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[bookmark: _Toc102645293]1. Chapter 1: Introduction
[bookmark: _Toc97833164][bookmark: _Toc102645294]1.1 Introduction
Cultural differences reflect diverse counterparts such as various languages, organisational practices, expression as well as thinking of distinct individuals, and collaborative working principles to achieve desired goals. There are various community individuals where distinct cultures, as well as ways of life, can influence a huge number of organisations. This dissertation is going to explore a detailed view about managing an effective organisational culture along with its significance in building up a company's strength. Here, a food organisation has also chosen "Nando’s" to highlight their managing strategies of cultural differences.
Research background
Based on the current consequences, there is a huge need for promoting culturing differences in all organisations. Additionally, it is important to encourage diversity among the business community to add a special value to business. Cultural differences reflect various kinds of languages, practices, beliefs and others. Besides that, it encompasses members of diverse ethnic groups. Thus, cultural differences enormously add a diversified value to the community.
According to Cletus et al. (2018) maintenance of cultural differences is considered as one of the key factors in various business organisations. Based on today's inclusive world, it is necessary to give importance to every belief. This research study is totally going to explain the impact of cultural differences on enhancing revenue generation of Nando's. Being a renowned food enterprise, it also gives a clear focus on engaging diverse cultures in existing communities. Nando’s enterprise also emphasises training and development purposes. Leaders give transparent training on encouraging cultural differences in the workplace. Organisation culture promotes achieving vision and mission. Thus, it is necessary to strictly maintain cultural value within an organisation. It also promotes brand value also.
[bookmark: _Toc97833165][bookmark: _Toc102645295]1.2 Research Aim and Objectives
The aim of the research is to effectively analyse issues as well as diverse methods which have been used by a food organisation of the UK named “Nando’s” on the basis of managing efficient cultural differences.
[bookmark: _Hlk97716618]Objectives 
· To explain what is meant by cultural differences
· To evaluate the impact of cultural differences on employee and company performance
· To investigate appropriate policies for managing cultural differences 
· To introduced newer strategic approaches for comparatively increasing employee efficiency and productivity within the organisational 
[bookmark: _Toc97833166][bookmark: _Toc102645296]1.3 Research Questions
Q.1 What is meant by cultural differences?
Q.2 What is the impact of cultural differences on employee and company performance?
Q.3 What are the appropriate policies for managing cultural differences?
Q.4. What newer strategic approaches are considered effective for comparatively increasing employee efficiency and productivity within the organisational?
[bookmark: _Toc97833167][bookmark: _Toc102645297]Chapter 2: Literature review
[bookmark: _Toc97833169][bookmark: _Toc102645298]2.1 Overview of cultural difference, inclusion, and diversity
The concept of cultural difference involves an integrated system that is maintained by gathering socially acquired beliefs, values, code of conduct that is different in different cultural segments of this society (Peopleprofession.cipd, 2022). They are widely accepted and are diverse that are possible to be distinguishable based on certain cultural attributes. 
Inclusion and diversity are two key concepts going hand-in-hand where inclusion suggests valuing an individual’s difference and helping everyone in thriving at a workplace making a comfortable working environment. Inclusion is the place where people difference are valued and are been used for activating people to thrive at work (cipd.co.uk, 2022). Inclusion refers to implement fair work policies and rules in workplaces to enhance diversity and provide a comfortable atmosphere for everyone (Peopleprofession.cipd, 2022). Diversity is the concept where recognition of difference takes place. This concept is about acknowledging benefits regarding decision-making perspectives within a workplace being a representative of a company’s customers. This conceptual insight has been further elaborated with suitable evidential academic references based on this topic in this research study. In order to maintain a healthy work environment within an organisation, the “Organisational Behaviour Management (OBM)” has been observed to focus on analysing and changing the workplace environment in order to improve the rate of employee performance and culture within the workplace(Mullins and McLean, 2019). In this regard, the different elements that are related to organisational behaviour include structure, people, external environment, and technology (Hutchings, 1997). Apart from this, three different levels of organisational behaviour have been observed that pose a major impact in the success rate of any organisation (Mullins and McLean, 2019). These levels include the “Individual level”, the “team or group level”, and the “Organisational system level”. 
[bookmark: _Toc97833171][bookmark: _Toc102645299][bookmark: _Hlk97717295]2.2 Impact of Cultural Differences on Organisational Growth
Cultural differences have impacted organisational growth through improving existing working culture significantly. According to Einarsenet al. (2018), open communication among community individuals help to discuss a specific matter clearly and it is also helpful to strengthen the positive workplace culture within an organisation. According to the CIPD, it is critical for cultural professionals to have enough knowledge of the notion of culture because this will enable them to play a vital role in the organisation and contribute to a positive culture and environment (CIPD Culture and behaviour, 2020). It is critical for professionals to comprehend this component in order to develop and increase the company's performance. One of the most significant aspects that will have a direct impact on the organisation is organisational culture. Tian et al. (2018) opine that the globalisation era has brought along an increased intensification of economic competition and the essentiality for technological progress. 
This is subject to resulting in the comparative compressing of prevalently relevant and essential factors in regard to “product life cycles”. Innovation is currently perceived crucial for the creation of development and extensive competitive advantage which is economic and environmentally sustainable. Culture, according to the authors presented above, is considered a key element in innovative influence, with more R&D incorporation with this context. Influencing and understanding various organisational systems along with diverse human behaviours are integral parts to be developed (Peopleprofession.cipd, 2022). This development is necessary to implement positive cultures and a healthy working environment within workplaces that are becoming increasingly important in contemporary times. The implementation of a diverse form of cultural perspectives, within the organisation, is subject to rising creative and innovative inspirations (Duxbury and Richards, 2019). This is primarily directed from the reduction of social or cultural barriers pre-arranged within the corporate structure accommodating unequal growth and restrictions. 

