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International business communication is one of the most critical aspects for the development of the factors within the organizations which help them to expand into other countries and deal with the cultural barriers. Most times companies decide to expand into other countries just because they need to get better results and higher profits in different countries. Therefore, they face cultural communication barriers (Lai, Shankar and Khalema, 2017). The organizations have to take into consideration the impacts of these communication factors since managers will understand some frameworks through which they can interpret the new worlds and cultures. An integration should always be created within the organizations because the managers need to put forth some strategies where they can get over communication barriers in all possible ways. The following report will discuss the business expansion of a UK-based company to Bangladesh since it is a developing country. Different cultural barriers will be discussed in this report to understand how they can be looked after. 
[bookmark: _Toc103007645]Overview of the selected developing country 
Bangladesh is one of the most significant developing countries in South Asia and it has come up as one of the most preferred countries for many European companies. It is regarded as the eighth-most populous country in the world around 16.50 crores as reports received in 2020. It should be mentioned that Bangladesh was formed in 1971 and it was a part of Eastern Pakistan before that. This country is one of the highly densely populated countries and the market opportunities for the UK-based company will be huge. Dhaka is the largest city which also serves as the capital (Thuesen, 2017). Some neighboring countries of Bangladesh are India, Nepal, Myanmar, Bhutan, and China. Almost 90% of people in the country follow Islam and 98% of the total population are Bengalis. The cultural differences with UK-based companies will be huge because many people in the country are not proficient with the English language. 
[bookmark: _Toc103007646]Application of theories in the selected country 
In this part of the report, the cultural dimensions will be discussed based on the theory of Hofstede's insights. It can lead the companies to understand the factors they have to improve and give more focus. Companies should always find out the best ways to deal with these challenges and understand the behavioral patterns of the people so better strategies can be implemented. The 6D model will be used in this section to understand how the UK-based company will need to react so they can prepare the best strategies for the betterment of business and generate higher profits (Lai, Shankar and Khalema 2017). There are six different elements in Hofstede's insights and these are masculinity, uncertainty avoidance, power distance, individualism, long-term orientation, and indulgence. The scores on these aspects need to be reflected so the company gets better options in this matter.
Bangladesh scores 80 in power distance (Hofstede-insights.com, 2022). This fact deals with the element that all the people within the society are not equal at all. The distribution of power in an equal manner is defined through this factor. If people accept that power is distributed properly among all the members within less powerful groups, it will surely be a positive aspect of the organization. The score of Bangladesh suggests that everyone has a justified place in the social hierarchy and no further justification should be given to that (Hofstede-insights.com, 2022). All sorts of inherent inequalities must be avoided within the organizations for productive outcomes. 
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Figure: Hofstede Insights Bangladesh
Source: (Hofstede-insights.com 2022).
Bangladesh’s score in individualism is 20 (Hofstede-insights.com, 2022). The meaning of this dimension is the fact that the companies and hierarchy of the society maintain the independence of the people. UK-based organizations must take care of this issue since the independence of people is highly maintained in the UK and it scores 89 in this dimension. Among the individual people, the feeling of 'I' is most important because they only take care of themselves and their immediate families. On the other hand, people believing in collectivist groups believe in 'we' (Lai, Shankar and Khalema, 2017).
In the third dimension named masculinity, Bangladesh has scored 55 (Hofstede-insights.com 2022). This suggests that society has to be driven by the high amount of competition and achieve success through struggles. The score of Bangladesh in this scenario defines Bangladesh as a masculine country. The managers in the country are highly decisive and assert their decisions on the employees. The UK has scored 66 in this dimension portrays the UK as more masculine in nature (Hofstede-insights.com, 2022). Thus, the company will face fewer difficulties in adjusting to the situations. 
According to Hofstede Insights, it can be said that Bangladesh has scored 60 in the fourth dimension named uncertainty avoidance (Hofstede-insights.com 2022). Through this dimension, society deals with all the limited knowledge of the future and believes that the future is uncertain (Thuesen, 2017). It shows that Bangladesh has scored high in this dimension shows that people in the country are somewhat rigid about issues and they do not tolerate any kind of unorthodox approach in the society at all. Employees in the country find an urge to be busy. 
