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[bookmark: _Toc133508552]Introduction
Sharing information within the workplace and with external parties is referred to as business communication. To achieve organisational goals, effective interaction between management and employees is crucial. Its goal is to make organisational procedures better and cut down on mistakes. To accomplish excellent business communication, it is critical to improve on both communication abilities and processes. (McLean, 2010)

The only difference between conventional business communication and international business communication is that it occurs across cultural boundaries. This, however, can be difficult because cultural standards and expectations differ widely from one nation to the next.

Jack Cohen established Tesco in 1919 after first running a single stand in London, England. In 1929, the business launched its first location. (Johnston, et al., 2022) With over 345,000 employees, Tesco is a top-tier international retailer with the mission to ‘serve customers every day with affordable, healthy and sustainable food - to help them enjoy a better quality of life and an easier way of living.’

In the report that follows, we will concentrate on the part that line managers play in promoting the development of inclusive workplace policies and practices. We will talk about how the Hofstede international and intercultural communication theory is applied in the business world of the United Kingdom, as well as critically assess the cultural sensitivity required when conducting business here and the various communication challenges a diverse workforce face, along with appropriate suggestions for overcoming them.

[image: ]Figure 1 (Source: Wikipedia)

[bookmark: _Toc133508553]The Hofstede Model
Geert Hofstede created the cultural aspects theory as a foundation for intercultural communication. Using a framework from factor analysis, it demonstrates how a society's culture affects its members' values and how these values connect to behaviour. The Hofstede model concentrates emphasis on six distinct cultural elements (individualism – collectivism, uncertainty avoidance, power distance or the strength of social hierarchy and masculinity - femininity or task-orientation versus person-orientation, time perspective and restraint - indulgence) that assist organizations and businesses in making crucial strategic decisions and creating the best possible marketing strategies and plans. (Dewiyanti, 2021)

[image: Describing the Nigerian Society using the Hofstede's model of cultural  Dimensions. (Part One) | by Martins charles | Medium]
Figure 2 (Source: Medium)

The Hofstede model of national culture has helped Tesco better understand a certain nation's culture. Tesco has implemented cultural components of the Hofstede model into its operations to grow and expand globally. Tesco's marketing plans and initiatives have also been altered and changed to accommodate for local cultural norms and beliefs. While adhering to its main global strategy, the company has localised.

[bookmark: _Toc133508554]Power Distance
The level of discrepancy between individuals and distinct groups of individuals within an organization based on the amount of power they wield is referred to as power distance. This discrepancy is accepted by the workforce. (Dellnar, 2015) Tesco has a culture of short distances. We shall discuss the company's organizational structure and leadership philosophy under this subject.

Tesco's organizational structure is flatter than that of other companies. Because the organizational level is lower, there is more visibility and easier access to management. Employees feel a stronger feeling of belonging and trust as a result, which pushes them to achieve their best. Employees are assigned tasks and often given the freedom to pursue their own goals as long as they follow the terms and conditions of their job. People are more motivated to work toward their goals and objectives when they are not subjected to regular, direct supervision. 

[bookmark: _Toc133508555]Tesco is well-known for developing leaders. The inspiring manager inspires his or her people by instilling trust and admiration in them, driving them to work harder. The team leader encourages team members to work together to achieve personal and professional goals, as well as bigger and more comprehensive corporate growth. Tesco's management is also approachable and truthful, making it simple for others to learn from them.

Individualism versus collectivism
This refers to how a company's job assignments and activities are organized. Individualistic firms place a higher value on individual accomplishments, and employees prefer to compete with one another to complete difficult jobs and advance shared goals. Collective organizations, on the other hand, work closely with teams and groups to reach a common purpose that requires collaboration. Tesco strives to build an organizational culture that favorably balances individualism and collectivism in order to inspire top performance from employees and sustain corporate growth. (Dellnar, 2015)  

Tesco places a premium on individual accomplishments. Employees are recognized for their exceptional personal and professional efforts and accomplishments. Employees are acknowledged and rewarded for their accomplishments, both internally and outside, which motivates them to seek progress.

