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Vodafone is one of the largest telecommunications companies in the world with 45-million-euro revenue and 96.506 employees for 2021. Company has business interests in Europe, South Africa and Asia. Company brand value up to 2021 is 21.83 billion U.S dollars and it's ranked 8 in top 10 valuable telecommunications brands in the world (Alsop, 2022)
This report is to observe and understand the impact of the organisational culture, structure and leadership styles on the success of Vodafone Group PLC, employee performance, motivation and engagement. 
Vodafone is British telecommunications company founded in 1982 under the hat of Racal. Racal is a radar and electronics company founded in 1950 but just after Vodafone was created, they started to invest their interests in providing mobile services. (History, 2022). However, at that time the license of the cellular service was held only by the British Government and there was no private interest until Vodafone. Moreover, they were the first to win the license to build Britain's first cellular telephone network and it was launched in 1985. Chairman of the Racal Radio Group Gerald When has the vision and courage, and on his initiative proposes to Raquel Electronics Group board to take action to obtain a license for cellular services of the private sector of the United Kingdom, which so far is offered only by the British Government. Racal won the license to build Britain's first cellular telephone network, which was launched in 1985. Official Vodafone launched in 1985 as the first call between Parliament Square and Surrey, three years later, Vodafone was recognized as a leading communication company in the World. Services such as recall, voice mail service have been added. This was a very big step for Vodafone and since then the company is growing rapidly. By 1990 Vodafone purchased many different small companies and build multiple networks partnerships around the world. However, Racal Electronics becomes Vodafone Group in 1991 and the same year they introduce to Uk market first mobile phone GSM network. In 1992 Vodafone spread their business interests in providing their customers with option for satellite phone services and started collaboration with Globalstar to create and launch a satellite in space orbit (O'Dea, 2022)
For 10 years company doubled its size and in 2000 they acquire Mannesmann AG which is a German industrial conglomerate and signed a sponsorship deal with Manchester United for a record amount of 30 million pounds.
In 2002, there were already 100 million customers. Vodafone repeats the publicity stunt and again announces the first call in the United Kingdom the first time the news was the use of 3G-third-generation networks, the call was made from an Ericsson phone and, at that time represented only voice communication, later all the possibilities for transmitting video, music, and internet access were developed and implemented. 
In 2007, Vodafone started their own Formula-1 stable- they bought a sponsorship title in the McLaren team, which became known as ''Vodafone McLaren Mercedes''. The 2009 year is interesting because due to the rapid growth of the subscriber base in Africa, the corporation experienced explosive growth in the sector of mobile banking and mobile commerce- the mobile payment became hyper-popular in Kenya, Tanzania, and South Africa. The essence and attractiveness of the service is that in the conditions of total crime, it is not safe to carry cash with you. They will simply be taken away. It is much more difficult to take away the knowledge of the ''secret code'' necessary for conducting a transaction via SMS. 
[bookmark: _Toc99525031]Vodafone company culture (Marin Karakolev)
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Organizational culture determines how employees interact with each other and how they perform their tasks. The cultural matrix is composed of various values, beliefs, and symbols that guide employee behaviour, engagement, and performance.                                     There are various levels of culture:                      						         
· National culture. It is about cultural dynamics and nationality models
· Organizational culture: This culture applies to the cultural dynamics of an organization. 	
· Group culture: It deals with the diversity of different groups based on gender, ethnicity, generation, and religion.							
· Functional culture: This culture deals with the effectiveness of work between different groups with different cultures.					
· Team culture: This shows how different cultures should collaborate and work as a team.       
· Individual culture: It expresses the basic elements of culture, both interpersonal and interpersonal. 
With a strong corporate culture, employees have similar ethical values and beliefs and act in unison. The task of management is to align these beliefs and values with the company's goals to help build highly effective teams. The company staff knows what is expected of them, how their contribution will be evaluated, and what they can get as a bonus. Organizational culture affects the motivation and performance of the employee in different ways. When the employee feels that he is part of the company environment, he works harder to achieve company goals. The different cultures in the organization influence the performance of the workers. When recruiting, organizations should seek to attract employees who share similar values and beliefs as those of the corporate culture. This is a guarantee for easier assimilation of the new employee and strengthens the organizational culture.
