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Culture is an amalgamation of the values, unspoken rules, practices and rituals that determine how an organization goes about performing its functions. In a sense, culture is the identity of the organization. Human beings are social creatures. So when they are put in an enclosed environment where they have to spend a considerable amount of time (such as a workplace) they form cultures. These cultures can spell disaster or usher in success. This is why leadership needs to study their workplace culture, determine what’s good and what’s bad and then remodel the culture in a way that’s most beneficial to the company. How the company reacts is based on its culture. However, how the company reacts is also based on the overall environment that it operates in. All of this is why it is important to critically analyse the culture of an organization and define it in as much detail as possible (Turniansky and Hare, 2013). These above-mentioned facets and discussions are what this report is going to explore.
Vodafone is a multinational telecommunications company based in the United Kingdoms. They have been ranked 4th among global mobile operators. Vodafone has 313 million customers. It owns and operates networks in 25 countries. Vodafone displayed a market capitalization level of 52.5 billion in 2016. During 2017, Vodafone has lost customers and brand value due to pure working conditions and bad customer responsiveness (Kumar, 2012). They have now rejuvenated the company and its workplace culture.


[bookmark: _Toc14770720]Critical Assessment of The Workplace Culture
[image: ]Vodafone is an organization that is committed to the betterment of its employees and its customers. In order to asses its culture, we must first take a look at how the key components that make up culture apply to Vodafone.Figure 1 Key Components of Organisational Culture (Oliver, 2011)

Values: Their core values are their commitment to customer satisfaction and employee wellbeing. Vodafone invests heavily in ensuring that their workplace is the best place to work for any talented individual no matter what their identity may be.
Principles: Vodafone’s workplace culture is based upon a principle of inclusion, which translated to a diversified workforce both ethnically and in terms of gender. 25% of Vodafone's top tier management is female. Vodafone promotes the “Vodafone way” which is essentially a name for Vodafone’s culture (Oliver, 2011). The Vodafone way puts a strong emphasis on “doing what’s right”, which is a global campaign run by Vodafone that promotes ethical responsibility. This includes health and safety, privacy and security issues.
Styles: Vodafone always looks to incorporate fun into the workplace. Their way of ding things has to have inclusion, teamwork, understanding and appreciation resulting in any work causing enjoyment for employees. According to employees who have worked for Vodafone before, the workplace has a positive environment filled with amazing and likeminded people who work great in teams (Robbins et al., 2017). Every bit of effort is appreciated and managers are much more involved and active.
Behaviours: Employees at Vodafone, including the managers are very welcoming. All of the employees of Vodafone are always customer-focused. Since every new hire is greeted with a warm, welcoming and friendly environment from the very first day, they are all motivated to contribute to that as well when they can (Robbins et al., 2017).
[bookmark: _Toc14770721]Three Layers of Culture
The next lens we are going to look at Vodafone’s culture through are the three layers of culture. These layers stem from the concept of culture which dictates that culture determines how we see ourselves and how we see the world. The three layers are artefacts and attitudes, values and norms, basic assumptions. 
Artefacts and Attitudes: Rather than specific and small artefacts, the overall setup and environment of the average Vodafone country headquarters is the artefact. For example, Vodafone Netherlands took steps to move its headquarters to Amsterdam so they redesigned the entire office space to be more open and interactive (Alvesson, M 2012) . This way, the employees would feel more at home in their work environment, be happier and in turn provide better work and customer service.
Values and Norms: As mentioned before, among other things, Vodafone believes in an enjoyable, friendly and inclusive workplace. They also put great emphasis on putting the customer first. The practice of being welcoming and friendly is the norm in Vodafone offices is the norm (Tehrani, 2014). Every new member learns this part of the culture on their very first day and is compelled to contribute to it.
Basic Assumptions: Even though Vodafone invests a lot in providing its employees with a better workplace and more to look forward to when they come to work, that is not their ulterior focus. At the end of the Vodafone is a profit-making organization that needs to generate profits, and that too, in a very competitive market. Over the years, the key complaint with Vodafone has been their subpar customer service. Top management realized that it is because the employees are not focusing on providing the best service to customers nor are they being provided with an environment where such mindsets can be fostered. This is why a common assumption when coming into a modern Vodafone office the warm welcome, overall joyous atmosphere, openness to collaboration and teamwork and simply being nice to one another (Cork, T. 2011).
