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[bookmark: _Toc101535359]Introduction
In modern organisations, it has become important to adopt new theories and frameworks. It is not possible to continue operations with the same strategies and methods. It is necessary to understand the human resource strategies which are followed by the organisations and what impacts they have on the teams. For better understanding, the technological organisation selected for the project is Vodafone Plc. The human resource strategies used by Vodafone for change management, developing leadership and staffing are provided in the project. The impact of strategies on teams is explained along with the HRM and IHRM theories that can be used for managing the strategies in Vodafone. 
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Vodafone Group Plc is a multinational company based in the UK. It has been one of the best technology companies in the UK driving greater innovation for transforming the experience of the customers. The company wants to develop as a matrix organization with a blend of functional as well as technical expertise. The company was started in the year 1991 and has been a technology leader globally providing communication solutions along with new technologies. 
Vodafone has paid great attention to developing its employees and their career. The company focuses on effective human resource strategies for providing a better future for its employees (Schuler and Jackson, 2014). It is a purpose-led company that wants to connect with people for a better future and expertise for a unique opportunity for a positive change in society. The network of Vodafone helps businesses, family, friends, and governments in staying connected. They play a vital role in having the economies running as well as functioning. Being a technology company Vodafone believed in keeping the society connected digitally. They want to develop a sustainable business process that focuses on the planet through better access to the digital future the company wants to develop better services and possibilities for people. 


[bookmark: _Toc101535361]Human resource strategies for developing and deploying in the three areas 
Human resource strategies in a business are the overall plans which are used for managing human capital that aligns with all the business activities. A direction is set by the human resource strategies for all the key areas of the business such as hiring, development, performance appraisal, compensation, and others. With the competitive advantage of diversification in products, Vodafone has been able to align with all the business strategies. The selection process of Vodafone makes sure that the people with the right attitude and skills are selected (Song, 2021). The three areas in which the human resource strategies of Vodafone will be analysed are change management, leadership development and staffing: recruitment and availability of skilled labour. There are many new technologies that can help Vodafone in managing all the processes of human resource factors. 
[bookmark: _Toc101535362]Human resource strategies for change management
Change management is observed as a systematic approach that is dealing with the factors of transformation and transition of the company’s goals. In Vodafone, the key purpose of change management is to develop strategies for maintaining effective change in the company and also control the operations of people. Managing change in a diversified organisation is hard as there are plenty of employees and many of them can act negatively towards the change. Very few employees are able to understand and accept the change. The biggest change observed in the current market is in technology (Wilkinson and Wood, 2017). Vodafone has been supporting innovations and also focuses on adopting all the new technologies in its operations. Not all the employees are able to accept this change and work as per the new rules. 
With better human resource strategies Vodafone can resolve the issue and manage the change. Human resource strategies can help in leading and initiating the change. They can serve as a facilitator for the change and help the employees in accepting the change (Ahmad, 2015). The next strategy for change management can be of engaging the employees in the work and enhancing their interest in the changes. The employees that are engaged with the changes are able to put more effort into the change and accept the new processes.  For engaging the employees, a team approach is to be built and all the roles are to be assigned in a clear manner. Resistance is also to be built in the change process. For change management, the next step is of implementing the change in three phases. The three phases are of preparing the change, managing the change and reinforcing the change. 
Leadership development can be said as an activity of preparing current as well as future leaders for performing effectively in their roles. Human resource strategies can help in developing effective leaders for the future and supporting the organisation. At Vodafone, the strategies of promotion systems, employee-centric approach, and management collaboration can be used for developing better leadership. The human resource departments can be useful in determining the leadership roles that affect the business strategy and work on those roles (Cooke, 2018). 
As comprehensive management is more about workflows the human resource department can work on developing a team-based approach for the future. While developing leadership HR can make sure that an employee-centric approach is used as it may help in motivating the employees for focusing on the leadership roles. Timely promotions are also necessary for enhancing the performance of the employees and developing a better future role for them. 
Staffing: recruitment and availability of skilled local labour is a necessary process for a company’s growth. At Vodafone, a transparent process is maintained between the company and the employees which helps in enhancing the staffing process. The Human resource strategy of investing in an applicant tracking program, conducting better interviews, finding passive candidates, exploring the niche and communicating with the staff is important. Vodafone pays great attention to its employee satisfaction, and this is important for the company’s long-term growth. HR also needs to consider the financial capability of Vodafone for developing and deploying the right staff members. 
Recruitment is a complex process as it is not easy to find the right candidates for the job (Cooke, et al., 2019). By developing a clear employer brand and enhancing the recruitment program, Vodafone can improve its staffing process. It is necessary for the company to have the availability of skilled labour. In the current market situation, the pandemic has significantly impacted labour. It is not easy to find people with the right talent or skills in such conditions. The Human resource strategies should be focused on generating better candidates through a strict interview drive. Having skilled local labour can prove to be beneficial for the company’s operations and enhance its market position (Pudelko, et al., 2015). 