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Companies around the world are striving to be more global and mobile. One of the few companies to take advantage of this is Vodafone, one of the leading international telecommunications companies. It is important to note in them how they creatively use the space to create a new work culture. Vodafone's management strives to create a workplace as an example of a mobile style of work, to use the power of common knowledge, to retain the best talents, attract new ones, and demonstrate the strength of Vodafone as a brand.
“We needed to make a big step forward in our work space to break out from tradi­tional offices to something fresh, new, even heretical,”                                                JEN SCHULTE BOCKUM CEO of Vodafone NL (Vodafone: Fostering a New Work Culture - Steelcase, 2022)
Vodafone has selected a large consulting company, Steelcase Applied Research & Consulting (ARC), to advise them on this major transition in work culture and help them find new alternative work strategies (AWS).
AWS uses mobility and knowledge to improve real estate and employee efficiency in parallel, but this leads to major organizational changes and the question arises: for what changes the organization is ready. Many organizations are not ready to change the essence of their organization. If an organization really wants to make big changes, it must follow some rules: management to be actively involved in the process, staff to be involved at all levels, a decision on the workplace taken before implementation, the transition to be managed effectively. The ARC team works with Vodafone's staff and management using its own methods of diagnosis and customer engagement to test whether the company is willing and ready for a change in technology, the work process, and human resources. An important part of the planning process was the assessment of staff contributions through seminars, interviews, and studies conducted by the ARC. ARC identifies in detail the company's culture, considered by each stakeholder in the organization, in order to determine the culture, they prefer and to identify gaps between the perceptions of staff and management. Vodafone's management and staff focused more on innovation and teamwork than on market-oriented culture. They emphasized: promoting communication and cooperation, experiencing the brand by highlighting Vodafone's products, creating a neighborhood atmosphere, offering social interaction, a healthy lifestyle, offering a "wow" factor. 
Vodafone strives to be a trusted partner. To achieve this, people working for the company must be restless, work to make the lives of customers, colleagues, and communities better. To be open to new ideas and to offer solutions that will appeal to their customers. It all starts with the company's staff, no matter where they work at Vodafone, they are as a whole and create a workplace where everyone can be themselves. The commitment to inclusion is at every level from the top management to each colleague and is part of the culture of the company "Spirit of Vodafone".  
[image: ]                                                                                                                             (Investors.vodafone.com. 2022)
“The Spirit of Vodafone outlines the beliefs we stand for and the key behaviors that help us to make our strategy and purpose reality. Our Spirit is our catalyst for change, underpinning the successful and sustainable delivery of our transformation.” (People and culture, 2022)
[image: ]
(People and culture, 2022)
Vodafone is known for its technology, but in fact, humanity is the factor that moves the company's business forward. During the global pandemic, many questions arose about the technology brand and outlined the leading role that the company should play. Here are some big questions for the company: Does she do enough to make sure no one is abandoned. Have you taken care to reduce your impact on the planet? Does he do his best to move society forward? The new position of the company- Together we can - is a reflection of Vodafone's vision that working together technology and humanity find solutions to create a better future for humanity.
Vodafone ‘s culture is inclusive for all. Creating a culture that includes people, values, and respects individual differences between them, will benefit customers, employees, business partners, shareholders, and the communities with which Vodafone works. 
‘’Our new positioning – Together We Can – reflects our belief that, when working together, humanity and technology can find the answers and create a better future for all.’’ (Together we can, 2022)
[image: ]                                                                                        (Together we can, 2022)
They do not tolerate any kind of injustice and are for equal opportunities in employment and progress, regardless of gender, marital status, age, race, nationality, religion, and sexual orientation.                
Vodafone encourages people from different backgrounds to apply for a job at the company. The company creates an inclusive and collaborative work culture, where the trust, speed, and simplicity of employees are a priority, and this leads to a better experience for our customers.

