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[bookmark: _Toc132061466]Introduction
The discussion of following report demonstrates the analysis of the workplace of Vodafone, one of the largest telecommunication service providers in the world. The report has a precise company overview followed by the application of two different theories- Hofstede theory and SAMOVAR theory, of communication in the context of the UK for doing business. There is also a discussion on the cultural sensitivity of doing business in the UK. The report also contains discussions on the communication barriers in the workplace of Vodafone. Because of having a diversified and cross-cultural workforce, the company frequently faces different communication barriers. The final part of the report shows some recommendations and suggestions for the company to overcome the barriers of communication and develop a business model for the improvement of productivity of the employees. 


[bookmark: _Toc132061467]Company Overview
Established in 1980 by Earnest Harrison and Garry Whent, Vodafone is the 8th most popular telecommunication brand in the whole world. The company provides services predominantly in Asia, Europe, Africa and Oceania. Headquartered in Berkshire, England, Vodafone considers itself the pioneer of the 5G network in the telecommunication industry. The company owns and operates a telecommunication network in 21 countries on 4 continents and partnered with 47 countries. Though the company was established in the UK, it is currently the third-largest telecommunication brand in the country. Vodafone currently holds a $19.51 billion brand value in the market with 7 different products (Vodafone.com. 2023). Having Germany as the leading market, Europe has always been the most profitable market for the company since its establishment. Vodafone employs 104000 people across the globe with a net revenue of 45580 billion euros. Apart from Europe, Africa generates the second-most profitable and popular market for the company. Along with telecommunication services, the company also launched Vodafone mobile devices which could not sustain in the market similar to network services. The company has 600 million users of telecommunication services worldwide. 


[bookmark: _Toc132061468]Application of theories on intercultural communication
[bookmark: _Toc132061469]Hofstede theory
Hofstede model is used to understand the impact of cultural differences in communication style (Hofstede, 2011). The UK has individualistic culture whereas Asia has collectivistic culture in most of its regions. Hence, the collaboration of the workforce from these two regions faces conflicts. However, the UK and Asia have masculinity in society hence, collaboration has less hindrance to this segment. Because of having a masculine society, the employees face fewer troubles in understanding the views of others in a collaborative workplace. However, the focus on individual performance in the UK sometimes creates biases in analysing the performance of the employees. Also, the decision-making process gets lengthened in a collectivist culture as the employees need confirmation from all of the members in a group. 
[image: ]
[bookmark: _Toc132061504]Figure 1: Hofstede model 
Source: (Hofstede, 2011)
The power distance index, a dimension of Hofstede’s model, demonstrates one of the most crucial factors in intercultural communication as powers are perceived differently in each culture (Hofstede, 2011). In the high-power distance regions like Asia and Africa, the employees tend to strictly follow the directions of seniors and here creativity gets hampered to some extent. However, the scenario is opposite in the Europe where the power distance index is low and employees have the access to disagree with the decisions of senior management. The Hofstede model can enable managers to understand the root of the problems due to cultural issues. Based on the findings, the managers can design performance improvement initiatives and develop communication strategies. 
[bookmark: _Toc132061470]SAMOVAR theory
Depending on the different perceptions of the world, the intercultural communication and behaviours of people vary. The SAMOVAR model helps to understand the complexities of communication and provides suggestions based on the analysis. The model is widely known for its comprehensiveness and accessibility. Understanding the key elements of communication can be done based on the model. As the UK demonstrates a high-context culture of communication, the SAMOVAR model helps to understand the complexities of communication in the workplace. The biggest advantage of this model is it can be applied practically in different contexts if the communication elements are captured appropriately. The model is flexible and adaptable which means the authority can take corrective measures immediately, if necessary, in intercultural communication. As the UK is a dynamic country of cultures, the SAMOVAR model can be used in business communication with necessary changes anytime. 
However, the model has some limitations as it oversimplifies the complexities of communication. The model does not fully capture the elements of intercultural communication. The way of sending, processing, and receiving is not the same in all cultural contexts as variation occurs. But the model shows the same process of communication in all cultures though communication is a dynamic and multi-faceted system. The model never addresses the issues of power and privileges in the communication process. Therefore, the way of communication can be perceived differently by people of different cultures. As communication is not a level-playing field always, societies with a high-power distance index may not positively perceive the model as SAMOVAR considers the participants of the communication process at the same level. 