As per the fifth dimension, Bangladesh has scored 47 in long-term orientation. On the other hand, the UK scores 51 in this dimension which suggests there are some common factors between both these countries so the managers can find it easier to deal with the challenges (Hofstede-insights.com, 2022). Through this dimension, all the challenges of the present and future times can be assessed properly. The score of 47 shows this score is in the middle and it does not show their preference in any of the directions. They stand at an intermediate position.
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Figure 2: UK Hofstede Insights
Source: (Hofstede-insights.com, 2022).
Lastly, it can be said that Bangladesh has scored only 20 in the final dimension which is indulgence. It shows their score is very poor. It determines that Bangladesh is a restrained country and people in the country are very much pessimistic and cynical (Souri et al., 2022). The United Kingdom scores 69 in this dimension which highlights the UK-based company will face tremendous challenges in achieving the targets as potential employees in the country are full of cynicism and negative approach. People are driven by social norms rather than their wishes. 
[bookmark: _Toc103007647]Cultural sensitivity while doing business in a developing country 
Cultural sensitivity is one of the main aspects that the new companies should always keep in their minds for the future. The companies should acknowledge the show respect to the cultures of the new countries because they have to recruit all the native people as a source of cheaper labor. The organization should not demean the cultural values and respect the religious customs also (Barak, 2022). There has been a major historical conflict between the people of the UK and the subcontinent. Bangladesh was a complete part of undivided Bengal and the rulers of Britain had divided the two parts of Bengal. However, business cultures must not be affected due to these historical factors at all.  Religious and cultural differences will always be challenging for the business managers of the UK because this will result in more differences. Any type of cultural discrimination must not be tolerated just because this affects the profitability of the business (Eisenmann et al., 2018).
Multiple foreign investors are highly interested in investments in Bangladesh, but the work culture is completely different in Bangladesh than the people of the UK. Most companies want to move their manufacturing bases to Bangladesh because they can access the markets of India and Nepal (Thuesen, 2017). Business development can only be implemented when people in the country support these businesses and are convinced by the efforts of these organizations. The expanding company has to make sure that its efforts will never disrespect any cultural values of Bangladesh or hurt the Bengali sentiment. Companies are mostly sure that they can continue with their business opportunities in these countries just because they will have lots of better economic opportunities. The overall culture of Bangladesh is rich and diverse (Grissom, 2018). However, language barriers will be a huge challenge for the companies in this context. Several subcultures are present within the country which originates from different nationalities. 
Therefore, it will be challenging to find out any single dimension. Bangladesh already has a rich history of art, literature, architecture, painting, music, and many more. The expanding company should consider the superiority of all these forms so they can design their business strategies while keeping these factors within the spectrum. Bangladesh is ranked 128th in terms of overall literacy rate with 72.08% of people can read and write (Barak 2022). On the other hand, the UK has a literacy rate of 99% which means almost everyone can read and write except a few (Morrison-Smith and Ruiz, 2020).
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Figure 3: Cultural barriers
Source: (Lott and Abendroth 2020).
It is always very significant to keep in mind that people in Bangladesh should be trained properly with technical and linguistic skills so they can adapt to all these changes very fast. The organization has to make the survey on the potential target market based on socioeconomic conditions (Cutler, 2018). The company must utilize all sorts of cultural diversities that can be highly indulgent to get over the cultural barriers. Both Bengali and British cultures should coexist for a better future for the country. The organizations have to undermine the cultural challenges to gain a better insight into the matter (Lott and Abendroth, 2020).
[bookmark: _Toc103007648]Different communication barriers 
Cultural communication barriers are very common for all the companies within the business industry. Whenever the companies leave their comfort zones and try out something new for their developments, they have to manage huge stress based on cultural communication (Smith, Gilmer and Stockdale, 2019). It is the same in this case also where the company from the UK has to go through multiple cultural communication barriers in Bangladesh (Mate, McDonald and Do, 2018). Ethnocentrism is a matter within cultural dimensions where people look to see different cultures through their lenses only. They do not consider the valuable aspects that these cultures possess. They interpret all the things in their way and this causes the actual troubles. It should be highlighted that Bangladeshi cultural values and much different from the UK because these regions are geographically so far and languages are completely different as well. Another communication barrier is of stereotyping (Warren, 2017).