[bookmark: _Toc97833170][bookmark: _Toc102645300]2.3 Significance of Hofstede's theory about cultural difference
Hofstede’s theory of cultural dimensions as developed by Geert Hofstede provides a suitable framework in order to carry out cross-sectional communications within an organisation in order to maintain cultural diversity. It has been considered as an important aspect in order to cultural diversity within the workplace as helps in accessing different valuable information regarding the differences between distinct countries as well as their management strategies to deal with this kind of diversified cultural.
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Figure 1: Hofstede’s 6 Cultural Dimensions
(Source: Bruin, 2017)
In this regard, six dimensions have been observed that deals with “Power Distance Index (High versus Low)”, Masculinity versus Femininity, “Individualism versus Collectivism”, Indulgence versus Restraint, “Long versus Short-term Orientation”, and “Uncertainty Avoidance Index”. It has been observed that different cultures across the world are getting interconnected in order to increase the businesses at a global scale. However, in this regard, different issues related to the differences in cultures of people from different regions have been observed. Thus, in order to resolve these issues of cultural differences within an organisation, different strategies have been developed by the researchers that includes incorporation of “Trompenaars’s cultural dimension”, “GLOBE study”, and “Hall’s cultural dimensions”.However, on further analysis, it has been observed that the “Hofstede’s Cultural Dimensions” has been recognised as an potential measure that can be used by the organisations in order to minimise the issues related to cultural diversity within a workplace. 
It also helps highlight the different ways of managing business through promoting a well-defined cultural relationship among a significant culturally distinct environment. This theory also helps build up a detailed framework that can be used to differentiate among various national cultures, distinct dimensions of cultures and similar others. A detailed assessment of business setting can be efficiently done through analysing this theory. According to Mateescu (2017), Hofstede has detected six distinct categories of cultural differences. Those include-
Power distance Index: It considers the possible extent of tolerance level based on inequality as well as power. In this particular dimension, those two counterparts have been witnessed in accordance with the lower-level individuals. Culture, within an organisational environment, is perceived as the character, as well as personality exhibited by an individual organisation. It is inclusive of shared values, assumption sets, belief systems andattitudes shared by all workers within a workplace, maintaining a prevalently established or expected work-environment. The presence and initiation of workplace culture is considered crucial due to its critical role in establishing company values as an operational facility. A high level of "Power distance index" signifies that a definite culture merely accepts inequality and it also encourages the level of bureaucracy. It also reflects huge respect to authority level in an organisation.
It is subject to guiding employee decisions in regard to technical needs, employee interactions and plannings, paving the pathway towards establishing a well-structured HR stability. This chapter is concentrated on initiating a thoroughly detailed, factual and informative literature review approach towards this study’s objectives and subject matter. On the other hand, Gurung and Parter (2017), the low power distance index has defined a specific organisational culture that comprises a decentralised pathway of decision making. It defines participative style of particular management and encourages power distribution potential. 
Individualism vs. collectivism: 
The “Individual versus Collectivism dimension” of Hofstede’s 6-dimension deals with the relative importance of an individual verses any group activities. In this dimension, the higher side is termed as “Individualism”. This can be defined as the development of a loosely-knitted social framework whereby the individuals are often expected to take care of themselves only along with their families. On the other hand, collectivism can be defined as the tightly-knitted societal framework whereby the individuals can expect from their family members or closed ones to look after them.  This is a unique dimension that has considered the degree to which societies are totally accumulated into diverse groups and the strategies of mitigating complications through group activities. It effectively encourages team working ability. According to Guillaume et al. (2017) Individualism has encouraged achieving personal goals of the individuals. Perusal goals of the individual employees have been considered as the most prior things. On the other hand,Ashkanasy and Dorris, (2017) collectivism indicates the achievement of goals that have been decided by the group members. It clearly prioritises the efficiency of the group members on taking accountable decisions along with mitigating diverse complications that arose in the organisation. The chosen company has clearly followed the collectivism dimension as it relies on collaborative activities. 
Uncertainty Avoidance Index: It reflects the extent where uncertainty, as well as ambiguity, has been tolerated successfully. According to Stewart et al. (2017) high level of this index indicates a lower level of tolerance on uncertainty and risk-taking also. Strict rules and norms can be incorporated to minimise the effect of this index. On the contrary, Trice (2019) refers, to a higher level of tolerance for uncertainty reflecting a lower index. In this field, the unknown consequences are more significantly accepted. Besides that, the unknowns are managed through minimal regulations.
Masculinity vs. Femininity: 
This particular dimension considers the principle towards achievement as well as attitudes towards behavioural aspects that include sexuality and equality as well. In this regard, the “Masculine side” of the Hofstede’s 6 dimensions represents heroism, achievement, material rewards, and heroism. On the other hand, femininity can be defined with the activities related to modesty, cooperation, and so on. Apart from that it with offering care for the weak individuals in order to provide them with quality support in life. In this regard, society has been considered to be highly consensus-oriented. In case of business-related operations, “Masculinity versus Femininity” can be related to as “Tough versus tender” cultures. According to Leeet al. (2018), masculinity has been analysed with distinct characteristics such as roles of different genders, concentration on achievements of materials and building of wealth. On the other hand, Einarsenet al. (2018) defines, femininity has been evaluated through fluid roles of gender, nurturing and leading a quality life. 
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Figure 2.2: Key elements and frameworks of Hofstede's theory 
(Source: Einarsenet al. 2018)
Long term orientation vs. short term: 
In this aspect, every society has been observed to maintain certain links with the past thereby dealing with the issues and challenges of the future. Regarding this, low scored countries on this dimension has been observed to have maintained time-honoured norms and traditions while observing changes in the society with suspicion.This dimension reflects the extent through which a definite society has viewed the time horizon.  According to Kimet al. (2017) Long term orientation dimension has clearly focused on the future result and staying focused on strategies that help develop long term success. "Long term orientation" develops perseverance, long-term growth as well as persistence.  On the other hand, Braithwaiteet al. (2017) refers to the mitigation of near-future goals. It has been influenced through the short time result. It also respects existing traditions. 
Indulgence vs. restraint:
This particular dimension has been observed to have been added to the old Hofstede’s 6 cultural  model. Cultures in this respect have been observed to be referred to as Restrained or Indulgence. This dimension clearly describes a detailed tendency of a particular society to mitigate the desires. This dimension also helps to develop various desires of society. According to Mateescu, (2017) Indulgence reflects leading a working culture by incorporating huge fun. On the contrary, Gurung, and Prater, (2017) defines restraint as reflecting the regulation of society through implementing social norms. 
[bookmark: _Toc102645301]Strategies used to manage cultural differences in an organisation (practical ideas Examples)
Many different companies are providing equal opportunities to the people irrespective of their race, religion, gender. Accenture is effectively reducing the gender inequalities in the workplace and provide equal opportunities to the employees to the engage in to business activities. Moreover, communication is one of the major tools used by the business organisation to enhance employee’s retention in the workplace and enrich cultural diversity.
Conclusion 
Cultural competence has been described as the capacity to comprehend, communicate with, and effectively interact with people from different cultures, as well as the capacity to operatewith different cultural norms and timetables. Hofstede Cultural model is also concluded inthis chapter. Hofstede`s power distance dimension has been concerned with how a societycopes with the knowledge that people`s health capacities are uneven. This cultural model wascreated by Hofstede based on differences in values and ideas about job goals. Hofstede`smethodology seems to be particularly beneficial because it gives critical information aboutregional differences and how to manage them.


