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Introduction

No matter the industry or size of the organisation, successful company operations are built on effective communication. Verbal, non-verbal, written, and digital modes of communication are all crucial to effective and efficient organisational communication. Corporate communication comprises all of these types of communication. Within organisations, communication fosters innovation, develops relationships, boosts output, and promotes teamwork. 
This essay will explore how line managers at the UK-based PwC company promote inclusive rules and practices within the organisation. The purpose of this paper is to help PwC improve the work environment for its UK-based employees by applying theories of intercultural and international communication, assessing cultural sensitivity, identifying communication impediments, and suggesting effective communication problem solutions. To understand the context of communication in the UK, this essay will first appraise the theoretical underpinnings of intercultural and international communication. The study will then assess the need for cultural sensitivity when conducting business in the UK, considering factors like employee background diversity. Furthermore, this essay will analyse several communication barriers that may appear in a diverse workforce and offer effective communication resolutions to help PwC overcome these obstacles.



Brief Introduction to PwC

PwC is a professional services network that offers advice, audits, and tax services to corporate customers in numerous industries. PwC has offices in 157 countries and employs more than 276,000 people, however, its global headquarters are in London, United Kingdom (PwC, 2022). According to the company's mission statement, PwC's goals are to increase public trust and provide solutions to significant problems, whilst its main objective is to "create value for clients, people, and communities through offering industry-focused services in audit & assurance, tax, and consulting services," (PwC, 2022).
PwC's fundamental values, which include excellence, teamwork, and leadership, serve as the company's guiding principles, demonstrating its dedication to providing clients with high-quality services (PwC, 2022). PwC takes pride in its inclusive culture, which supports and embraces equality and diversity, thereby providing everyone with the same chances at corporate success. The business's dedication to diversity and inclusion is evident in programmes such as the "PwC Women in Work Index" and the "PwC's LGBT+ and Allies Network" (PwC, 2022). More recently, several prizes have been awarded to PwC in recognition of its inclusive corporate culture, such as the "Employer of the Year" in 2020 and eighth place in "Stonewall's Top 100 Employers 2022" (PwC, 2022). Lastly, the organisation's dedication to diversity and inclusion can also be observed within its hiring procedures, which are designed to attract and retain a variety of talents (PwC, 2022).


Application of Theories of International and Intercultural Communication in the UK Context

In today's globalised world, when firms conduct operations across national boundaries and cultural barriers, intercultural and international communication is crucial. One of the most popular theories in cross-cultural and international communication is Hofstede's cultural dimensions hypothesis. Power distance, individualism, masculinity, uncertainty avoidance, long-term orientation, and indulgence are six cultural aspects that Hofstede defined (Deresky, 2017). The acceptance of hierarchical connections in a community is measured by the power distance, whereas the degree to which people put their own interests ahead of those of the group is determined by individualism. Whereas uncertainty avoidance gauges how much a culture tolerates ambiguity and uncertainty, masculinity refers to how much a society values competition, achievement, and assertiveness. The degree to which a society emphasises long-term planning and endurance is determined by its long-term orientation, and the degree to which it permits the fulfilment of basic human impulses is determined by its indulgence. Individualism and power distance are both high in the UK, indicating that people prioritise their own aims over those of the group (Hofstede Insights, n.d.). Competition and success are strongly valued in the male society of the UK, where uncertainty avoidance is comparatively low. People prioritise both short-term and long-term aims, as seen by the moderate long-term orientation. The prevalence of indulgence suggests that people in the UK frequently permit the fulfilment of fundamental human impulses.
         In addition to Hofstede's idea of cultural dimensions, Trompenaars and Hampden-seven Turner's aspects of culture are another theory that is frequently used in cross-cultural and international communication. The dimensions proposed by Trompenaars and Hampden-Turner contrast universalism with particularism, individualism with communitarianism, specific with diffuse, neutral with emotive, achievement with ascription, sequential with synchronous time, and internal with external control (Deresky, 2017). The degree to which people implement laws and standards uniformly or on a case-by-case basis is referred to as universalism vs particularism. The emphasis on universalism and the propensity for conformity are both present in the UK. Similar to Hofstede's dimension, individualism vs communitarianism refers to the extent to which people prioritise their own aims over the goals of the collective. In the UK, where freedom and self-actualisation are strongly valued, individualism is revered. The degree to which people segregate their personal and work life is referred to as specific vs. diffuse. In the UK, relationships are centred on specific roles, and people tend to keep their personal and work lives apart. The degree to which people exhibit their feelings openly is referred to as neutral vs. emotive. People in the UK typically express their feelings in a restrained way that emphasises politeness and indirectness.
Achievement vs. ascription also relates to how much people appreciate a person's standing or individual accomplishments. Individuals are expected to earn their positions through merit rather than through inherited rank in the UK, where personal success is valued over status. Whether people see time as linear or cyclical depends on whether they think of it as sequential or synchronous, with time being seen as sequential in the UK, where people frequently adhere to deadlines and schedules. The degree to which people believe they have control over their surroundings is referred to as internal vs. external control. Individuals in the UK frequently have an internal locus of control and rationalise that their activities may affect their surroundings (Deresky, 2017). Organisations like PwC can develop effective communication strategies that take into account the cultural norms and values of the people they work with by having an understanding of these cultural characteristics. Organisations may prevent miscommunication and cultural misconceptions and foster a productive workplace climate that encourages collaboration and innovation by promoting multicultural understanding and sensitivity (Matveev & Nelson, 2018).