Tesco weighs each possibility separately. All promotions and pay management decisions are made on the basis of merit. These decisions are subject to strong performance-based standards. Tesco feels that applying these principles to foster employee growth and an open and honest culture within the firm is simply fair in order to prevent and manage conflict.

[bookmark: _Toc133508556]Uncertainty avoidance
Organizations with strong uncertainty avoidance cultures may have a more controlling outlook, where there is a greater desire for control and thorough understanding. These cultures prioritize having stricter risk controls over encouraging innovation and creativity generally. A more laid-back and open culture is indicated by lower uncertainty avoidance ratings. (Dellnar, 2015) Once more, Tesco mixes the two in its culture, however it tends to have lower uncertainty avoidance scores. 

Tesco promotes a flexible culture throughout the company. The organization constantly employs change management efforts to improve its working methods, cultures, and teamwork. The company has been able to respond to changes in the internal and external surroundings as a result of the frequent adjustments. This has also spurred organizational innovation. Tesco's strategy and many of its departments' operations are adaptable to the organization's goals and the needs of specific nations. Tesco is currently a vocal proponent of localization, which is built on the concepts of flexibility and adaptability. 

[bookmark: _Toc133508557]Femininity vs. masculinity
This relates to how male and female employees in the organization have been assigned different employment positions and duties. (Dellnar, 2015)  Tesco has a low MAS score, indicating that work functions in the company frequently overlap between men and women and that job descriptions are neither gender biased or stereotyped. 

Tesco rejects discrimination and gender stereotypes in employment requirements and staff responsibilities. Tesco created all its positions and responsibilities with the goal of achieving gender equality in the workplace. Tesco is also happy to be an employer that embraces diversity and provides equal opportunity for professional advancement for men and women. 

[bookmark: _Toc133508558]Short-term vs. long-term orientation
Long-term cultures are more thrifty and practical in their outlook. They have a long-term perspective on time that is well spaced out in the future. Cultures that are short-oriented, on the other hand, are more patriotic and value-driven. (Dellnar, 2015) Tesco works with a long-term perspective in strategy emphasis and development, but execution and related activities are more driven by a short-term orientation. 

Tesco respects and defends the rights of all individuals and groups who live in a society or community, especially minorities. The corporation gives equal opportunities to all groups in its business and personnel operations since it is an equal opportunity employer. Tesco and its employees are frequently preoccupied with the how and what of a problem, rather than the why. This suggests a greater desire to address challenges and a tendency for long-term thinking. People must be able to identify the cause of an issue rather than merely the symptoms in order to successfully solve it and improve personal and organizational performance. 

[bookmark: _Toc133508559]Restraint vs. indulgence
A society is more tolerant of people's needs and happiness as well as their own pleasure if it has a higher indulgence score. On the other hand, a culture that is more constricting is one that is governed by social standards and laws. (Dellnar, 2015) Tesco's organizational culture is a balanced combination of the two, with a tendency toward indulgence. 

Tesco respects its employees and has a positive business culture. All personnel are often instructed on how to remain cool and focused in stressful situations. Employees are also educated on personal mental health and, if necessary, treated for personal concerns. These show how the company maintains a positive image while still acting in the best interests of its employees.

Tesco provides its employees the right to free speech. The company encourages its employees to express their opinions politely and intelligently. To further improve organizational performance as well as the internal culture and climate, the corporation also promotes debate and often solicits employee feedback.
[bookmark: _Toc133508560]Cultural sensitivity
Cultural sensitivity is the ability to recognize cultural differences and similarities without placing a value on them, such as good or bad, better, or worse, or right or wrong. (Human Resources Administration Department of Social Services, 2023)

In an increasingly globalized world, cultural differences and how we respond to them may occasionally inhibit business. As a business owner, it is your responsibility to help your employees become aware of and sensitive to diverse cultures. By doing so, you can improve your company's operations, sales, and the quality of goods and services you provide, as well as your relationships with customers, workers, and suppliers.