[bookmark: _Toc102645302]Chapter 3.Case Study
Nando’s restaurant history 
Nando is a South American multinational fast-food company that has been known for its specialized chicken items.The company has been noted to operate from more than 30 countries with having around 1200 outlets that are used in order to deliver qualitative services to the customers.  This organization required to use the effective strategy to operate the work and deliver quality food terms thereby maintaining cultural diversity in the workplace. Moreover, this particular organization aims to conduct a healthy workplace place environment by eliminating any kind of cultural differences. This in turn can helps the organization to boost its marketing performance by attracting more employees and customers as well. This has appropriately made changes in the way to operate ordering platform. Due to the vast issue in the ordering platform, the sales volume of the Nando’s restaurant has been decreased. This has used the inclusion and diversity policy that provides equal chance to each employee at the work place. 
Nando's diversity policy
In this regard, Nando’s has been observed to exercise the diversity policy in order to provide equal chance to each employee based on the own ability.
This has removed the discrimination factor that is based on the Age, sex, race, disability, sexual orientation and religion. As opined by Brunetonet al. (2019), this has respect to everyone culture and also provide equal opportunity to each employee at the work place. This has taken the initiative toward the Diversity and inclusion council’s strategy and makes effective changes in the way to deal with the cultural differences at the workplace. In this context, the major values that the company focusses on include pride, passion, courage, integrity and family. Inspired from their heritage, the said organisation has been observed to have a respectful and inclusive culture (Youthemployment.org.uk, 2021). In addition, the organisation has been found out to develop a suitable environment whereby each and every individual within the organisation are respected and valued thereby helping them to flourish irrespective of their background thus maintaining the cultural diversity within the workplace. 
According to Kimet al. (2017) Nando’sCompany strictly follows an effective training procedure, open communication strategy, diverse language fluency, efficient time management and rules against inequality. Organisational culture is an important concept for professionals who are influenced by their respective organisational cultures based on human relationships and interactions (Cipd.co.uk, 2022). Organisational cultures must be created as such that it implements positive changes by supporting organisational practices and policies. Leaders of this organisation have strictly decided to manage organisational equality as well as diversity as different community individuals are present belonging to distinct cultures. On the viewpoint of Braithwaiteet al. (2017) flexibility as well as acceptability both comprise equal importance to managing organisational culture. Diversity is also an important thing that encourages the incorporation of diverse technologies and cultural thinking. It enhances the uniqueness of the products that help attract a broad range of consumers toward their organisation. Leaders, as well as managers of Nando’s, follow strict regulations of the company regarding cultural diversity and they also encourage others to follow those rules transparently. Thus, good cultural differences have been established in Nando’s.
The chosen company of the UK called Nando’s can implement this dimension to mitigate the problem of inequality and misuse of power by higher-level individuals. Nando’s organisation strictly follows the Indulgence dimension that helps manage working culture by incorporating a huge level of fun.Among those two theories, Nando’s organisation clearly follows "Long term orientation" to set future goals. In this regard, the said organisation can analyse the existing data and sort the important ones out of them in order to link them with the possible challenges that might arise in the future. 
Nando’s is also focusing on establishing a rich cultural workforce. Nando’s provides equal opportunities to the people to include diverse cultural people into the business organisation. The organisation is working with 4000 employees who are from different cultures. Moreover, Nando’s has implemented a “Diversity and inclusion committee” in 2020, which has focused on implementing equal opportunities and maintain cultural diversity of different group of people such as LGBTIQA + group of people. The committee is also focuses on ensuring employees retention of all racial, ethnic groups. It is effective to reduce cultural differentiation in the workplace.