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[image: ]Similar to the other fundamental changes Vodafone has made, they have very recently changed over to a new organizational structure. While they obviously did not give too many details on it, the information they did make public revealed a few interesting things.Figure 2 Vodafone Corporate Structure Source: Vodafone Corporate Information


Vodafone have clear business objectives that they want to achieve and this shift in structure is a way of doing that. They want to achieve Commercial Strength, Leadership in Data, cost efficiency, shareholder benefits and of course, brand advocacy. The proposed split in operations simplifies the structure of the organization speeding up progress and managerial activities.
First of all, they essentially split the totality of their operations in two parts, Europe and Africa, Middle East and Asia Pacific. Czech Repiblic, Hungary, Romania and Turkey will be under the European Regional CEO and  the second region will include the regions mentioned in the name along with Austrailia New Zealand and Fiji. There will be different regional CEOs for the two. A trend of centralization in management is clearly observable in this case.
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[bookmark: _Toc14770724]PEST Analysis
[image: ]Vodafone operates in the telecommunication industry. While some factors of PEST will always be the same for any organization, others will be specific to the industry they operate in. For example, the telecommunications industry might have significant stakes in the political and legal climate.Figure 3 The PEST Model

Political Environment: The political environment is comparatively stable and does not otherwise have an impact on the telecom industry but the economic policies taken could have implications. For example, if Brexit is followed through, the resulting tax increases could benefit mobile operators giving service outside of the UK (Ohr, 2017). There is speculation of a bill being passed that would penalize telecom companies for overcharging loyal customers. This would be bad news for telecom companies who are involved in such activities but would be a major advantage to those who adhere to their ethical codes.
Economic: Vodafone is extremely sensitive to economic factors because customer income and willingness to spend on mobile networks affect their sales. Moreover, mobile phone companies may not want to tie themselves to mobile operators to ensure sales anymore as that limits options for both them and the customers. It only brings in a third party (mobile operators) looking to fulfil their own interests. Smartphone manufacturers pulling out of these deals would also be a big hit for Vodafone. Vodafone needs to differentiate itself enough as an indispensable service so that it does not become obsolete regardless of what partners decide to do. 	Other than that, many of Vodafone’s investors are threatening to pull out because of the companies falling value. The companies efforts, although ambitious, are not making much of a difference because in the eyes of the investors, the value of the company is still falling.
Social: Mobile technology has enabled connecting over long distances but it has had an adverse effect on face to face interaction over short distances. Nowadays people would rather be on their phones than talking to the person in front of them. But for telecom companies, the longer people spend on their phones the more money they make. So ads and services are designed to keep people engaged and addicted for as long as possible. This is an ethical responsibility Vodafone has to take seriously.
Technological: With 5G technology around the corner, the technology frontier is quite intimidating at the moment for any telecom company no matter their size. 5G technology is at the moment, quite complicated to implement and costly on top of that. Telecom companies are in a race to find ways to best implement the technology (Prasad, 2015). But the furthest ahead in that race was not a telecom company, rather, it was China’s Huawei. Many have suggested thatTrump's recent ban on Huawei is a one-stone-two-birds tactic. The USA does not want to lose the 5g race to China as that will give them not only a sizeable economic advantage but will force American citizens to use technology and give up their data. So the ban hurts progress for Huawei or at leas keeps America off-limits for the moment. But it also serves as leverage in negotiations for the ongoing trade wars between the two countries. This is why Vodafone should use this opportunity to invest heavily in developing 5G technology, if they can show enough promise, the government might invest as well. If they can do it, they can ensure their future not only in their current market but also in entering a previously undiscovered industry.
After this, a SWOT analysis will help reveal the current state that Vodafone is in and will also help find the direction Vodafone should take and the factors they should be wary of. This analysis will then be related to the broader environment.
