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[bookmark: _Toc149994770]Introduction 
British Business Communication (BBC) is known for being a diplomatic and confrontational way of discussion with others. This is possibly due to the reason that the British usually prefers to make a simple and clear conversation, which contains short messages. As per the discussion of Malyuga, Ivanova and Feigina (2020), they usually like to communicate the facts and general statement direct to others, though stay reserve when it comes to communicate for feedback and opinions. In case they disagree with someone, they usually show that with vague statements and non-committal agreements. They also equate directness with open confrontation, though often that bluntness can offend the other one. However, they fear about that, as they do not like to offend their business partners. Thus, the sources of disagreements are not always found obvious for detection (Newton, 2020). The businesspeople also operate their business with an open-door policy, where they find people dressed in smart casual suitable for business.  
Standard Chartered is a British multinational bank, and it operates their business among the consumers, institutional banking, corporate and treasury services. The headquarters is located in UK, though it does not make any retail banking in UK. The 90% of business profits of Standard Chartered is coming from Asia, Middle East and Africa. The bank is in the primary listing on the London Stock Exchange, and it constitutes FTSE 100 Index. However, it also has secondary listing on the Hong Kong Stock Exchange (Standard Chartered, 2019). The other listings of this bank are, OTC Markets Group Pink and National Stock Exchange of India. The largest shareholder of Standard Chartered is the Temasek Holding, which is owned by Government of Singapore. However, the Financial Stability Board also considers this bank as a systemically important banking sector. In this essay, the international business communication for Standard Chartered has discussed for expanding in EU nations.     
[bookmark: _Toc149994771]Evaluation of two nations for Sweden
[bookmark: _Toc149994772]Application of Hofstede’s model for cultural differences 
From the observation of Hofstede’s cultural dimensions, there are multiple factors, which show the differences between Sweden and UK. The major difference can be observed from the masculinity and femininity index, in which both of the nation’s shows huge difference in the country scores. For example, in Sweden, the score is only 5, which refers the femininity society (The Culture Factor, 2023b). This is reflected on their motivation towards achievements and success, and Sweden in this context is regarded as the consensus society. Thus, in Sweden, the people are generally focused towards ensuring work life balance and they offer effective management for being supportive towards the people. Here, the people are also shown inclusive behaviour in decision making, and the managers strive for equality. In case, UK scores 66 in this dimension, which refers the decisive society, which is highly success oriented and driven (The Culture Factor, 2023b). However, that somehow slightly different from that of the British culture, and there is a contradiction of this cultural dimension with the British culture modesty and understatement. The other dimensions are also showing some differences, though, none of these is found in a significant manner. All of the rest dimensions vary in less in terms of the scores. 
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Figure 1: Cultural differences between Sweden and UK
(Source: The Culture Factor, 2023b)
[bookmark: _Toc149994773]Cultural differences in terms of social contexts, profile, and language 
In context of cultural context, there are certain other factors, which can make differences between Sweden and UK. For example, the first thing, language is different in these two nations, as the official language of Sweden is Swedish, though most of the international students are okay with English language. According to Eisler, Wester and Yoshida (2020), English is a common language for both these nations, and the people in Sweden are easily able to talk in that language. In Sweden, all people study English from the early age, and several television shows and movies are subtitled in Sweden rather than dubbed. The official language of UK is also English, which can reduce the difference from that aspect. The culture is somehow different in these two nations, as UK is more obsessed with the social class, which is not that much predominant in Sweden. As per the opinion of Zakirova-Engstrand et al. (2020), in Sweden, the preschools are prioritize the playing and learning of social skills, like sharing, being considerate and tolerate towards others. All of these are showing some modest difference, which Standard Chartered would face in case they expand their business from UK to Sweden. Besides, people in Sweden walk, drive and talk slower than UK and most part of it is quite. 