[bookmark: _Toc102645303]Chapter 4. METHODOLOGY CHAPTER
[bookmark: _Toc102645304]4.1 Research Onion
The research onion is a brief and elaborative diagram that mentions all the relevant research methodology sources and actions that a researcher requires to conduct particular research. As mentioned by Mohajan (2018), the research onion is also aligned in the research that depicts the type of research methodology which will be used to achieve success after the completion of the research. This research onion diagram highlights each layer that is entitled by the researcher while conducting research. 
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Figure 4.1: Research onion 
(Source: Saunderset al. 2009)
[bookmark: _Toc102645305]4.2 Research Philosophy
The term research philosophies refer to the system of belief and assumptions for the development of knowledge. Every stage in the research requires numbers of assumptions (Burrell and Morgan, 2016; Saunders, 2019). The research philosophy deals with the nature, source and developmental attributes of knowledge bases within research by the implementation of which real-time data will be collected. It is the system of assumptions about knowledge developed in a particular research area. These assumptions are shaping the research questions by underpinning the data collection methods and deciding the approach to collect the same. Allassumptions in the research develop the shapes of understanding the research questions and the ways it will be used to interpret the findings (Crotty, 1998). 
Justification
The positivism research philosophy is chosen in this case to gain factual knowledge that is trustworthy and relevant to infer critical results. As opined by Newman and Gough (2020), the positivism philosophy is applicable in research to provide a true and positive approach to the data collected by the researcher and relate to philosophical stance. The assumptions in the research are epistemological, axiological and ontological which provides “Objectivism and subjectivism” questions (Dźwigoł, 2018). This critically frames the research paradigms which forms an important part. 
[bookmark: _Toc102645306]4.3 Research Approach
The research approach is considered as the plan and framework that the researcher follows by aligning to detailed methodologies consisting of data collection, interpretation and analysis (Dźwigoł, 2018). 
Justification
The deduction or deductive approach is applicable in this scientific research where justification is made based on scientific assumptions. The generalization of the research outputs is done from general to specific after implementing data collection techniques to frame the hypotheses. 
[bookmark: _Toc102645307]4.4 Research Design
The research design is the format used by the researcher in explanation of the outputs, which are critically significant within a research topic. It is considered to be the strategy that is used for addressing issues and problems. 
Justification 
The explorative research design is chosen in this case to critically highlight the results and provide details for the readers. This design is used in order to conduct the investigations and to gain an insightful view of the problem. 
[bookmark: _Toc102645308]4.5 Research Strategy
A survey is chosen to be the research strategy to highlight the key areas of discussion and answer the research questions. 
Justification
The research strategy chosen in this case for this particular research is a survey method which has collected responses from 50 participants out of which 35 participantshave responded. 
[bookmark: _Toc102645309]4.6 Data Collection
There are three types of collection tools such as quantitative, qualitative and mixed tools which is used in the research. 
Justification
The researcher has used quantitative data analysis tools in order to conduct the research effectively. The quantitative analysis has been conducted in order to collect the response from the respondent. This tool has been used to derive statistical analysis with the help of responses collected. 
[bookmark: _Toc102645310]4.7 Data collection methods
There are two types of data collection methods that are used which are primary data collection and the other one is the secondary data collections. The primary method includes the information collected from survey and interviews with the managers and secondary method includes thematic analysis. 
Justification
The researcher has used primary method as the data collection method in order to complete the research with a profound conclusion. Furthermore, this method is helpful in understanding the response of the employees working in the Nando’s. In this regard, an interview has been conducted whereby two managers of the said organisation have been interviewed baes on the research topic in order to collected relevant information regarding the organisation.
[bookmark: _Toc102645311]4.8 Sampling
There are two types of sampling techniques that are used in research such as probability and non-probability techniques. Random sampling of the responses has been done in this research among a pool of responses. 
Justification 
The probability sampling technique has been used where valuable data responses are selected to frame results based on the simple random sampling technique. Researchers to complement the answers-based use sampling on which the entire research is being structured. 
[bookmark: _Toc102645312]4.9 Data Analysis
The primary research is complemented with a quantitative analysis of the numerical collected from the data collection methods and the qualitative analysis is used to explain them. On the other hand, qualitative analysis is conducted with the help of interviews. 
Justifications
Quantitative data analysis of the primary research is done for this research topic that has answered critical questions and helped to reach solutions. The qualitative analysis of primary data collected has critically explained the key findings.In order to carry out the qualitative analysis, different themes have been developed based on the research objectives in order to carry out thematic analysis.The survey results highlight numerical data which are required to have a quantitative analysis and later explained with qualitative analysis and justifications. The quantitative analysis in this regard has been conducted by using different excel functions.
[bookmark: _Toc102645315]4.10 Ethical Consideration
Ethical considerations have been maintained; participation in the survey was voluntary and respondents were aware of the research topic. There were no personal details that have been revealed and data confidentiality is well maintained. 
Ethical consideration refers to the hurting elements though physical or sentinel comments from the researcher didn't affect the user or the survey elements. As mentioned by Cletus et al. (2018), the researcher should avoid or minimize the reset aspects which cause harm to the participants or the respondents. There are five ethical considerations which are informed consent, voluntary participation, confidentiality, Anonymity, and relevant components. These elements must be considered by the researcher to avoid ethical issues. The research should try to be unbiased and neutral while taking the information or data for its research (Farooq et al. (2019). The “personal preconceptions or opinions interfere” should not be comprised with the research view. In this research paper, the primary data collection method is used to get details regarding the survey topic. The qualitative secondary data collection is shown through the thematic analysis. From the survey, it can be said that the company needs to adopt more skills regarding cultural diversity. 
The confidential part of the research papers that the people that is not to be published in the research paper. As stated by Heyns and Kerr (2018), if the data are collected by applying the principles of the primary data collection method, then the research must be applicable to the user. Otherwise, the whole data will be unethical in the user's view. Therefore, the researcher should keep all these points in their mind while evaluating the data from the company premises or individual surveys. The values and principles must be followed while composing with human aspects and their details. As per the view of Hossain et al. (2020), this is because humans can get hurt easily if their personal data is published in any news. The consent and sets handling process must be assigned after considering the ethical effects. 
[bookmark: _Toc102645316]Chapter 5: Result and analysis
Introduction
The questionnaire designed as per the primary data collection method. In this survey of 35 people, the researcher evaluates data or ideas. As per the view of Abendroth and Reimann (2018), 10 questions asked from the employees who are engaged in the firm Nando. The questions elaborated below with detailed explanations. In this research interview is done and two manager chosen for the interview.
Primary Quantitative
Likert scale
Question: What is your background? 
In response to the question, participants represented ethnic backgrounds to define expertise regarding the findings. Around 20 participants were English, 3 from Asian background, 2 participants from African background and 10 participants belonged to another white background. 
Question 1. Are you comfortable with working with different people from other countries?