Strengths
· A major strength of Vodafone is its commitment to being adaptable. They listened to the criticism put upon them and responded to it positively. They responded by remodelling the structure of their workplace. They designed it to make sure that the people working in it will enjoy their time there. This ensures they can be happier people who are more likely to provide better customer service.
· Due to the previous remodelling in wor process and culture, Vodafone has found new flexibility in their organization. In a highly competitive and volatile industry, it is important to be able to change an organisation’s ways quickly. This can happen due to a change in technology such as 5G or government policies such as Brexit.
· Strong adherence to ethics will provide benefits in the long run.
Weaknesses
· Vodafone, in its race for being flexible and awarding more breathing space to its employees, has often overlooked the danger of too much changed. Employees of Vodafone complain of this frequently on public forums. Vodafone management moves around employees in terms of role, work and responsibilities too often. This makes it uncomfortable to settle down in a certain team, department or process because that may not last very long
· No matter how many efforts Vodafone makes to change this perception, the notion still exists that it is poor in customer service, this is why their improved performance may be overlooked. This will result in their heavy investment in the rebranding and rejuvenating of the workplace not being returned properly. They will eventually lose money.
Opportunities
· As mentioned before, 5G is a big turning point for not only the telecom industry but also for the internet and technology in general. This is why it is also a big opportunity for a big conglomerate like Vodafone.
· Telecom companies have recently been exposed by popular news outlets to be overbearing on their users. They are accused of charging excessively. Vodafone could easily stand out with a little bit of transparency and fair policies.
· Brexit might be a great opportunity to capitalize on and make profits out of the taxes.
· A growing market of internet users. People spending more time on their phones.
Threats
· One of the threats for Vodafone is their investors deciding to pull out. It will only result in a domino effect that sees their share values fall even further. Which would also result in their investment amounting to nothing.
· The opportunity that Vodafone has with 5G is the same for other telecom giants. For example, Huawei is already there, if Vodafone loses this battle, it will forever have to accept subordination.
Interrelation between internal and external facators
The SWOT analysis is seen to have quite a few relations with the PEST analysis. For example, the technological environment brings both an opportunity and a threat. The economic implications could be a threat. Political decisions may result in opportunities for spontaneous profits. The political environment is seen to be becoming strict with regulations on telecom companies that might be misusing the difficulty of switching between carriers. But Vodafone is very rigid when it comes to its ethical standards and will not falter. So it is, in fact, an advantage for them because it would give them free brand value if other operators’ prices dropped while theirs stayed the same. In modern times, because of a mix of the technological and social environment people have been more invested in their smartphones than ever. The more people use their phones the more potential Vodafone has of making money. But it also brings on an inherent ethical dilemma of whether using this weakness of society to profit is wrong or not.

[bookmark: _Toc14770725]The Hofstede Theory
To understand the cultural standpoint of Vodafone in the UK, it might be helpful to assess the UK’s corporate culture under the Hofstede framework. Thereby, we can see the norms in UK culture and how Vodafone deviates from it, if at all.
[image: ]
Figure 4 The Hofstede Theory (Hofstede, 2001)
Power Distance: Power distance is the extent to which a culture believes that differences should be established based on the rank or status of a member of the culture. Britain scores low on power distance. This means that the typical organization in Britain is more flexible in terms of organizational roles and authority. 
Individualism: Individualism measures the amount of dependence one has on oneself. If a society encourages behaviour such as looking after oneself and their immediate family, it is an individualistic society. If it demands that its members form groups, stay loyal to them and depend on them for resources and help, that society is collectivistic (Hofstede, 2001). Britain scores high on individualism. This, on the one hand, means there are less social complications but it could also mean a lack of interest in teamwork.
Masculinity: There are certain traits when it comes to motivation that dictate whether a person is masculine or feminine. For example, a masculine person will be happy with the achievement itself rather than its underlying meaning. While a feminine person will try to find the motivation to work in the inherent purpose of their work. Britain fosters a masculine society where people value achievement above all. This is common for individualistic societies in fact. In this case, Vodafone's desired culture differs, they want people not to look at customers as targets to reach but more as people to please and help, which requires a more feminine approach.