[bookmark: _Toc101535363]Impact of strategies on team members
The strategies adopted by Vodafone can have a mixed impact on the team members. There are few people in the team who can get impacted in a negative way while others will support the decision. It is not easier to focus on the human resource strategies which completely change the working style. In a technology organisation adopting more technologies can lead to a hefty situation for the employees. In such a situation, the human resource management has the responsibility of managing the change and helping the employees to cope with the change. In long term, the changes can lead to a significant loss for the company if not handled in the right way (Caligiuri, et al., 2020). 
Many employees in the company can get demotivated by the new strategies and they may even think of leaving the company. In such situations, it is necessary for the human resource department to help the employees with changes. The strategy of implementing the change in phases can be vital for declining the impact on the team members. At each stage, the HR can properly monitor all the processes related to change. As the HR will support the employees in all the stages of change it will lead to a proper positive impact on the team members. It will become easier for them to adapt to the change and develop a positive outlook toward the company. 
Many employees in the organisations are not satisfied with the growth process. It is important for the companies to monitor all the employees and make sure all get growth on the basis of their performance (Björkman and Welch, 2015). The HR should also work on developing leaders for the future operations of the company. It can be done by developing an employee-centric approach by the company. If Vodafone keeps employees on focus and makes sure they get the right growth and better opportunities in future, they will have a positive impact on the team members. With a proper growth perspective, the companies can enhance their future perspective and develop a better understanding of future growth. 
The employees will think about their future growth and will get more involved in the activities of Vodafone. A positive impact is very much necessary in the current market situation as there is high competition and many brands can easily take quality employees of Vodafone. When the employees know about the growth strategy of Vodafone they will get more interested in the company’s operations (Bonache and Festing, 2020). 
Staffing is an important part of a company’s growth. If the employees have less idea regarding the growth of the company, they will not involve in the activities. While staffing the human resource management will need to develop better sessions. Through these sessions, they can explain the positive factors associated with working at Vodafone and how they can get a stable future with the company. The strategies of investing in an applicant tracking program, finding passive candidates and conducting better interviews can be helpful in getting better candidates. 
As the company will focus more on quality employees, the team members will get more interested in the future outlooks of the company and how it can help them in gaining success. The positive outcome of the team members is necessary for future growth and better engagement of the employees. Many employees will recommend more quality employees to the organisation which will further help in building a better growth scenario (Furusawa and Brewster, 2016). The team members in Vodafone will be focused on long term association with the company as they will have a shared vision. The strategy of better communication will also leave a positive remark on the team members of Vodafone. 


[bookmark: _Toc101535364]HRM and IHRM theories for supporting the strategies 
Various theories can be utilised for supporting the strategies of human resource management and international human resource management. All the theories can help in applying the strategies and making sure the employees are able to cope with the changes. HR theories are umbrella phrases for a company's chosen methods, goals, and objectives. For distinct economies, there are many theories connected to IHRM and HRM. The ideas are useful in understanding how management practices and structures might influence employee behaviour in a positive or negative way. Various theories exist to aid in achieving the essential outcomes of effective job performance and increased employee motivation. Vodafone can work on enhancing employee engagement and building a better work structure by adopting the proper theories. In the long run, improved approaches for creating a favourable workplace for employees are required. Choosing the appropriate theories is an important component of management (Mahadevan and Kilian-Yasin, 2017).
The way groups or individuals behave in a firm is referred to as organisational behaviour. There are numerous ideas, each of which is linked to a key aspect of employee development. Organizational life-cycle theory, role behaviour theory, human capital theory, organisational change theory, and other theories can be useful in analysing human resource aspects. The model of organisational life cycle theory is based on the changes that businesses go through. Employee turnover and hiring the right staff are major issues in Vodafone. In such circumstances, it is critical to employ the appropriate theory. Because they are unable to adapt to the changes, many employees are unable to continue working. The theory can prove to be of great use while applying the strategies. For leadership development, staffing and change management all the theories can be used (Ayentimi, et al., 2018). 
The IHRM theory of the organisational life cycle model is critical for comprehending changes and assisting human resource management in implementing them. According to the notion, an organisation's existence is divided into four stages. Birth, growth, maturity, and decline. Each stage has its own set of characteristics that influence the company's performance over time. In the technology sector, there is fierce rivalry, and it is vital to enlist the assistance of human resources to survive market changes. If Vodafone does not apply the right theories, it will lose all the quality employees. In a global market, growing organisations face severe competition and can employ the organisational life cycle theory to compete (Welch and Björkman, 2015).
The theory aids in determining when the organisation should make decisions and what activities should be carried out to engage with employees. Adopting the theory will help in managing change and developing future leaders for Vodafone. At Vodafone HRM ensure that controls are in place for the variables of planning, growth, maturity, and decline. Without interacting with the market environment, no company can thrive. The human resource department can use all the comments to learn more about the employees and the problems they are having. For Vodafone, it is vital to analyse all input and maintain track of staff activities. Analysing employee demands is not easy, and retail sector organisations can utilise general system theory to interact with the environment (Fan, et al., 2021).
Most of the changes at Vodafone are attributable to the introduction of new technology. All these advances have the potential to influence various parts of human resource strategies. Companies must adapt their job design, structure, utilisation, development, recruitment, and retention strategies. According to the hypothesis, adopting the correct diagnostic tools might help you improve your performance. Human resource managers will benefit from the organisational transformation theory while establishing strategies for employees of Vodafone. The staffing issue can also be resolved with the help of these HRM and IHRM theories. 
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It can be concluded that the three areas of change management, staffing and leadership development are core to a company’s growth. In the current competitive market for growth, it is necessary for Vodafone to work on these areas. It can be done by applying better HRM and IHRM theories. Vodafone has a strong rivalry and can face fierce competition in the market. To survive and grow the company needs a strong team. Vodafone can adopt theories like organisational behaviour, organisational life cycle and human capital theory. All these theories can be helpful in developing a positive overview of the company’s operations. There are many impacts on the team members, but the company would need to manage all the impacts for making sure the right strategies are adopted for growth. 
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