[bookmark: _Toc99525034]Vodafone company strategy

In 2018 Vodafone has presented a new strategic plan to reshape the company to gain growth in converged connectivity markets in Europa, and mobile data and payments in Africa. The company has delivered the reshape through four strategic priorities: Strengthening customer engagement, Digital-first transformation, Asset utilisation improving, Portfolio optimisation. As Table 1 shows the number of mobile contract customers has increased by 0.9 per cent, NGN broadband had risen by 1.4 million with 43.7 million homes having been supplied with one-net gigabit capability with an exponential growth of 37 per cent.			   	
	Strategic progress summary
	Units
	FY21
	FY20

	Strengthening customer engagement
	
	
	

	Europe mobile contract customers1
	million
	65.4
	64.4

	Europe broadband customers1
	million
	25.6
	25.0

	Europe on-net gigabit capable connections1
	million
	43.7
	31.9

	Europe Consumer converged customers1
	million
	7.9
	7.2

	Europe mobile contract customer churn	
	%
	13.7
	14.62

	Africa data users3		 
	million
	84.9
	82.6

	M-Pesa transaction volume3	                                                                                         
	billion
	15.2
	12.2

	Business fixed-line service revenue growth4	                                                                    
	%
	3.0
	3.3

	IoT SIM connections	                                                                                                      
	million
	123.3
	102.9

	Accelerating digital transformation
	
	
	

	Europe net opex savings5	                                                                                            
	€bn
	0.5
	0.4

	Europe digital channel sales mix6	                                                                                 
	%
	26
	21

	Europe frequency of customer contacts p.a	                                                                   
	#
	1.4
	1.4

	Europe MyVodafone app penetration	                                                                                 
	%
	63
	65

	Improving asset utilisation
	
	
	

	Average mobile data usage per customer in Europe 
	GB/month
	7.2
	5.7

	Europe on-net NGN broadband penetration1	                                                                   
	%
	30
	30

	Pre-tax return on capital employed (controlled)7	 
	%
	5.5
	6.3

	Post-tax return on capital employed (controlled and associates/joint ventures)7	         
	%
	3.9
	3.9


	Notes:
1.Including VodafoneZiggo.
2. Excluding the impact of inactive data-only SIM losses in Italy during Q3 and Q4 FY20.
3. Africa including Ghana, Egypt and Safaricom.
4. Organic growth.
	5. Europe & Common Function operating costs.
6. Based on Germany, Italy, UK and Spain.
7. We calculate two ROCE measures: i) Pre-tax ROCE for controlled operations only, and ii) Post-tax ROCE which also includes our share of adjusted results in equity-accounted associates and joint ventures. See pages 223-224 for more information


Table 1
"The new generation connectivity and digital services provider for Europe & Africa, enabling an inclusive & sustainable digital society" [1]
The next phase of the strategic plan focuses on three enabling strategies, three customer commitments over three customer market segments: Europa, Africa, and Vodafone Business. The combined strategy in the centre of the plan pressing forward the company revenues growing, margins expanding and improving cash conversions. Execution of the plan will create a sustainable value for the company stakeholders and returns above the average capital costs.
[bookmark: _Toc99525035]The enabling strategies

Simplified & most efficient operator
"Delivering further efficiencies through digital transformation, standardisation of products and procedures, and automation of processes at scale." [1]
Social contract shaping digital society
Influencing policy and regulation to shape a more healthy industry structure, and build a resilient, inclusive and sustainable digital society.
Leading gigabit networks
Maintaining our leading gigabit networks as we provide our customers with the best connectivity products and 'best on Vodafone' user experience.
[bookmark: _Toc99525036]Customer commitments

Best connectivity products & services
Grow revenue through providing the best core connectivity products and services in each of our markets for both consumers and businesses.
Leading innovation in digital services
Leveraging our unique platforms and partnering with leading technology firms to provide customers with a' best on Vodafone' user experience.
Outstanding digital experiences
Using our leading digital architecture to provide a seamless customer experience across all channels – app, online, retail and physical delivery at home.

