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Executive summary: This report is an understanding of organisational team performance in the background of the existing work environment as well as the leadership provided by management. The company is Vodafone Group. It is one of the biggest telecommunication service providers in the world, with operations across all five continents. The beginning of the report is with the introduction and the very purpose of the report. The company history and Vodafone statistics come next. The first analysis starts with Organisational designs and theory. The subsequent analysis is on Employee influencing work factors. Next is organisational theories as variables in leadership and management. The report final is the conclusion statement.
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[bookmark: _Toc48330766]Introduction – 
There are market and economic conditions, which are the primary drivers of growth. But these can be utilised only in the right direction shown by leadership. Present-day organisations have global reach and diverse employees. The leadership should continuously analyse the employee need and devise strategies accordingly. At the same time, they should have a precise idea of organisational standing in terms of its market position and the way ahead. It calls for employee attitude alignment with company goals. The ways through it can be achieved include organisational structure, motivation using appropriate management theories, understanding internal cultural effects and its impact on performance. The company selected is the global mobile company Vodafone (Albrecht et al., 2015). 
[bookmark: _Toc48330767]Company Background – 
Vodafone is one of the biggest multinational telecommunications and mobile company in the world. The headquarters of the company is located in London.  As of 2020, it has about 410 million subscribers across the world. The operator gas presence in 28 countries around the globe and further partnership networks in 45 countries. It has a significant market share in many of the countries that it operates  (Home, 2020). Most of the presence is in Europe, South Asia, Australia- N.Z., parts of Africa, Middle East, U.S.A. In South Africa, it is the leading operator with almost 50% of the market share. Vodafone has its most extensive subscriber base in India to the tune of almost 298 million. The company also had a stake in U.S.A. largest mobile carrier Verizon Communications.  
As of 2019-2020, the brand has an estimated turnover of £ 44 billion. The products offered by Vodafone are mobile voice and data services of 3G, 4G, and now 5G services soon, fixed-line telephones, Internet T.V. (IPTV), broadband internet, digital television. The network runs on Global System for Mobile Communication (GSM) for all its voice and data services. It also offers connectivity and carrier solutions of enterprises across the world. Vodafone has consistently come in the top 5 mobile brands of the world, and it also among the most valued corporate brands globally. The company has about 1.10 lac employees in its corporate and country-specific offices. The group C.E.O. is Nick Read.  

[bookmark: _Toc48330768]Organisational designs and theory – 
As and when a business expands, every entity turns into an organisation. It needs to be divide into groups based on specific job functions, roles, geography, existing market demands, changing trends. The end purpose is to ensure that companies are flexible and dynamic enough to meet competitive situations through the maximum output from their human resources.  There are certain defined practices of organisational structure, and it is necessary to mention two of the most important ones (Young and Ghoshal 2016). In many customised ways, these two have been implemented by many modern-day corporate groups. They are –
Functional Structure – As the very name specifies, the organisation is divided into various groups  by the job roles. It means that people having the same tasks to be completed will be placed into one department. Similarly, there would be other departments. The number of so create d functional departments would depend on the size of the company, its market reach and operations.  Such functions would be manufacturing, sales, financial Information Technology, accounts, logistics, administration and more. As the scale of operations grows, the functions would also increase. To take an example, smaller organisations work with accounts and administrations as one function. However, when a business expands, both need to be speared with different functional heads. Each function group would exist as a vertical and working on its own. The link with other functional groups will be through its managers or heads. The main advantage is that employees work on speed and efficiency. The disadvantage is that when it becomes rigid, each functional division works as a company into itself (Know, 2020).  
Matrix structure – In this form of structure, the employees are categorised into more than one group based on specific operational requirements. This type of structure is mostly employed by companies that are extensive as well as specialised operations that may come up. The implementation of such a structure has to be the justification of managing these complexities that come up. In a matrix structure, a separate group is formed within the company, and it utilises the human resources of different departments. These employees play the dual role of taking care of their primary functional roles and at the same time contributing to the new group role. The reporting would be dual as to the existing functional head as well as to the new head. The level of control each head would have differs from company to company. Once the newly created group's objective is complete, then such resources go back entirely to their original roles. The advantage is the seamless flow of information, and disentangle the reporting pattern (Ahmady, Mehrpour and Nikooravesh 2016). 
Vodafone organisational structure -  Like every large organisation, Vodafone has a purely functional structure. This is explained according to the below-given figure.  
[image: vodafone group public limited company]
Fig 1.0 – Vodafone organisational structure ( (2020). 
There is a group C.E.O. responsible for the Vodafone as a brand across all locations. There are different C.E.O.'s for each region like Asia Pacific Africa, Europe. There are also C.E.O. for specific countries like Germany. India, Italy. Such appointments happen when the operations are large scale and require dedicated attention to that country. The structure of every region or country is functional (Shafritz, Ott and Jang 2015). As one of the world's biggest operator, serving a massive subscriber base, there are common functional roles to be undertaken. Each location works as a profit centre and has the following departments –
Networks- The backbone infrastructure on which Vodafone rides its voice and data services. This is the fibre roll out across the region and the equipments like towers, switches, multiplexers places for transmission of internet and voice calls. It has to be monitored, maintained and upgraded. 