The research survey method gathered responses from 50 participants and 35 participants gave responses and based on this the survey was completed. In the survey, there are  35 total respondents and out of 35 respondents, 25 respondents said yes means they are comfortable with working with different people from other countries. In this case out of 35 respondents, 10 respondents said no which means they are not comfortable with working with different people from other countries. Therefore it can be concluded that 71.42 percent of people are comfortable with working in different countries.

Figure 5.1: survey questionnaire	
(Source: self-created)	
Question 2.  Do you know that Nando’s has a “Diversity and inclusion committee”?
In this case, many of the respondents know that Nando's has a “Diversity and inclusion committee” and 74.28 percent of people know. Based on the survey it is found that 25.71 % of people do not know that Nando’s has a “Diversity and inclusion committee”. In this survey, a total of 50 participants are selected but 35 participants responded and give the answer to the selected questions.

Figure 5.2: survey questionnaire	
(Source: self-created)	

Question 3. Are you familiar with Nando’s policies regarding cultural diversity? 	
In this case out of 35 participants, 25 participants said yes which means they are familiar with Nandos' policies regarding cultural diversity. It shows that the organization is known for its policies of cultural diversity. As per the survey result, it is shown that 71.42 percent of people are familiar with cultural diversity. Therefore it helps to manage the informal relationship on the organization's premises.

Figure 5.3: survey questionnaire	
(Source: self-created)
Question 4. How satisfied are you with Nando`s policies regarding cultural diversity?

	Question 4.  How satisfied are you with Nando`s policies regarding cultural diversity?


	

	
	

	Options
	Total Participants 
	Obtained Responses
	Percentage
	

	Very satisfied
	35
	15
	43%
	

	Somewhat satisfied
	35
	10
	29%
	

	Neither satisfied nor dissatisfied
	35
	1
	3%
	

	Somewhat dissatisfied
	35
	4
	11%
	

	Very dissatisfied
	35
	5
	14%
	


Table 5.4: Survey questionnaire 
(Source: Self-created)	
The survey result shows that out of 50 participants 35 participants responded. Among these 35 respondents, 15 participants have been observed to be very satisfied with Nando`s policies regarding cultural diversity. This indicates in the organization 43 percent of people are stratified about cultural diversity and it helps to make a good environment in the workplace. On the other hand, only 14 percent of people are very dissatisfied with cultural diversity. As there are many people satisfied with the cultural diversity in the organization that helps to make the good infrastructure of the workplace.