[bookmark: _Toc99525037]Simplified & most efficient operator detailed overview

Vodafone has implemented the strategy with the following key concepts:
[bookmark: _Toc99525038]Connectivity

Developing and improving the repeatable processes of sales activities, customer support, network operations and deployment, procurement and billing and transaction processing gave the company the opportunity to relocate operations to lower-cost centres by standardising processes across the market and applying automation at scale. 
In the next phase of the strategy, two operational models will be significantly evaluated. Firstly, the integration of European network and digital teams and secondly product development and customer care within the commercial market. The company predicts a 20 per cent reduction of operational expenses by the implementation of these two key components.
[bookmark: _Toc99525039]Integration network & digital teams

The integration of the European network and internal digital teams will lead to an increase in speed of execution, IT capabilities, standardisations of development environments and key processes and the leverage to use the _VOIS shared service environment among the digital teams. With this new model of operational processing, the digital teams are enabled to redefine the company technology architecture following the "Telco as a Service" (TaaS) model. The TaaS model is based on two existing layers of inter-connected digital technologies. 
The company has created a new standardised suit called "OnePlatform". OnePlatform is powered by Vodafone Digital eXperience Layer(DXL) which is an abstract layer into the IT architecture of the company. This layer sets the foundation framework which separates customer-facing microservices, requiring frequent and rapid adjustment from back-end systems such as billing and CRM, to standardise and improve customer omnichannel processing.
 By integrating more than 50 per cent of core network functions in the cloud the company now supports voice and data core functions on over 1300 virtual networks. Combining all European Vodafone networks into one digital architecture enables the design building, testing and deployment to be processed 40% faster at 50% lower cost.  

	Customer commitments
	Units
	Q3 FY22
	Q3 FY21

	Best connectivity products & services
	
	
	

	Europe mobile contract customers1
	million
	66.3
	65.4

	Europe broadband customers1
	million
	25.7
	25.5

	Europe Consumer converged customers1
	million
	8.6
	7.7

	Europe mobile contract customer churn
	%
	13.7
	15.0

	Africa mobile customers2
	million
	187.8
	175.4

	Africa data users2
	million
	89.8
	85.8

	Business service revenue growth
	%
	0.6
	0.7


1. Including 100% VodafoneZiggo | 2. Africa including 100% Safaricom
Table 2
Table 2 shows the results of deploying the new strategy for quoter three of financial year 22 comparing to the same quoter of year 21. The number of mobile contract customers has increased by 0.98%, NGN broadband had risen by 0.2 million.			   	  
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Vodaphone is a worldwide telecommunications firm that is one of the World's biggest mobile telecommunications companies by revenue as well as by customers. The company has around 347 million users in proportion and has quite a large network in 31 states and strategic partnerships in another 44 (Ang, 2016).
Vodafone's organisational operations are centralised. The panel of chairmen and directors develops business management policies and strategies. They also lead to alterations inside the company. It is simple and easy for the organisation to create standard rules and procedures for the corporation's overall performance using this structure. In a centralised organisation, profitability and administrative reductions are easier to attain. 
Vodafone telecom has frequently adjusted its organisational structure to effectively execute the company's strategic goals. The company is intended to: 
· Pay closer attention to local markets.
· Improve the capacity to deliver corporate services.
· Operate as a unified company.
· Make decision-making easier and more accountable.
The diagram below depicts Vodafone's organisational structure:
[image: The diagram illustrates the organization structure of Vodafone.]Figure: Organisational Structure of Vodafone (Ang, 2016)
Here the structural hierarchy of Vodafone seems as follows:
· CEO of the company
· The chief of staff
· Inter-Office Communication
· Directors' Meetings
· Europe
· Foreign affairs of the Group
· Legal Services for Groups
· Human Resources for Groups
· Finance for a Group
· Technologies in Groups
· Research and development strategic team
· Africa, the Middle East, and Asia-Pacific
The organisational structure of Vodafone may be represented as a set of power hierarchies. The way the organisational operations are conducted will be mainly determined by this centralised structure. Management teams are the individuals tasked with overseeing the many operational aspects of the corporation. Executives are responsible for a variety of tasks such as organising, managing, and coordinating. The managers' competency will determine the level at which these operations are conducted. If these tasks are efficiently handled, the organisation will achieve efficient operations and productivity (Bat and Yalcin, 2015).
Vodafone UK's profitability and subscriber base expansion have previously been linked to the company's highly skilled executive board. The administrative team is made  of highly qualified and experienced individuals (University Of Bristol, 2016).
The organisation's current structure is designed in a way that it facilitates participation across the diverse organisational departments. This link improves both flexibility and dependence across roles and functions.
The organisational chart of the company is also characterised by the fact that information is disseminated in both directions. The structure encourages communication process and information exchange both up and down the organisational ladder.
The bi-directional information flow guarantees that executives have access to operational systems that the company often use to make decisions. It also guarantees that the operational team is kept up to date on corporate rules and choices. The two-way communication also fosters trust between staff at all levels. This trust guarantees that individuals are inspired, which leads to innovative thinking. Furthermore, loyalty fosters a connectedness in which employees feel a part of the company.
[bookmark: _Toc99236563][bookmark: _Toc99525041]Organisational structure performance