Uncertainty Avoidance: This element defines the extent to which people in society prefer to veer away from uncertain, risky or ambiguous prospects or situations. Britain scores low on this scale meaning that they are less resistant to uncertainty. This is good for Vodafone because it means the average British person is likely to be open to creative thinking and taking risks.
Long Term Orientation: Long term orientation is defined by the extent to which the members of society prioritise planning for the future rather than the present. Short term oriented societies are often fixated on temporary gains and are reluctant to make sacrifices in order to have a better future. Britain falls somewhere in the middle in this and no clear preference surfaces (Hofstede, 2001). This is mostly good because it means employees can be moulded according to Vodafone’s cultural preferences.
Indulgence: When people in a society are lenient on controlling their impulses and desires, they are indulgent. Britain is an indulgent society meaning that they are more likely to spend money on things they want to rather than only spending money on things they absolutely need. This could be a factor that boosts sales if utilized right for Vodafone.
In conclusion. Vodafone’s culture is a good fit for Britain because they agree for the most part based on the Hofstede model. Ths is important because ein order to keep an organisation’s culture intact, t needs to hire the right people, people who fit into the organization (Jacobson, 2005). So since Britain’s inherent culture matches with that of Vodafone it will be easier to find likeminded people.
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[bookmark: _Toc14770727]My Personal Ethical and Cultural Behavior
This section of the report is going explore my own viewpoints on ethics and what kind of culture is best and compare it to how Vodafone have constructed their culture. I will now describe my ethical commitments and cultural preferences.
I value freedom and purpose. I want to be free to do whatever kind of work I want. I do not want to be given orders, I want to be motivated to do something. What motivates me is the purpose of doing something and in some part the sense of achievement in doing it. But, a clear explanation of why I should do something is always more than enough to get me to do that with complete commitment.
Any ethical person that has the basic intellect to understand the implications of human activities on the balance of nature will support and take part in environmentally friendly activities. This is why I will always appreciate and organization that makes a real effort to reduce its carbon footprint and reduce waste of energy.
One of the key problems of our society is quite sophisticated, or at least not talked about very much. All young people are locked into a vicious competition to see who can be more successful. But if this is seen as a race it is unfair. Many start away ahead of the others, some have serious handicaps that hinder their progress. Some of the youth come from war-ravaged countries and do not understand the culture nor the language. They begin with a great disadvantage. Nowadays, building skills and networks take resources like money, computers, nice clothes, being able to grow up in an environment that lets one speak on the level of people they might need to network with. Especially with crime, it is often not the child’s fault, but once they get involved, there is no turning back for them. This unfair system should be resolved or disadvantaged young individuals should be provided support so that they have a fair chance of making something out of their lives.
[bookmark: _Toc14770728]CSR Activities of Vodafone
Corporate social responsibility is very important to companies, especially ones like Vodafone where they value customer satisfaction and employee wellbeing above all else. They have rebuilt their entire organization around the needs of both their customers and their employees. This part of the report takes a look at a few of Vodafone’s CSR activities.
Keeping the Focus on the Customer: Like any good company that knows where its value comes from, Vodafone gives its customers priority above everything else. This is why they are constantly trying to improve tariffs, prices and plans so that all customers have access to options that make sense for them (Abro, 2012). Vodafone has shown great commitment to the protection of customer data. They have even showcased this dedication by signing the information commissioner's personal promise. Vodafone also wants to keep its customers safe in other ways. This is why it ensures that every single one of the phones carrying Vodafone that had been reported stolen was blocked within 24 hours (Kumar, 2012).
Partnering with Conscious Suppliers: Vodafone enforces high ethical standards on its suppliers demanding only the best of products. And this enforcement of ethical responsibility extends beyond just product and into employee rights, working conditions and adherence to international standards. Vodafone also encourages suppliers to go green (Handy, C. B. 1997). For example, suppliers that use technology to power down maint stations when they’re not in use or using as little paper in packaging as possible.