Figure 5.4: survey questionnaire	
(Source: self-created)
Question 5. Equal opportunities – does everyone have the same opportunities for promotion/training? 

	Question 5. Equal opportunities – does everyone have the same opportunities for promotion/training?
	

	
	

	Options
	Total Participants 
	Obtained Responses
	Percentage
	

	Agree
	35
	10
	29%
	

	Disagree
	35
	9
	25%
	

	Strongly Agree
	35
	15
	43%
	

	Strongly Disagree
	35
	0
	0%
	

	Neutral
	35
	1
	3%
	


Table 5.5: Survey questionnaire 
(Source: Self-created)	
In the survey based on the equation of equal opportunity out of 50 participants, 35 participants responded and 15 participants strongly agreed that at the time of training and promotion the organization provides equal opportunity to everyone. In this question, there are many people who disagree and strongly disagree and per their opinion, the organization does not provide equal opportunity to everyone at the time of providing tanning and promotions. Therefore the organization needs to provide equal opportunity to everyone to make a good environment in the workplace.

Figure 5.5: survey questionnaire	
(Source: self-created)
Question 6. Do you think effective training with respect to cultural diversity is essential for the organization? 

	

	Question 6.  Do you think effective training with respect to cultural diversity is essential for the organization? 

	Options

	Total Participants 
	Obtained Responses
	Percentage

	Agree
	35
	15
	43. %

	Disagree
	35
	7
	20 %

	Strongly Agree
	35
	5
	14.%

	Strongly Disagree
	35
	3
	9%

	Neutral
	35
	5
	14%


Table 5.6: Survey questionnaire 
(Source: Self-created)	
In the survey out of 50 participants, 35 participants responded and 5 participants agreed and 15 participants agreed that effective tanning with respect to cultural diversity is important for the organization. In the organization, the training on cultural diversity helps to give the idea of different cultural behavior, thoughts that help the person to know about the cultural diversity.

Figure 5.6: survey questionnaire	
(Source: self-created)

Question 7. Do you accept and are you comfortable with the steps used to manage cultural differences by the management?

	Question 7. Do you accept and are you comfortable with the steps used to manage cultural differences by the management?

	

	
	

	Options
	Total Participants 
	Obtained Responses
	Percentage
	

	Agree
	35
	15
	43%
	

	Disagree
	35
	11
	31%
	

	Strongly Agree
	35
	0
	0%
	

	Strongly Disagree
	35
	0
	0%
	

	Neutral
	35
	9
	25%
	


Table 5.7: Survey questionnaire 
(Source: Self-created)	
In this case, out of 50 participants, 35 participants responded and 15 people agreed that they are comfortable with the process that is used to manage the cultural differences by the manager. In case the cultural differences are managed and handled by the management it helps to control the miscommunication and it helps to decrease the conflict level.

Question 8. How much do you agree that this company had taken feedback regarding the implementation of cultural diversity from the employees? 

	Question 8. How much do you agree that this company had taken feedback regarding the implementation of cultural diversity from the employees? 


	

	
	

	Options
	Total Participants 
	Obtained Responses
	Percentage
	

	Agree
	35
	17
	49%
	

	Disagree
	35
	9
	26%
	

	Strongly Agree
	35
	3
	9%
	

	Somehow Agree
	35
	3
	9%
	

	Somehow Disagree
	35
	2
	6%
	

	Neutral
	35
	1
	3%
	


Table 5.8: Survey questionnaire 
(Source: Self-created)	
From the survey, it can be seen that 49 percent of people agree and 9 percent of people strongly agree that the organization had taken the feedback from its employees regarding the implementation of cultural diversity. 

Figure 5.8: survey questionnaire	
(Source: self-created)
Question 9. Do you think that you and your background have been valued at work?

	Question 9. Do you think that you and your background have been valued at work?



	
	
	
	

	Options
	Total Participants 
	Obtained Responses
	Percentage

	Agree
	35
	15
	43%

	Disagree
	35
	9
	26%

	Strongly Agree
	35
	3
	9%

	Strongly Disagree
	35
	5
	14%

	Neutral
	35
	3
	9%



Table 5.9: Survey questionnaire 
(Source: Self-created)	
From the survey based on these questions, 43 % of people agreed and 9% of people strongly agreed that their background was valued at work. In this case, 14% of people strongly disagree and they said their background is not valued at work. 

Figure 5.9: survey questionnaire	
(Source: self-created)

Question 10. How happy are you for being part of Nando`s team?

	Question 10. How happy are you for being part of Nando`s team?


	
Options


	Total respondents
	Responses
	Percentage
	

	Very happy
	35
	13
	36%
	

	Happy
	35
	3
	9%
	

	Somewhat happy
	35
	5
	13%
	

	Neither happy nor unhappy
	35
	4
	10%
	

	Very unhappy
	35
	6
	16%
	

	Unhappy
	35
	4
	10%
	



Table 5.10: Survey questionnaire 
(Source: Self-created)	
Based on survey results it is shown that 36% of people are very happy and 9% people are happy about being part of Nando`s team and the rate of totally unhappy people is 10%.