Vodafone Company has managed to endure market changes after being one of the World's major telecoms firms. The organisation has always embraced constant development, which has propelled it to the level to promote innovation and expertise. Vodafone has been a well worldwide telecommunications corporation, and the firm has achieved new heights because its employees give their all. Each personnel's performance is graded in different phases, and each step is strictly watched.
Strategic planning is the early phase inside this Vodafone corporate culture. The management planes everyone's essential duties based on skill performance. At the same time, the company should maintain the mission and vision. The duties are in line with the firm's overall aim (Mullins and Mclean, 2019).
Efficient leadership is the next level in Vodafone's organisational structure performance. Each task is communicated to the individual, and bi-directional contact is recommended throughout the process. Managers should expect worker resistance initially, but leadership can inspire individual trust and set gradual goals. Additionally, the organisation aids the individual in maintaining focus and controlling distractions. Eventually, organisational performance is appraised, and appropriate criticism is given to the person without offending anyone.
Communication plays an important role in the engagement of the employees' performance, and managers maintain continuous contact. They have maintained connections through e-mails, social media groups, and conversation portals, and the administration is continually boosting the values. Management brings awareness to each and inquires about any issues that may have arisen throughout the performance. The managers address the challenges that arise and propose appropriate solutions (E  Wight Bakke and Argyris, 2020). 
Progressive and group-oriented leadership abilities are the key to the company's overall structure performance. If required, the leadership delegate decision-making to the subordinates and compensate them for their efforts. Each worker's performance is recognised and supported properly. Vodafone carefully considers the issue of versatility, and the representatives of the company feel that even if there is appropriate freedom at work, the organisation may benefit more from employee success. Each employee is given an appropriate work-life balance. The organisation always follows its core ideas, and appropriate processes are put in place to successfully create the culture. Personnel is polled for feedback, and flaws are addressed so that they do not reoccur.
Each step of these activities are documented in a proper checklist applying MBO (management by objective), and workers are scored on a scale of 1 to 10 for each phrase. The best achievements are recognised and recommended for promotion and progress. This technique stimulates the corporation's other employees, resulting in greater outcomes every time. If necessary, tables and figures are displayed to the personnel, and specific areas of error for further improvement are noted so that the same inconsistencies do not arise again.
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As the hugest network provider on the market, Vodafone also meets issues and needs of solutions when workflow meets barriers. This report section brings a clear idea of what could be and what doesn't need improvement. Vodafone shows that their technology and the future project deliver good service, but their clients keep them going. Vodafone impacts different strategies and cultures in their customer service department regarding their clients. The World has experienced massive changes in the last two years with the Covid 19 Pandemic. Thousands of employees have been obliged to work from home; the digital service requires a solid and secure network connection. This factor is why Vodafone's focus shifted to the Digital Society matter. The company tend to invest in their network infrastructure and coverage to improve their service for those professional with essential needs of a solid connection to the Network (Vodafone, 2022). The adaptive reaction shown out by Vodafone company brings a positive outcome. It is a good factor for a company to be ready for changes, recommended for every structure. Developing a collaboration project with Steelcase Applied Research & Consulting (ARC), Vodafone started to impact the neighbourhood atmosphere, delivering respectful and social engagement with their clients.