Investing in Charities: Vodafone prides itself in having supported young, disadvantaged people achieve their true potential (Abro, 2012). Vodafone does this in association with Lifetrack. Lifetrack helps young people by equipping them with knowledge and skills to work out of their current situation. Vodafone allows each of its employees 24 hours of paid time off each year to go work for their favourite charity. Employees at Vodafone also raise money for different causes, for example, this year they raised 1.19 million. Vodafone even has its own registered charity called the Vodafone foundation.
[bookmark: _Toc14770729]Being Responsible towards the Environment
Vodafone has reduced energy usage by using automatic meters that are designed to intuitively make power usage efficient so it saves both power and money (Andreas, 2011). Very little energy is wasted as 84% of the energy used it converted completely. Almost all of the waste created by Vodafone’s network was recycled. Raised 1.3 Million for climate change charity by recycling old phones. Collectively, Vodafone has saved 19,700MWh of energy this year (Kumar, 2012). Vodafone is so confident of its standards that they went through a review of their Environmental Management System and proved that it was compliant with ISO14001.
Based on the above discussion, I conclude that my thought process aligns with that of Vodafone. Because they believe in the same principles and causes that I do. In fact, I think I would be a good fit in this organization.
[bookmark: _Toc14770730]Creating a Culture of Sustainability in the Organisation
Although Vodafone is an organization that values its involvement in environmentally conscious activities very much, it is important to study how they got to this point and how they built this culture.
Setting Environmental Goals: Vodafone needs to communicate its environmental and energy-saving policies properly (Andreas, 2011). They have to make their employees educated about their commitments and policies. Vodafone has done so by not only giving them insight and training but also giving them the freedom to do charity work of their own choice.
Hiring the Right People: It is simple to test whether or not someone is environmentally conscious. For example, when offered food, if they prefer less plastic, like opting out of a straw, it is a clear indicator that they are conscious. Vodafone needs to put more credit in this remark in their hiring process (Ramsay and Parker, 2007). Because people who are already inherently environmentally conscious do not need to be motivated further.
[bookmark: _Toc14770731]Barriers to Operational Management and Decision Making
Vodafone has its merits but it is also plagued with issues that stop it from running smoothly. Below, we discuss some of the factors that hinder operations and the decision making process along with some things Vodafone has done to solve them.
· Onecommonly recurring complaint about Vodafone and especially their new lower level organization structure is that it’s confusing. Employees often get confused about who to report to and if that isn’t a problem, they have issues constantly adapting to a new job every once in a while. In other words, life at Vodafone can get too flexible at times.
· Vodafone spans its operations across many countries and continents and it can be difficult to align the cultures. Because each and every decision affects people from different cultures and it is nearly impossible to always be sensitive to everyone (Prince, Hoppe, & Prince, Don W. 2011). There is not much a company can do about this. But this is one of the reasons why Vodafone has split its operations so that it is less confusing.
· Vodafone has to be involved with a lot of os suppliers both in terms of technology, services and handsets, this is why they sometimes do not align due to unique interests and agendas. This can cause setbacks in operation and it may be hard to get all suppliers to agree to Vodafone’s environmental standards.


[bookmark: _Toc14770732]Conclusion
This report provides its reader with an in-depth knowledge of how Vodafone operates in terms of culture. How much of their resources they are willing to invest in having a perfect culture. This alone says a lot about how important culture is to an organization (Oliver, 2011). The report reveals that because Vodafone was having issues keeping its brand afloat due to customer complaints about unsatisfaction, they decided to remodel their office spaces and their culture. They built a more free, flexible, creativity inducing and friendly workplace. They opined that if their employees were at that best working with the best people, the customers would feel at home as well. As to how well this project has worked is yet to be seen. However, it is important to mention that with investments and changes as big as these, there are many insignificant factors that can result in the demise of the entire project (Ramsay and Parker, 2007). Then this report looks at the extended external environment of Vodafone and shows how factors in the external environment have an influence on the factors in a SWOT analysis for the company, which is also included. In its final part, the report addresses the issue of ethics. Vodafone is an ethical company with many charitable engagements and a long-standing commitment to saving energy, which they have done very well with. Finally, the report explores my personal viewpoints and how well they align with Vodafone’s
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