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International business communications and role of line manager of Waitrose Ltd 
Effective communication is essential for organisations to succeed in today's globalised business environment. In the context of British corporate communications, promoting success requires an inclusive atmosphere. The UK is well known for its varied workforce, global culture, and dedication to advancing inclusion and equality. This inclusive introduction will give a general overview of the UK's cultural landscape and communication customs while emphasising the value of valuing diversity and encouraging inclusion in workplace settings. The UK is a multi-ethnic country that has seen waves of immigration, creating a vibrant pattern of origins, cultures, and languages. British corporate communications are diverse and need a sophisticated approach to cross-cultural communication.
To guarantee that people from different racial, gender, and socioeconomic backgrounds are recognised, respected, and given equal opportunity to participate and thrive, inclusive workplace practices are crucial (Grindstaff, 2022). This study intends to examine how Waitrose's supervisors support an inclusive culture. Waitrose is a well-known UK company recognised for its dedication to high-quality food selling and first-rate customer service. This research will help Waitrose create a workplace where everyone can achieve this by looking at theories of cross-cultural and international communication, assessing cultural sensitivity, looking at communication impediments, and offering solutions. Waitrose can unleash the full potential of its diverse team and create a workplace where everyone can thrive by establishing an inclusive atmosphere.
Waitrose is a well-known and reputable UK-based grocery business that was founded in 1904. It has grown to be a well-known brand for high-quality food retailing and first-rate customer service with more than 330 locations nationwide (Waitrose.com, 2023). Waitrose supports the principles of cooperation, equity, and inclusion as a division of the John Lewis Partnership. Waitrose is aware of the value of inclusiveness and the contribution that diversity makes to its success. The company understands that having a varied team helps them better understand and serve its broad consumer base since they have access to various opinions and experiences. Waitrose aggressively supports diversity and fair chances for all workers in line with this philosophy. 
The information from the company’s diversity and inclusion programmes demonstrates that the company is well dedicated to the diversity in workplace. The reports show that 48% of employees in the company are female and around 40% of them hold a senior leadership role in the organisation. The company also works to foster an inclusive atmosphere for its staff with different ethnic groups. According to the research, 15% of Waitrose employees identify as Black, Asian, or Minority Ethnic (BAME), and there are measures in place to boost representation and professional progression prospects for this group. Through several programs and policies, Waitrose shows its dedication to inclusivity in the organisation.  
However, in recent years lack of cultural diversity and inclusivity in the organisation, lead them towards failure in the competitive UK market and ranked 8th in its market with a share of 5.1 percent (Statista, 2023). Due to this challenging situation, the company is trying to promote various hiring procedures to draw applicants from a variety of backgrounds. They create inclusive employee resource groups that connect workers with similar identities or interests and give assistance.
The cultural dimension theory of Hofstede is based on 7 different dimensions including power distance, individualism, masculinity, the tendency of avoiding uncertainty, orientation, and indulgence. The country comparison tool of Hofstede states that in the case of the UK, the power distance is 35 which indicates a society that promotes equality. Individualism is 95 which indicates that British people are self-centred, masculinity is 66 and it indicates that the society is competitive. The indulgence score is 69 and it indicates that the society is tolerant. 
The power distance score of 35 means that the UK society is democratic. The line manager can implement this social democracy in the workplace which will help the expatriates to communicate with the higher authorities easily and can express their thoughts (Hofstede, 2023). It can mitigate the issues of communication gaps.  A high score in indulgence (69) indicates that the society of the UK is liberal. The line manager can also implement this liberalism in the workplace which can make a place for all communities. It will promote diversity in Waitrose which can eventually increase the cultural reputation of the organisation (Cronin and Edwards, 2022). The result of Hofstede's country comparison shows that the people of the UK are self-catered (Hofstede, 2023). It is not beneficial in the workplace as self-centered employees will not think for co-workers and subordinates (Arain et al., 2022). Therefore, the line manager can train the local employees to increase their level of emotional and cultural intelligence to understand the mental state of others.