Regarding Maslow's Hierarchy of Needs, human decision-making has a connection with psychological needs (MasterClass, 2020). The neighbourhood environment will be positive for organisational employees and their clients both. ARC management and strategy bring their methods into action, diagnosing Vodafone management and employees in detail. ARC successfully challenges them to improve and apply the changes they need regarding their professional experience. Collaborating and engaging with partners to help improve your service is a fantastic recommendation, and it will pay for every organisation in the end. The plans to improve 1 billion lives by the environmental impact are good to suggest for every massive organisation like Vodafone. The company has started to develop unique ecosystems and platforms to reduce the effect on our Environment (Vodafone, 2022).
The structure of the power hierarchy helps the managers and board directors make better decisions for Vodafone's future. They allocate workers with skills that match their role and bring overall success in new projects. Successful management of various tasks and health management information exchange gives good feedback and successful projects. Bringing every new project as an idea, the organisation build a strategic plan in the early phase. This strategy helped Vodafone to avoid barriers in their activities.
Every huge organization is recommended to have built a solid hierarchy to support and recognize the roles in the business. Here it is good to point out that the communication between the employees and managers is significant for better performance. To identify the position, you need to represent every responsibility and requirement with which the employee will take action. We can have the Belbin's Team roles example, where we have different activities. Every team should have a coordinator, resource investigator, monitoring, and a specialist to advise when the project activity requires. Coordinators will decide in the job process, so they also need good leadership. They will stimulate and motivate their team to develop better performance. Monitoring and bringing everything to the table will help evaluate new and fresh ideas. Resources are essential for every project, and you always need to have in mind what you have as active or inactive assets. Vodafone proves that a strongly built hierarchy helps achieve and pull out every positive part. As mentioned in this report, the progressive and group-oriented leadership abilities take massive action in Vodafone's organization. Where every employee is supported and recognized as an individual, they apply their ten scale grades; this helps to evaluate the progress of every single employer.
Employees are recognised for promotion by presenting motivating behaviour and can build up their careers. This leadership strategy is vital and will deliver excellent outcomes in new organisations. "The importance of good leadership can not be overstressed. We live in a democratic society that requires leaders in every field and direction to give direction, create teamwork and inspire people to give their best." (Adair 2002) Delivering solid leadership could influence each individual to get involved with the common goal. Here is the slight difference between Leadership and Management in leadership, the long-term perspective to inspire and challenge team members is significant for your job activities. Here at Vodafone, when employees are motivated and questioned, they will reach quicker their targets and produce more sales.



[bookmark: _Toc99525043]Conclusion (Zhivko Panev)

Leaving a clear vision of Vodafone's structure, culture and strategies, this report includes details and recommendations on organisational activities. Vodafone is World wide company that delivers Network and Digital services, the biggest in Europe. By engaging and cooperating with third partners, Vodafone helps the outcome from their clients to a high standard. Future eco projects to bring a better World for every family and their future population. Vodafone's inclusive culture for every individual is unique. The benefit of this culture is that every client receives service with high value and respect. Organisational employees are provided with equal opportunities and chances to improve their careers, no matter their gender or religion. Focuses on innovation and teamwork, developing Vodafone tend to promote communication and cooperation, creating a neighbourhood atmosphere.
Vodafone is a leader in the telecommunication market, and the company report is the world leader by customers and revenue. The powerfully built hierarchy focuses on making decisions more accessible and more profitable. Vodafone provides services in over 31 states and partners with 44 third sellers. Vodafone pays closer attention to the local market; they focus on improving the capacity of their corporate services.
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