and improve the organisation's productivity by influencing them at the workplace. Compensation can be defined in various forms such as salary to the employees, providing flexible time hours, vacation to the employees, employee perks, adjustable salaries and profit sharing schemes. 

[bookmark: _Toc112345190]Expectancy theory of compensation
According to Thu and Thu (2022), the expectancy theory depicts that employees have their own goals. Therefore, organisations need to motivate employees so that they can easily achieve their personal goals if they can achieve such a target. Therefore, it is a strategic approach for businesses to motivate employees at the workplace and improve the organisation's performance in the long run. Vodafone can use the theory to motivate employees and achieve the firm's common goals. Victor Vroom developed the expectancy theory to motivate all the employees in an organisation. Three key factors need to be considered such as valances, expectancy and instrumentality. The theory depicts that the employees need to give total effort in their tasks to perform effectively, which helps in achieving better outcomes. In this way, the businesses achieve long-term organisational goals by convincing the employees at the workplace. 

Figure 3: Expectancy theory of compensation
(Source: Chopra, 2019)
Valence
Often employees get motivation from the organisation in case the organisation provides rewards to the employees, which is essential for engaging the employees with the organisation (Chopra, 2019). Salary is the primary factor in valence, which motivates the employees most and influences them to achieve their personal and organisational goals. It is the management's responsibility to identify each employee's needs. It helps in motivating all the employees to achieve a common goal. On the other hand, few employees want to maintain a work-life, which motivates them in their work. Therefore, Vodafone's HR management needs to identify different employees' specific needs to provide better customer service (Chopra, 2018). 
Expectancy
The ability of employee’s ability varies depending on their skill and potentiality (Lee, 2019). Therefore, Vodafone needs to delegate the responsibilities based on employee skill and efficiency. In this case, the HR managers of Vodafone need to analyse the potentiality of different employees, which is beneficial for task delegation and implementing an effective strategy to improve internal work efficiency. 
Instrumentality
Analysing the employees' perceptions is crucial for the management to gain positive feedback from the employees and improve change management. The role of the organisation is to provide a reward to the employees.
[bookmark: _Toc112345191]Recommendation 
Improving employee retention rate
Vodafone needs to focus on the employee retention rate, which is beneficial for improving organisational culture and retaining skilled employees within the organisation. A positive workplace environment benefits Vodafone by engaging the employee with the firm and delegating tasks properly. 
Focusing on the work-life balance
The employees face immense stress, which adversely impacts the organisation's performance. Therefore, it is a strategic approach for Vodafone to satisfy the employees and increase their efficiency level. 
Training and development
Vodafone needs to give training to the employees so that they can use the technology properly and improve the quality of service, which is a positive factor for the long-term sustainability of the business in the UK market. 
[bookmark: _Toc112345192]Conclusion 
From the above discussion, it can be concluded that Vodafone is facing difficulties in retaining skilled employees. The organisation is not embracing the change management model properly due to the lack of a proper HR management strategy. Focusing on different HR metrics such as employee turnover rate, speed of hiring, and quality of hiring is beneficial for Vodafone to improve the organisation's long-term goal and improve the organisation's working culture. Expectancy theory is appropriate for Vodafone to improve the organisation's performance and engage remote employees within the organisation. 
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