According to the intercultural communication theory of Samover, In the era of globalisation, line managers must have the capability to develop a positive environment in the workplace by analysing the cultures of different communities. Cultural exchange is required according to Samover as no culture across the world is perfect to establish a positive environment. Now, in the case of the UK corporate culture, they offer democracy and tolerance but also come with self-centeredness which prevents the employees to work as a team. Therefore, according to the theory of Samover, the line manager of Waitrose should adopt a culture that promotes lesser individualism. It will be helpful to determine the cultural and communication policy of Waitrose by mixing a different communication style and culture with UK corporate culture. “The development model of intercultural sensitivity” is related to Jandt's theory of cultural communication. According to this theory, the line manager of Waitrose has the responsibility as follows: 
The first stage of the DMIS model is denial and in this stage, the cross-cultural employees feel that they come from a better cultural environment than others. In the case of Waitrose, the line manager first arranges a training session for each cross-cultural employee to increase their cultural intelligence (Gardiana et al., 2023). The second stage of the DMIS model is defines and, in this stage, the employees try to defend themselves with personal logic. But, training to increase cultural intelligence can help them to understand other's cultural perception too and it can mitigate the conflicts. The third stage is minimisation (Gardiana et al., 2023). In this stage due to the increasing level of cultural and emotional intelligence, individualism reduces, and respect for each other's culture starts to develop. The fourth stage is acceptance. In this stage, employees will be able to develop their emotional intelligence at a level that they can work in a cross-cultured environment. The fifth stage is adaptation. In this stage, employees start to adapt to the good things from other's cultures. 
The last stage is integration where the employees will form a separate corporate culture that provides space to every community, gender, and race. It is crucial to take a look at the wider UK retail sector when analysing how culturally sensitive Waitrose's competitors are. Analysis of the Comparators' general strategy for promoting cultural diversity and inclusion can help to understand cultural sensitivity properly (Machin, 2022). One of the biggest grocery store chains in the UK, Tesco serves a wide range of customers. The business has shown its dedication to cultural awareness by providing a variety of ethnic items to meet the needs of various clienteles (Arnab, et al. 2021). It has also made investments in diversity and inclusion efforts, such as employee resource groups and training courses aimed at fostering an inclusive workplace. In addition, Tesco also collaborated with groups that promote diversity, such as Stonewall and the Business Disability Forum. Another significant UK grocery business, Sainsbury's, has made attempts to be sensitive to cultural differences. This company has created inclusive practices and policies, such as flexible work schedules and funding for networks that foster diversity and inclusion. To encourage cultural awareness among staff members, especially those in customer-facing positions, Sainsbury's has put in place training programs (Golf-Papez and Veer, 2022). In addition, this company is also committed to implementing diverse hiring practices. As an affiliate of the Walmart family, ASDA has come to understand the significance of diversity and inclusion and is working to provide a welcoming workplace where everyone is respected and cherished (Shaw and Shaw, 2019). To assist its diverse staff, ASDA has put into place measures including mentorship programs, diversity training, and employee resource groups. 
A varied workforce in the UK includes people from various linguistic origins. Language barriers can make it difficult to communicate clearly, which can result in misunderstandings and misinterpretations. The Office for National Statistics estimates that 20% of UK residents spoke a language other than English at home in 2020 (Bolton and Bacon‐Shone, 2020). To guarantee clear and concise communication, line managers must overcome language obstacles by offering language instruction and translation services. Values practice and social standards are just a few examples of the many facets that make up cultural variations. As people from various cultures may have different communication methods, perspectives, and expectations, these differences can cause communication difficulties. Employees from individualistic cultures may appreciate individual expression and boldness whereas those from collectivist cultures may prioritise group peace and avoid direct conflict (Akanji et al. 2021). If not appropriately addressed, these differences may cause misunderstandings and disputes. While a colleague from a culture that values quiet and meditation may be digesting information and composing a meaningful answer, a colleague from the UK may take a colleague's silence during a talk as disagreement or indifference. Body language, facial emotions, and gestures are all examples of nonverbal communication that can vary throughout cultures (Pratolo, 2019). Different meanings or interpretations might be attributed to specific movements or emotions. For instance, while direct eye contact may be viewed as aggressive or rude in some cultures, it may also be a sign of respect and participation in others. These distinctions may cause misunderstandings and misinterpretations at work. 