As per the surveys, it is seen that the common food habits and dress habits of Englishmen and Bengalis in Bangladesh are entirely poles apart (Irwin, 2020). If the British managers judge the Bengali people based on their attire and food habits, it will be a big mistake on their part. Therefore, it is very interesting to note that stereotyping should always be stopped by British managers and judge the capabilities of job candidates on their education and skill levels. Training can also be given to these people so skill enhancement can take place (Lott and Abendroth 2020). Bangladeshi people are very prone to serve their guests the best quality food and a warm welcome. On the other hand, the famous French proverb goes The British never invite you for dinner. This is why these communication and cultural barriers are very challenging for the British managers to comply with the beliefs and customs of the common people in the newly selected country Bangladesh (Flynn et al., 2018).
Psychological barriers are very significant aspects for the organizations because they have to create teams where people from both cultures will exist. Therefore, it is always evident that managers have to make adjustments while managing the team. They have to create a work culture where everyone can survive together and reflect upon the best strategies through proper consulting (Ting-Toomey and Dorjee, 2018). Language barriers will be the biggest challenge in this context because employees have to talk about various aspects. All the organizations will lead to a better future when employees do not engage in any kind of conflict. These conflicts are very challenging and must be avoided. 
[image: Barriers for effective cross-cultural communication and interaction... |  Download Scientific Diagram]
Figure 4: Barriers for cultural communication
Source: (Yuriev et al. 2018).
The managers should provide training to the people about the effective use of language and not use any slang on each other (Haddud, and McAllen, 2018). There might be a situation where non-English speakers of Bangladeshi origin will suffer from an inferiority complex just because they cannot speak English very fluently like all other British native employees. UK-based employees will be task-oriented but Bangladeshi employees are highly relationship-oriented (Warren, 2017). Therefore, it is always significant to note that all the conflicting values should be taken under control before economic and political environments are seen through for expansion in Bangladesh (Yuriev et al., 2018).
[bookmark: _Toc103007649]Recommendations on communication strategies
Better communication is one of the foremost aspects that can be utilized for successful business ventures in other countries. Most companies choose to develop and establish their business in different developing countries because they can get cheap labor and meet the requirements of clients by saving much money through lower operation costs (Widén and Karim, 2017). Communication between the native people and people from the host country of the organization must be smooth. This will be helpful to establish a successful company and create a win-win situation. Some recommendations will be provided in this section so the communication strategies can be made better: 
· Around 75% of the employees believe that teamwork is very necessary for the development of the organization. The expanding company from the United Kingdom has to take into account that all of the employees should focus on the purpose of organizational efficiency and make sure they have good collaboration with each other.
· All the needs and requirements of the stakeholders should be understood by the new company in Bangladesh. They can attract some big investors within the country who can help them to survive and show longevity through their effective support. All the native British managers should always show respect to the Bangladeshi people for better outcomes (Yuriev et al., 2018).
· All the people must be involved in the entire process because people need to participate in the decision-making process. All the objectives should be clear because employees should not be able to communicate their roles effectively if they are not sure enough to implement better tactics (Manca et al,. 2018).
· Everyone should be able to speak in the meetings. Otherwise, the values and opinions of the people will be left unsaid. If they cannot express their views, they will miss a fair chance completely. The meetings should be open for all and everyone from different cultures, languages, and religions will have similar rights. 
· The expanding company needs to use multiple modes of communication (Taylor et al., 2018). Organizations have to make sure that they do not rely on their favorite communication channels only. They should look out for different modes through which all the people can come to a better position. 
[bookmark: _Toc103007650]Conclusion 
In the concluding section of the report, it can be said that cultural communication is one of the most crucial aspects of the development of organizations when they move out to other regions. All the companies have to make sure that they communicate with all the stakeholders of Bangladesh so they can support the company on all terms. Moreover, the company managers from the UK should have profound knowledge of the culture and rituals of the country. Then only they can implement some tactics for the development of the organization. Communication barriers should be overcome through different recommended strategies in the organization. 
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