It may be detrimental to your organization if you are unaware of or culturally insensitive. Internally, alienating and upsetting employees can be damaging, and talks and relationships with other businesses might suffer as well. Customers are also increasing the demand on firms to demonstrate that they embrace ethnic diversity. Failure to do so may result in a financial loss. (Petersen, 2019)

Building cultural sensitivity and understanding should start with a company's internal culture. It may be easier for the corporation to reflect these concepts once leadership emphasizes that respect for various cultures is a fundamental component of how the firm functions. Making assumptions about other people and their cultures is part of becoming culturally aware. Businesses may find it beneficial to hire outside consultants that specialize in cultural sensitivity training. Human resources professionals may also be useful in this situation. Another strategy to make your company's goals a reality is to teach HR personnel on cultural issues and to be open to employee feedback.

Tesco's success is predicated on employees caring for one another in a culture of trust and respect. Colleagues give their all for consumers when they are regarded and valued, have possibilities for advancement, and are encouraged to grow.

One reasonable error Tesco has made in terms of cultural awareness is expanding to America. Tesco attempted to expand into the United States of America in order to meet its growing demand. Five years of accumulated losses and £1.5 billion in investment bills emerged from the American experiment. This case study is an outstanding example of a company that expanded without first understanding culture. Tesco is far from the first British-based firm to abandon its American ambitions; unfortunately, this happens far too regularly. Fresh & Easy, for example, sold small pack sizes, even though US consumers prefer to buy in bulk to save money. Furthermore, the stores featured British-style ready meals that were unfamiliar to American shoppers and initially depended mostly on self-service tills. (Commisceo Global, 2015)
[bookmark: _Toc133508561]Communication Barriers
Numerous studies have been conducted on the benefits of diversity and inclusion in the workplace, such as increased innovation, higher worker retention, and improved corporate reputation. But how easy is it for a company to foster diversity? What might be the impediments to this happening?

[bookmark: _Toc133508562]Unconscious bias
Unconscious prejudice refers to any associations made without conscious knowledge between various attributes such as gender, race, and culture. It usually indicates that we like or have an affinity for those who are like ourselves. This could apply to race, gender, or sexual orientation. Automatic judgment or prejudices in the workplace are significant barriers to inclusion and diversity. (Diversity in Tech, 2022)

[bookmark: _Toc133508563]Lack of role models
A lack of comparable role models is one of the most significant hurdles to employees feeling included in the workplace. If the leadership team is exclusively made up of people of the same gender or colour, for example, people from various backgrounds are less likely to feel at comfortable in the workplace. Seeing someone from a similar background, particularly if they are a minority, is likely to excite and encourage employees to foster a more creative and productive culture. (Diversity in Tech, 2022)

[bookmark: _Toc133508564]Lack of training
[bookmark: _Toc133508565]When a firm attempts to become more diverse and inclusive, it usually hits stumbling obstacles. Many problems can be overcome by educating both current and newcomers. By providing inclusion and diversity training, businesses can guarantee that everyone is proactive in maintaining a balanced and inclusive workplace. Furthermore, people will be able to tell when someone is not being as inclusive as they should be, possibly through their tone of voice. (Diversity in Tech, 2022)


The Tesco Model
Tesco has traditionally solicited employee feedback. "What do we need to fix?" asks the corporation. "What is it that prevents you from working hard for our clients and helping one another?"

Tesco staff communicate vital information to one another through conversational methods such as face-to-face interactions. Board meetings are another form of in-person verbal engagement. Tesco board meetings are a great place to talk about the company's long-term development strategy. They also share information to their customers in person, ensuring a prompt response.

Tesco uses voicemail to communicate with consumers and other employees inside the firm. They use voicemails to contact customers as needed, such as to alert them of product delivery or to set a pick-up time for returned items.  (Tesco, 2023)

[bookmark: _Toc133508566]Conclusion
A diverse and inclusive workplace culture fosters more innovation and efficiency, and is ultimately a better place to work. When a firm decides to become more diverse and inclusive, it is likely to confront any or all of the obstacles listed above. The path to a more diverse workforce becomes clear through providing great training, maintaining open lines of communication, and ensuring that relatable role models are present throughout the firm. (Abdullah, et al., 2016)

According to the preceding research, Tesco is an excellent example of inclusion and communication. The corporation takes realistic decisions and provides acceptable concessions to its personnel.
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