Figure 5.10: survey questionnaire	
(Source: self-created)
Interview and Survey findings
In interview question 2, managers and workers were asked about inclusion and diversity strategies, whereas in survey question 3, employees were asked about diversity policy. In this context, participants agreed about integration of diversity policy and Hofestede’s framework was applied in to maintain diversity policy. In interview question 4 and survey question 5, participants were asked about organisational differences and equal opportunity provision. Participants agreed that the company maintain effective difference management and provide equal opportunities to employees. According to interview answers, the organisation adopted anti-discrimination policy and equality legislation to ensure equal opportunities. Interview question 5 and survey question 10 provide similar findings where participants expressed about motivation or happiness in workplace due to diversity management and influence on behaviour due to discrimination. Survey findings depict, the concerned organisation maintain happy and highly motivated workplace. As per interview answer, diversity policy and anti-discriminatory rules influence motivation of employees in the company. Through the interview findings, it has been find that significant training is needed for maintaining cultural diversity. Apart from this, “long-term orientation” is highly required to support the business strategies. On the other hand, from the survey findings, it has been identified that “Nando’s” policies and its satisfaction rate has been asked to the mangers. The people prefer the policy that has been initiated by “Nando” in respect to enhance the cultural diversity.
Secondary Analysis
Thematic analysis
Theme 1: effects of cultural differences on the organization's growth 
The cultural differences make the organization less effective in improving its growth. At the time the intent of employees is not similar according to the organization's management then cultural differences occur. The cultural differences make conflicts in the workplace and it damages the good environment of the workplace values (Pillemer and Rothbard 2018). In the firm, cultural differences happen due to differentiation in mindsets, opinions, beliefs and values. Therefore, these types of issues are the main reason for reading the value of the organization and it negatively impacts the growth of the organization. On the other hand, many times the cultural differences help to make the growth of the business such as in case the firm faces any critical issues then the different thoughts help to provide an idea and the film can overcome the issues. In the firm, at the time of implementing new products the different mindset helps to make innovation in the product and service and it helps to attract the customer (Mousaet al. 2020). Therefore the growth of the company is increased.
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Figure 5.17: impact of cultural diversity
(Source: Jones et al. 2018)
Theme 2: Theories regarding cultural differences
Regarding cultural differences, there are many theories and many authors have derived different elements and practically shown the cultural differences. The theory such as “short term orientation vs, long term orientation” stated that conflicts are the main causes of the firm Nando. Cultural differences in the workplace create conflicts among the employees regarding their thoughts, opinions, beliefs, and values (Liu, 2018). Due to cultural differences, the rich diversity of people dominates the poor people and it destroys the working environments. Therefore, in the firm at the time of recruiting offer can't a cultural person needs to give proper tanning about different cultures and the form needed to maintain equality in the workplace that help to make the growth of the film. The “functional theory” states that different cultures impact negatively the growth of the business. As the different cultural people have different thoughts, ideas, and beliefs, therefore, they only believe the thing they learned previously and it hampers the business (Salient al. 2018).  In case any firm hires different cultural people, therefore, the management team in the firm need to give proper tanning about the rules and regulation of the company and the cultural differences that help to make equality in the organization. . As opined by Roberson (2019), in the organization equality helps to keep a good environment in the workplace and it helps to make the growth of the business.
Theme 3: implementing strategies to manage cultural differences 
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Figure 5.18: Implementing strategies of cultural diversity
(Source: Mahmoud et al. 2020)
In order to maintain cultural diversity, the firm or organization needs to give proper training to its employees about cultural diversity. The strategies of cultural diversity include religious accommodation, team building, intercultural interactions, and effective communication (Salient al.  2020). In order to manage the cultural diversity in the organization, the organization needs to provide tanning based on effective culmination, team building, intercultural interactions, and religious accommodation. Therefore, with the help of training, the employee can make good collation among themselves and it helps to make good productivity in the organization. In case all the employees obey the cultural diversity and give equal value to everyone that helps to make a good environment in the workplace (Srivastava et al. 2020). In the organization, equality helps to create more positivity and it helps to make the growth of the business. In the form of organization in case the employee gives respect to their religion, belief, and thought that help to make good collaboration among the employee. It helps to make more products and the different thoughts help to make innovation in the product and service. Therefore it helps to attract the customer to the company and the growth of the company is increased.
[bookmark: _Toc102645028][bookmark: _Toc102645317]Chapter 6: Conclusion & Recommendations
[bookmark: _Toc102645029][bookmark: _Toc102645318]Conclusion
Throughout the entire dissertation, it can be concluded that the cultural differences can be managed only in the case of adopting diversification in the workplace. Along with this, it has been observed that the organisation needs to take special care about the adoption strategies. Apart from this, it has been stated that the company mainly focuses on the differences and is required to take initiatives for it. The managing strategies for the cultural differences that take place usually in the workplace can be overcome by using and applying some relevant strategies (Karatuna et al. 2020). The survey has been arranged in order to identify the cultural differences among the managers. The survey has been done by inviting 25 participants and has been asked diversity-related questions. 
Through the piece of the dissertation, it can be summarised that the company has to implement a diverse culture in the internal organisational work culture. This can further be seen that by applying this overall work culture is enhanced. It has been also concluded that influencing better communication can increase the relationship among the employees. Besides this, the work environment can be further influenced by encouraging the workers to take part in teamwork activities (Xi, 2018). Apart from this, it has been summarised that the entire research paper is based on developing the strength of the firm in order to effectively organize the workforce. At the time of recruiting, the “human resource” has to ensure hiring based on the “diversified workforce”.    
[bookmark: _Toc102645030][bookmark: _Toc102645319]Linking with objectives
Through this research, the objectives have been tried to highlight with the help of the literature review part. 
“Objective 1: To explain what is meant by cultural differences”
This particular objective has been clearly explained in the 2.1 topics of the literature review. This concept has clearly discussed the cultural difference that the company goes through. Apart from this, diversity and its significance in the workplace have been mentioned in an effective way. Besides this, the workplace has been acquired with some sets of regulations that need to be maintained by every employee.
“Objective 2: To evaluate the impact of cultural differences on employee and company performance”
This set of objectives has been highlighted in the 2.2 points of the literature review with brief illustrations. Besides this, the comparison of the culture of the company along with the workers' performance has been discussed in this particular section.  Apart from this, the key impacts have been enhanced in this respective portion. The overall performance that has been improved due to the cultural differences has clearly been stated along with authentic citations. 
“Objective 3: To investigate appropriate policies for managing cultural differences”
The third objective has been explained in the 2.3 section of the literature review. In this section, the policies that are related to the maintenance of cultural differences have been discussed briefly. The policies have been investigated and identified appropriately through this respective section. 
"Objective 4: To introduce newer strategic approaches for comparatively increasing employee efficiency and productivity within the organizational"
Through the research paper, this particular set of objectives has been illustrated in 2.4 of the literature review. This has been noted that approaches that are based on the strategies in order to boost the productivity along with the efficiency rate for the organisation have been the main aim of this section.    
[bookmark: _Toc102645031][bookmark: _Toc102645320]Recommendations
In order to overcome the differences that are coming forward in the management of the organisational workflow and record the performance, the company needs to follow some strategies (Sharma et al. 2020). This particular research paper has brought about fresh strategies that can maximize the performance level of the workforce. Apart from this, in case the firm has to deal with the situation effectively (Salin et al. 2020). Communication has to be improved between the workers and team performance needs to be checked. 
[bookmark: _Toc102645032][bookmark: _Toc102645321]Future scope of the study
In the near future, this particular study can assist the readers to understand the differences that the firm mainly suffers in a better way. Apart from this, the readers can identify the significance of the policies that the companies usually implemented to deal with the challenges. Besides this, in the time ahead, the company can determine the productivity scope of the firm by boosting the performance rate of the employees by engaging them in different activities. These activities have to be based mainly on teamwork and have to maximize the efficiency rate of the workers. 
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Appendix:
	Serial No.
	Questions
	Manager 1
	Manager 2