[bookmark: _Toc132061471]Cultural Sensitivity of doing business in the UK
[bookmark: _Toc132061472]Awareness of personal culture’s worldview
The UK is one of the most diverse places with multiple cultures from different regions of the world (Worrall, 2012). The country is considered culturally sophisticated for doing business. As Vodafone is UK-based, the employees of the headquarter have tolerance towards cultural sensitivity and show a positive perception of all culture. The consciousness of personal reaction to the variation of culture is so developed in the country that the company faces extremely low cultural conflict among the employees. Moreover, the culture of the UK is quite supportive towards businesses which are known to the world. Therefore, the awareness level of cultural differences is high in that country. 
[bookmark: _Toc132061473]Attitude towards cultural differences
The social attitude towards cultural differences in the UK has always been supportive. The people of the country demonstrate positive behaviour towards a different culture, even in the workplace (Worrall, 2012). Especially, the open market economy enabled the country to develop a constructive attitude toward people in the workplace having different cultural backgrounds. The employees of Vodafone accept all cultural differences, not just geographical, but also social, sexual, and psychographic, at the workplace. The country has an individualistic culture but still, the citizens have tolerance towards the collective culture of people outside the country. Vodafone believes in building a collective culture where everyone is valued and trusted, no matter what their cultural background is. The commitment to inclusion at every level is highly embraced in the company, from senior management to subordinates. 
[bookmark: _Toc132061474]Knowledge and practice of different cultural views
Vodafone has extensive differences in culture as people from different ethnic backgrounds work in this company. Companies are now scrambling in adopting a new global business model that can fit the organisational context (Horila, 2019). The company focused on developing a mobile working style to encourage employees to work from anywhere comfortable they want. The vast knowledge of different cultures from the operations in multiple countries enabled the company to build such a strategy. Depending on the cultural knowledge collected from different regions, the company focused on breaking the traditional culture and replacing it with something new that can be engaging for the employees. 
[bookmark: _Toc132061475]Cross-cultural skills
Cultural awareness training, cross-cultural communication training, and cross-functional collaboration enabled the company to avoid cultural sensitivity inside the organisation. Cross-cultural skills are essential in the globalised context of the business as the workplace is open for all people of different ethnic backgrounds (Turner, 2010). The cross-cultural knowledge enables the employees of Vodafone to understand the impact of different cultural views on decision-making and teamwork. The formulation of strategies has become more tactful since the development of cross-cultural skills. 
[bookmark: _Toc132061476]Communication barriers for the workforce of Vodafone in the UK
[bookmark: _Toc132061477]Language barriers
Vodafone offers a diversified working culture, were employees from different cultural background work together. Language is the most common barrier for the employees of Vodafone in the UK as the country provides a vast workforce outside the European border. Language barriers often create miscommunication that leads to a conflict of interest among the employees (Galli, 2019). As the company has a presence on 4 continents, workers come across different languages in communication. The problem occurs when the team is cross-cultural and the languages are different for each. Communicating in English sometimes becomes tough as not all the employees have a good command of this international language. 
[bookmark: _Toc132061478]Cultural diversity
Vodafone wants to be an inclusive place for everyone. To make the company’s culture more tolerable, Vodafone focused on supporting LGBTQ people in its workplace and increasing their representation within the workforce. Cultural diversity has a lower impact on the organisational performance of the company. The company always provided a supportive culture from the management to the people working from overseas. The company wants to have 40% of women participate in senior management by 2030 (Vodafone.com. 2023). However, despite so many efforts, the company still faces cultural conflicts especially in the Oceania continent as that continent has people from almost every country of the world. Also, the operation in India is also crucial as the country is highly culturally diversified. 
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[bookmark: _Toc132061505]Figure 2: Women’s representation at Vodafone 
Source: GlobalData. 2023
[bookmark: _Toc132061479]Distance working
Since the beginning of the lockdown, Vodafone provided the opportunity for employees to work from home and experience distance working. Distance working generates isolation that ultimately leads to communication gaps among employees (Goldhaber, 2011). The lack of appropriate communication reduced the level of patience and supportive nature among the employees. Since the workplace was closed cultural conflict occurred after reopening that hampered the nature of cultural collaboration inside the organisation. Even some employees in Asian regions lost their work-life balance and got distracted which reduced their productivity. The disconnection from the workplace hampered the adaptation capabilities of the employees when they had to work at the office. Due to having less physical interaction, the employees faced difficulties in establishing rapport with internal and external stakeholders. 