[bookmark: _Toc149994774]Possible risks for diversity in backgrounds and workforce	
While expanding the business in Sweden from UK, Standard Chartered would face certain risks that are developed from certain factors. These are possibly generated from the diversity inn background and workforce, at which extent both the nations largely shows difference. For example, in context of Sweden, the background of the nation is showing extreme attitudes towards the ethnic diversity. According to Rosander and Blomberg (2022), this can however polarize people and create tensions between groups in the population. This can make an impact on the workforce, where the psychological risks factors can be observed.  Due to the difference between these two nations, working for a longer time under that environment can make negative effects. This is however common among the immigrants. Hence, while working in Sweden, Standard Chartered may experience high bur out among employees. Besides, the employment situation in Sweden is also poor, as they are at a weaker position inn gender, ethnic background disability and age related factors in labor market and working life. Osman and Thunborg (2019) have stated that, this is somehow also found in UK as well, as the workers with disabilities can face some issues in there. Even, in UK, the diversity is adversely affecting the employment opportunities that results failure in sill-based abilities among people.    
[bookmark: _Toc149994775]Application of Hofstede’s model for cultural differences in Austria
In context of applying Hofstede’s cultural dimension, the major difference between Austria and UK is found in context of power distance index. Both of these nations are showing huge score difference in this dimension, and that shows their cultural conflict in that domain. Austria scores only 11 in this dimension, whereas UK scores 35. The low score of Austria suggests that they follow the Austria culture, like being independent, and follow convenience hierarchy only (The Culture Factor, 2023a). The people also believe in equal rights and the superiors are accessible to others following the coaching leadership. However, in UK, the score suggests that they believe that the inequality among people must be reduced, though the PPD index is lower among the higher classes in Britain than amongst working people. The uncertainty avoidance index is also different in these two nations in terms of their scores. For example, in Austria, the score is 70, which shows the preference for avoiding uncertainty, and for that, they maintain rigid code s for behaviors and believes (The Culture Factor, 2023a). However, in UK, the score is only 35, and that suggests that the people in UK are happy to accept any changes and uncertainty, and ok to wake up with new plan. 
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Figure 2: Cultural differences between Austria and UK
(Source: The Culture Factor, 2023a)
[bookmark: _Toc149994776]Cultural differences in terms of social contexts, profile, and language 
In context of Austria and UK, there can come some differences from the cultural entities, and language can make a barrier in that case. For example, in Austria, the primary language is German, and it is used in official communication and signage. López-Medina and Otto (2022) have argued that though English is widely spoken in Austria, it does not have any official status. On the contrary, the official language of UK in English, and German is not that much spoken there. Besides, the standard varieties of German in Germany and Austria can be roughly comparable to British and American English, and hence communication barriers can be observed in this case of Standard Chartered while expanding in Austria. The people’s social profile is also different in two nations, as Austrians are a mixture of different nations, like Slavics, Hungarians German and Italians, and the language also varies largely across the nation. From the discussion of Zisberg et al. (2022), the traditional features are somehow also different than that of UK, as they Austrian people usually follows the traditional stem from century old tribal folklore mixed with Christian rites. All of these cause cultural differences between these two nations. In addition, the cultural aspects can be observed in the economic and political systems, which show noticeable differences.    
[bookmark: _Toc149994777]Possible risks for diversity in backgrounds and workforce 
In context of Austria, Standard Chartered would face some risks, while entering in this nation from UK. This is mostly coming from certain factors, which can affect the working environment of the company. For example, in Austrian, they face unconsciousness bias within the workplace. According to Stiftinger (2022), this can affect the workplace dynamics and affect their opportunities, especially for a certain group within the workplace. For example, the migrants can face the difficulty in this case, which can be ascribed as the “migration background”. This is mainly done due to their appearance of name. On the other hand, in UK, the challenges can be observed from the minority entities. There is a significant low rate of employment for the minorities, which is only 62.8%. However, there are some exceptions in this case as well, and 1 out of 16 top management positions are covered by this population, which suggests their degrading position in such society. Besides, Akkaya-Kala et al. (2020) have stated that, there are some examples of inequality in this nation, like the Black men with similar job qualification and skills, would earn salaries almost $1500 less from White people. The challenges from diversity come from both these nations from several aspects and affect productive outcome.    
[bookmark: _Toc149994778]Communication barriers for Standard Chartered 
In Sweden, the communication barrier for Standard Chartered would be very less, as the official language of both the nations is same. Though in Sweden, the official language is Swedish, the people are in a good communicating position with English language. The people at their young age study English language and that make them fluent in communicating that medium. As per the opinion of Rosander and Blomberg (2022), the people also watch some television shows and movies in English with subtitles rather than in dubbed version. Thus, Standard Chartered would get the English speaking and understanding population in this nation, which can help them in making business communication. However, the challenge can come from other end of cultural aspects, as UK is obsessed with social classes and follows high hierarchical structures within organisations. This is somehow different in context of Sweden, as the Swedish people are prioritizing the social skills, and the workplaces are designed in a less formal manner. Hence, the behavioural changes can be observed in both these nations and that can generate organisational misunderstanding.      