Critical Evaluation of Cultural Sensitivity When Doing Business in the UK

When conducting business in the UK, cultural sensitivity is essential as people from many backgrounds coexist and work together within its multicultural society. The inclusive culture at PwC fosters equality and welcomes diversity, providing everyone with the chance to excel at their job. Understanding and appreciating cultural diversity includes, but is not limited to, refraining from forming prejudice and presumptuous ideas, as well as adjusting to cultural norms and behaviours. For example, PwC has established a number of programmes to support diversity and inclusion, an example of which is the PwC Social Mobility Programme, which strives to increase social mobility by giving young people from low-income families employment opportunities.
PwC also offers a number of flexible working arrangements, including job sharing, part-time employment, and remote working, in order to satisfy the diverse expectations of its employees. Although PwC is committed to fostering diversity and inclusion within the diverse population of the UK, cultural insensitivity is still a severe issue. More than one-third of Black, Asian, and Minority Ethnic (BAME) employees in the UK have experienced prejudice at work, according to research from the Chartered Institute of Personnel and Development (CIPD, 2017). The research results also constituted that BAME employees are less likely than their White counterparts to hold leadership positions and are more likely to experience prejudice when it comes to opportunities for training and advancement.
PwC can put its staff through cultural sensitivity training to solve these problems. Training in cultural sensitivity can assist workers in appreciating and understanding cultural differences, avoiding cultural presumptions and prejudices, and adjusting to cultural norms and behaviours (Deardorff, 2009). This training can cover subjects including effective cross-cultural communication, developing connections with varied stakeholders, and recognising and treating unconscious prejudice. It can be given through workshops, online modules, or coaching sessions. PwC can take additional steps to enhance the presence of BAME personnel in senior positions in addition to providing cultural sensitivity training. This can involve establishing goals for the hiring and advancement of BAME workers, offering mentorship and sponsorship programmes, and making sure that fair and transparent hiring and advancement procedures are followed. Third, PwC may enhance its communication tactics to make sure they are inclusive and sensitive to cultural differences. This may entail employing straightforward and understandable language, avoiding acronyms and jargon, and making sure that communication resources are available in a variety of languages. PwC can make sure that all of its employees, regardless of their location or cultural background, receive its messages by using a variety of communication channels, including face-to-face meetings, email, and social media.