	1.
	What are the different measures that are taken by the Nando’s in order to maintain cultural diversity within the workplace?
	Nando’s Company strictly follows a significant training program, uses open communication strategy, diversified language fluency, efficient time management and rules against inequality.
	Nando’s, follow strict rules and regulations set by the management of the company regarding cultural diversity. In this turn, they also encourage other employees to follow those rules transparently for maintaining cultural diversity. 

	2.
	What business strategies have been incorporated by the management of Nando’s in terms of cultural diversity?
	The "Long term orientation" dimension of the Hofstede’s 6 dimension is being used in order to maintain the cultural diversity within the Nando’s.
	The Hofstede’s 6-dimensional model for maintainingcultural diversity is being used by the organisation. It also follows the Indulgence dimension. 

	3.
	Do you feel that maintaining a good organisational behaviour helps in boosting the organisation’s growth?
	Yes, it is the major gateway towards achieving higher success for any organisation. 
	Yes, maintaining a good organisational behaviour is essential in order to boost the growth of the company. 

	4.
	As a human resource manager how do you deal with indifferences within the workplace?
	Different anti-discrimination policies are being set in this regard. Moreover, strict actions are taken in case any stances of discrimination have been observed among the employees.
	Egality legislation has been set I order to avoid any such situations within the workplace. Diversified workforce is incorporated for developing a sense of cultural diversity within the workplace.

	5.
	Do employees get affected in case any discriminatory behaviour occurs within the organisation?
	Certainly. The rate of performance of the employees depends on how they are being treated within an organisation. 
	Yes, of course. Any kind of discriminatory behaviour can affect the motivation of the employees thereby affecting their rate of performance. 



Survey Questionnaires:
Question 1: Are you comfortable with working with different people from other countries?
Question 2: Do you know that Nando’s has a “Diversity and inclusion committee”?
Question 3: Are you familiar with Nando’s policies regarding cultural diversity? 
Question 4: How satisfied are you with Nando`s policies regarding cultural diversity?
Question 5: Equal opportunities – does everyone have the same opportunities for promotion/training? 
Question 6: Do you think effective training with respect to cultural diversity is essential for the organization? 
Question 7: Do you accept and are you comfortable with the steps used to manage cultural differences by the management?
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