[bookmark: _Toc132061480]Organizational barriers 
Organisational structure varies from differential effects of cultural and societal context. The structure of the European organisation is not similar to the structure of the Asian and Africans as the previous one is from low context culture (Hogan and Stubbs, 2016). The employees of Vodafone face difficulties in dealing with outside the European border as the other 3 continents have their own culture of organisational structure. Employees working overseas experience differences in decision-making and other strategic formulation of plans due to the differences in cultures of different countries. The employees of Vodafone in the Asian region always face challenges in collaborating with the Europeans because of organisations’ cultural discrepancies. 
[bookmark: _Toc132061481]Strategies and recommendations for providing a positive working environment for Vodafone
[bookmark: _Toc132061482]Hybrid working model
Being one of the largest companies in the UK, Vodafone believes in providing a blend of a physical and virtual office for employees to enhance their productivity. A hybrid working model can enable employees to manage their work-life balance and demonstrate an increase in their productivity (Agarwal, 2010). Employees can work when they are most productive. According to a report by McKinsey, 87% of people want to take the opportunity of a flexible working system if they are offered to improve their productivity (McKinsey & Company. 2023). A hybrid model can enable the organisation to find a balance through a flexible working environment. In addition, Vodafone can hire talents across the globe with this human resource model in the organisation. 
[bookmark: _Toc132061483]Training and development of uniform cultures
Vodafone can provide frequent training to the workers working on international platforms to develop their cultural understanding. Training enables to improve of empathetic listening and perspective talking among employees (Mohammad and Potapova, 2021). More cultural tolerance can be achieved inside the organisation. In addition, employees will be able to manage difficult relationships more strategically and demonstrate a problem-oriented personality. Vodafone has a good reputation in the market due to its collaborative culture in the European regions. Training can help the company to portray this similar image outside Europe, especially in Africa. The development of a uniform culture can help the company to impose a single code of conduct for every country operation of Vodafone and enhance the collaborative relationship among seniors and subordinates. 
Decentralization
To reduce too much dependency on senior management or even on the headquarter, Vodafone can empower the employees by decentralisation of management and letting the employees take some decisions on their own. Decentralisation is required to enhance employee empowerment and develop a fast-decision-making culture inside the organisation (Alabi, 2017). Through decentralisation, the company can develop the management skills of other regions other than Europe and bring those capabilities in headquarter for better talent and performance management. Moreover, it will reduce the burden of extensive decisions from the shoulder of higher authority and help the company to find a future leader. Decentralisation is necessary to develop sustainable management inside the organisation. 
[bookmark: _Toc132061485]Constructive feedback
Feedback is necessary for communicating with different cultural contexts (Lee and Joshi, 2016). Vodafone always faced language barriers while communicating in different countries due to language variation. Clarification of expectations helps people to learn how to communicate in a different context. Depending on constructive feedback, the company can appoint an interpreter to solve the language barriers. The company can never fully overcome the language barriers, instead, it can develop strategies to cooperate with the problem. Feedback will improve the understanding of the task and help the employees to understand their role in the organisation. In addition, working on feedback will reduce cultural conflicts.  


[bookmark: _Toc132061486]Conclusion
The above discussion picturises the barriers to communication at the workplace of Vodafone and summarises the suggestions to overcome those barriers. Being one of the largest telecommunications service providers in the world, the company needs to deal with multiple cultures, not only outside of the organisation but also inside. As the workforce of the company is highly diversified, the company needs to build a strong working culture to make everyone feel valued at the workplace. No tolerance should be there for the conflicts of cultural issues inside the organisation as cultural conflicts lead to miscommunication among the employees. In addition, Vodafone needs to create more cross-functional collaboration to make the employees aware and understand of the different cultural contexts. Also, cultural tolerance and a supportive working environment for every employee can help the company to overcome communication barriers. 
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