Technology – Implementation of the latest technology. Both in terms of external telecom networks as mentioned earlier and other technologies like I.O.T., A.I., software applications like SAP.
Marketing and sales -  Taking care of the promotion of new Vodafone products on mobile, internet, landline, IPTV, digital T.V., international connectivity for corporates. Any new launch is also included.
Finance – Commercial transaction, funding of new projects, banks and financial institutions, equity capital, Foreign investments. 
Legal -  To protect the interest of the company against any litigation, claims, jurisdictions, mergers and acquisitions, adherence to country-specific laws.
Customer service – The 24-hour operation call centres for retail and institutional customers. 
And various other functional departments.  
It is very much evident that Vodafone's colossal scale of operations facilitates the implementation of a functional structure. It is the most suited way to manage its operations. But there are challenges also like in any large company. There have been many issues of divisions working rigidly and lack of cooperation. During the early 2010s, Vodafone employees across the globe were found to be demoralised in terms of their recognitions and growth opportunities. There were large scale attritions. In such scenarios, the company has to go for a Matrix type of structure. This is not just in the case of a unique project coming up, but it is also to encourage performance outside the functional department. Otherwise working within such a large ocean of employees, many people feel lost.
[bookmark: _Toc48330769]Employee influencing work factors – 
The attitude of an individual at his or her workplace is the result of several factors that have a bearing on them. These are aa combination of happenings around them in their professional as well as personal life and the inherent nature of the person. The maximum impact, of course, is the environmental work scenario. Some of the essential influencing factors can be identified as -
Personality – Every individual differs in terms of their internal mindset, outlook, interactions and thought process.  This is known as personality. It comes out in different ways in the workplace. While some are withdrawn and introvert by nature, others are very open and willing to interact at the slightest pretext. It, however, cannot be said that both will give an equal level of output. This depends on the roles given to them and the conditions of their work. The manager or leader has to recognise this nature and accordingly get the desired level of output in the organisation.
Attitude – Irrespective of the personality, the attitude of every human resource in an organisation should be that of positivity and motivated. If an individual at work does not have the right type of motivation, then it is highly unlikely they will give the desired level of attention. Here again, managerial behaviour demands active involvement, not taking things for granted. Wherever possible attitudes should be changed for the benefit of the organisation and the individual. In some cases, hard decisions might also need to be taken if there is no improvement. 
Perception – This can be defined as the human senses becoming aware of happenings around them.   It is the physical and mental process by which individuals relate to things according to what they hear and see. Based on this understanding, people form an opinion.  In organisations, perceptions have a vital role to play.  Any wrong perception can be very much unproductive. Every team leader or manager right till the C.E.O. has to ensure that only the right perceptions floe within the organisation 9Sliter, Withrow. and Jex, 2015). 
The challenge in organisations of the size of Vodafone is that it will not be possible to map each person and accordingly take the desired step to mould him or her. This is where the proper flow of communication, starting from peer-level can solve many issues even before they reach a managerial intervention level.  
[bookmark: _Toc48330770]Organisational theories as variables in leadership and management -  
Classical theory -  Here, it is assumed that management and employee are in tandem. This is not because of the deep connection between them but because all employees are perfectly fit- in parts of the systems, i.e. organisation. It is traditional theory defined at the end of the 19th century in which the focus is on the organisation rather than the individual. A famous theory under this is the Scientific Theory proposed by Fredrick Taylor. According to this, systematic and planned management is the solution for efficiency.
Neo-Classical theory –. It gives a high degree of focus in individual behaviour in achieving the desired level of output. This theory is based on the studied Hawthorne experimental model of Elton Mayo. These experiments found that if organisations have a little informality in their interactions and this combined with socio-physiological factors, will have a high level of influence on human behaviour at work. Therefore managers need to focus on individuals and their behaviour. Since human beings are interdependent, their behaviour can be predicted thorough evaluation of the social and psychological factors.  In this theory, motivation does not happen by itself, and there are many reasons for it. It also gives a high focus on the participative workforce (Teece, 2019). 
Modern organisational theory -  It is also known as the contingency model or the systems approach. This is because the organisation is considered as the combination of interrelated sub-systems; Thereby, it is automatically dependant on one another. The entire system is one of the goals, components and linking process. According to this theory, organisations are not mere business units existing to make commercial profits. They are part of the wider society and thereby have a social system aspect as well (Fiedler, 2015). 
Vodafone, as a technological telecommunications company works on the modern organisational or contingency theory.  It is one of the pioneers in creating the telecom revolution around the globe through their technological innovations. They have focused right from the beginning to give the best of services on voice and data connectivity to consumers. This is through continually evolving products and services that have a positive social and economic impact for people across the five continents. This success is built upon recognising human talents and its hidden potential.
[bookmark: _Toc48330771]Conclusion – 
Vodafone is a success story that has grown strongly over the years through a combination of right leadership and management approach, innovation and application of path-breaking telecommunication technology and ensuring the growth of human resource talent. However, there are challenges, as well. There are have been many cases of attritions, layoffs and.in the last decade. It is staring at a crisis in many of its strong markets like India, where the merger with Idea Telecom has failed to bring about market growth. It goes to show that even of the best names cannot things for granted (Lee et al., 2017). 
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