Prejudices and stereotypes based on traits like race, ethnicity, gender, or age can seriously hinder communication. Preconceived ideas about people or organisations can obstruct productive collaboration and communication (Arakawa and Anderson, 2020). Unconscious biases have the potential to stifle cooperation, interfere with communication, and foster a toxic work atmosphere. As an example, presumptions based on gender or race may lead to staff members not being taken seriously or being left out of crucial discussions or decision-making processes. Communication difficulties may result from a lack of cultural understanding and sensitivity on the part of line managers and employees (Provan et al. 2020). Having no grasp of the customs, beliefs, and values of other cultures can result in misunderstandings and poor communication. In some cases, if certain religious or cultural practices are not taken into account during team meetings, employees may feel alienated or disengaged, which may decrease cooperation and productivity.
It is crucial to put into practice efficient communication techniques and other pertinent suggestions to foster a happy environment where everyone at Waitrose may prosper (Kitchen et al. 2022). The following tactics and advice are recommended taking into account Waitrose's environment and dedication to inclusivity:
Waitrose is capable of developing a thorough communication strategy that emphasises the company's dedication to inclusion and diversity. The importance of each employee's distinctive viewpoints and contributions should be emphasised in this strategy (Roberson and Perry, 2022). It should be distributed via a variety of mediums, including team meetings, intranet platforms, and corporate publications. The strategy should include detailed objectives, projects, and updates on the status of Waitrose's diversity and inclusion activities. Ensure that Waitrose's internal communication channels are open, transparent, and inclusive. Make use of intranets, digital platforms, and collaborative tools to promote effective and inclusive communication between various teams and departments (Gatiti, 2022). 
ERGs may be created to give workers a place to network, exchange stories, and encourage inclusion at Waitrose. These groupings may represent many affinity groups, including personnel from racial or ethnic minorities, or those with impairments. ERGs may assist in establishing a feeling of community, assisting in the development of careers, and planning diversity and inclusion activities (Hill et al. 2023). To make sure that all workers are aware of and can access the activities and efforts of ERGs, effective communication channels should be developed.
Waitrose might spend money on cross-cultural communication training for line managers and staff. The main goals of this training need to be to foster cultural competency, empathy, and practical tools for effective communication in a diverse workplace (Hutchinsb and Goldstein Hode, 2021). The training should include communication styles, cultural variations, and methods for resolving conflicts. The training program can be informed by information from employee surveys or focus groups and can pinpoint certain areas for development.
Establish communication channels for staff members to voice their opinions, ideas, and issues about inclusion and diversity. Regular surveys, town hall meetings, or anonymous suggestion boxes may all be used by Waitrose to promote open communication and give staff members a voice (Pogrund and Maguire, 2020). To learn more about the experiences, difficulties, and ideas of your staff, conduct frequent employee surveys and feedback sessions. Waitrose may show that it is committed to fostering a healthy work environment for all employees by actively listening to employee input and taking relevant action. The company needs to make sure staff feels heard and appreciated by actively listening to their comments and acting quickly to fix any issues.
Diversity is one of the most important approaches in the business organisation. The well-known and reputable UK-based company Waitrose needs to actively encourage and value diversity inside the company (Yamoah, 2019). It may be achieved through promoting staff accomplishments, displaying success stories, and planning events or activities that celebrate many cultures and customs. If Waitrose holds weeks or months with a diversity theme, for instance, staff members might showcase their ethnic background through cuisine, presentations, or performances. These programs help employees feel included and appreciative of one another. 
Invest in leadership development programs that provide line managers with the know-how to successfully manage diverse teams. Impart knowledge on controlling unconscious biases, effective communication, and inclusive leadership (Minehart et al. 2020). Line managers at Waitrose need to be trained in inclusive leadership techniques. To do this, open dialogue should be encouraged, varied ideas should be valued, and diverse talent should be actively sought out and supported. As role models, inclusive leaders encourage their team members to practice inclusion in all aspects of their relationships.
It can be concluded that the essay aims to improve the role of the line manager of Waitrose Ltd to create a positive environment for employees from different parts of the world by using the business communication style of the UK. This section will cover the use of intercultural communication theories to recommend better strategies to the line manager of Waitrose Ltd. The study covers the communication barriers too. Due to prejudices, language hurdles, nonverbal communication variances, and cultural differences, communication obstacles might develop in a diverse workforce. For the UK to promote effective communication and develop an inclusive workplace, it is essential to recognise and remove these obstacles.
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