In Austria, the official language is German, and it is commonly used in signage and other official communication purposes. Though English is widely spoken in Austria, this does not have the official status. However, in UK, the official language is English, and the people are able to communicate in this language well. Thus, when Standard Chartered is entering in Austria, they would first get the communication barrier via language. As stated by Stiftinger (2022), as the people are not using English as official language, the workers in Austria may get an issue to understand the information or command from the centralized operating zone. Similarly, the information or discussions from the Austrian end would not be processed well in UK, as that is expected to be in German. This can make a gap in communication, and without having successful and complete communication, the overall performance of the organization is expected to get lower. Standard Chartered would face the similar problem in context of Austrian market, and that can make certain obstacles to address and process information.
[bookmark: _Toc149994779]Communication barriers the British business could experience in two countries. 
While entering in Sweden, the British business communication would come across some communication barriers, which can affect the business. For example, the cultural barriers may encounter this aspect and develop certain perceptions towards the society in terms of ideology and values. In UK, the leaders are generally expected to make decision by their own, while in Sweden, the people prefer group discussion while making a decision. According to Osman and Thunborg (2019), the organisational barriers are also found in both these nations, as in UK, the organisations are having more hierarchical structure. This greater division of positions and jobs within workplace renders greater chances of communication friction.  
However, in context of Austria, there are some examples of communication barriers, which can come across the British business communication. For example, the first barrier is observed in the form of language barrier, as in Austria, the official language is German. In addition, Akkaya-Kala et al. (2020) have stated that, the people can also feel the psychological barriers, as their values and behavioural factors can affect their communication. In Austria, their cultural aspects are largely different from that of UK, which can render challenge for the people to address that within workplace. The hierarchical positions in UK based organisations can make organisational conflicts.   
[bookmark: _Toc149994780]Recommendation for Standard Chartered to expand into and strategies to overcome communication challenges 
While entering in Swedish market, Standard Chartered must focus on some key factors, which can help in improving their organisational outcome and reduce the communication conflicts between the employees. For example, the first thing, which Standard Chartered should focus on their organisational structure, is to make it less formal than UK. As the people in Sweden are not following hierarchical structure and they are focused towards a consensus society, the organisational culture must be designed accordingly (Eisler, Wester and Yoshida, 2020). However, in Austria, Standard Chartered should focus on the official and communicable language. The official language of Austrian expanded sector would be German and there they must involve the native people of the place.  However, the coordinator between UK headquarter Austria must be selected cautiously, and there the communication can be done in English, and that must be delivered in German note, specifically in Austrian German language to subordinates for better business understanding.    
[bookmark: _Toc149994781]Recommendation for Standard Chartered to succeed in providing a positive environment for everyone to succeed. 
Standard Chartered should change the organisational culture according to the national culture of the expanding nations. For example, in context of expanding in Austria, the primitive factors, at which these two nations are different, must be checked. These differences can be resulted from the cultural aspects, which should be identified prior, and the design of organisational set up must be done accordingly. Here, the main change must be done in favour of expanding nation, not towards the native place (López-Medina and Otto, 2022). For example, while expanding inn Austria, their native cultural aspects should be focused and considered instead of UK. The similar thing can be followed in context of expanding in Sweden, by following their specific cultural paradigms. Besides, the native people must be included within the organisation, as the native people are having better understanding about the local and national cultural factors, it can help in dwelling well in the organisation.
[bookmark: _Toc149994782]Conclusion 
From the above discussion, it can be concluded that, while entering in a new nation for business expansion, there come certain factors, which can influence the business outcomes. The first constraint in this case is the communication gap or conflict, as the business communication often follows a specific set of principles and guidelines within the nation. In this case, the British business communication is being followed for Standard Chartered, which can be different in two other EU nations, Sweden and Austria. These factors of differences are being critically analysed in this essay for making a justified outlook about business communication.   
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