Communication Barriers Experienced by a Diverse Workforce in the UK Context

Every company relies on effective communication, but a diverse staff can make it especially difficult. In the UK environment, language difficulties are a serious problem that may interfere with employee communication. A research by the Chartered Institute of Personnel and Development (CIPD, 2017a) found that language difficulties might cause miscommunications and impair workplace efficiency. It may be difficult for workers who speak English as a second language to comprehend the language used at work, especially if they are not familiar with technical phrases or jargon. Also, it may be challenging for coworkers to understand one another due to accents and dialects. Organisations must therefore make sure that all employees, regardless of language skill, are able to communicate effectively.
The usage of slang, jargon, and acronyms in the workplace presents a considerable communication hurdle in the UK. These terms are frequently understood by native English speakers, although they could be perplexing or unknown to non-native English speakers. This can be particularly difficult when it comes to financial reporting, for example, where precision and clarity are essential. Organisations should refrain from employing technical phrases or jargon that non-native speakers might not comprehend, as Dignen and McMaster (2013) emphasised in their book Collins Effective International Business Communication. To ensure that everyone in the company can grasp the message, they should utilise straightforward language and concise explanations. Communication obstacles in the workplace can also be caused by cultural differences. Communication conventions and styles vary among cultures, which can cause miscommunications and disputes. For instance, whereas some cultures emphasise politeness and indirectness, others value directness and frankness. These cultural differences may lead to misunderstandings and disputes between coworkers as a result of misperceptions and misunderstandings. Furthermore, there are cultural differences in how human beings perceive time, which can make communication more difficult. For example, in some countries or cultures, to be on time is very important, while to be late is seen as very rude. On the contrary, to be late isn't always disrespectful in some other cultures. To go over miscommunications and arguments, it is essential for companies to understand these cultural differences and modify their communication strategies adequately.
Business organisations can use various ways to get over these communication hurdles, such as providing employees with adequate language and culture training. While cultural training can help staff members better understand the cultural norms and values of the company, language training can help non-native speakers enhance their language skills. The use of plain language and jargon and slang avoidance are just a few examples of the clear communication standards and guidelines that organisations can set. Organisations may increase the accuracy and clarity of communication, making it simpler for all employees to grasp, by utilising plain and straightforward language. Moreover, organisations can promote diversity and inclusion within the workplace by creating a respect-oriented and open culture. This can happen by encouraging employees to ask questions, seek clarification, and provide feedback, promoting active listening and empathy, and valuing and respecting different perspectives and ideas. By promoting a culture of inclusivity and respect, organisations can create an environment that is conducive to effective communication among employees.





 Further communication strategies and other relevant recommendations

         In addition to the communication tactics and suggestions mentioned earlier in the essay, there are a number of other steps that organisations can take to enhance communication and remove obstacles at work. Creating possibilities for informal contact among staff is one successful tactic. Building relationships and removing obstacles through informal communication can encourage honest and efficient communication (Dignen and McMaster, 2013). To promote a sense of community and collaboration, organisations can, for instance, offer team-building activities or social events that bring employees together outside of the workplace. This can result in more mutual respect and trust amongst team members, which can enhance collaboration and teamwork at work.
Another suggestion is to create distinct routes for feedback and to promote direct and truthful dialogue. Workers should not be afraid to offer criticism or suggestions for improvement without fear of reprisal or punishment. Employee input can be gathered anonymously through surveys or suggestion boxes, and managers should actively listen to employee feedback and act upon it as needed. Organisations can develop a culture of continuous development and open communication by appreciating and acting on employee input. Businesses may foster cross-cultural understanding and communication by giving their staff members a chance to explore and experience other cultures. International businesses can, for instance, hold training sessions on cultural sensitivity, motivate staff to take part in cultural activities, or even fund exchange programmes that let staff members work in other locations or nations. Organisations may build a more inclusive and varied workplace where everyone feels valued and appreciated by fostering cross-cultural understanding and communication (Dignen and McMaster, 2013).
Encouraging employees to practise active listening is the final helpful suggestion for enhancing workplace communication. Active listening is not just hearing what someone is saying but also comprehending it and giving them the proper response (Lumsden et al., 2013). Organisations can enhance communication and lessen misunderstandings and disputes by encouraging active listening. Offering employees training in good listening techniques is one strategy to promote active listening. To make sure the message is received correctly, strategies including paraphrasing, summarising, and asking clarifying questions may be used.






Conclusion 

In conclusion, efficient communication is essential for the success of international business communication. Communication is a vital component of any organisation. Communication can be significantly hampered in the workplace by a heterogeneous staff with varied cultural origins and linguistic abilities. However, business organisations can get through these hurdles by putting in place adequate plans and cultivating a culture that is inclusive and respectful. Employees can enhance their communication abilities, comprehend cultural differences, and create a productive atmosphere by receiving language and culture training. The accuracy and clarity of communication can also be increased by having clear communication standards and guidelines, which include using plain language and avoiding jargon.
Furthermore, encouraging active listening, empathy, and the value and respect of other opinions and ideas in the workplace can aid in fostering a welcoming environment for all workers. Businesses may increase productivity, build their brand, and get a competitive edge in the global market if they understand the value of diversity and inclusion in the workplace. Dignen and McMaster (2013) stressed the significance of successful communication in international business; their book "Collins Effective International Business Communication" offers insightful information about the methods and strategies businesses can employ to enhance their communication abilities in a multicultural and globalised society.
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