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[bookmark: _heading=h.30j0zll]Introduction 
The achievement of organisational goals on an ongoing basis is revered in the ultimate and core pursuit of the management. Applying different strategies, including expanding and operating in cross-border regions, particularly in untapped and high-growth markets, gears the management towards these activities. The internationalisation of business operations does not, however, only expose the firm to more synergies and opportunities but also to challenges that must be navigated to maintain stability and attain a promising operational continuity. At this elevated level and global reach, the constitution of human resources changes remarkably, including in diversity that exemplifies and underscores a multicultural framework that tremendously affects how people relate with each and connect to their work and, therefore influences organisational performance. The need to create a positive and functionally progressive work environment must be cushioned and continually addressed to build a sustainable entity. 
While limiting an organisation’s operations constricts its performance, especially considering the tragic effect of saturation, whose effects manifest in areas such as stagnation or slowed growth in financial strength and market share, internationalisation widens these aspects, enabling the firm to operate on higher frontiers. The multicultural differences that come with this noble move require the institution of proper strategies using different models to achieve a streamlined structure of human resource existence and operation. The firm must pay attention to the home or host, analysing the possible differences and adopt the best-fit model to improve firm operations. For instance, firms can utilise Hofstede’s cultural dimensions theory and model, which forms the premise of this analysis in the context of Shells operations in the UK, to guide its approach to creating a conducive working environment in view of employees’ behavioural tendencies and attitudes credited to society’s culture. The model can further be utilised to analyse and navigate communication barriers to strengthen employee relations that are the bedrock, among other equally important issues, of organisational performance. 

[bookmark: _heading=h.1fob9te]The company: Shell 
Oil and gas have long been significant factors in powering economies directly through the export of the same and indirectly by aiding transport, manufacturing, and domestic use. The size and worth of this industry are traversed by numerous players, including Shell Inc., which prides itself as a major corporation that, while headquartered in the UK, has a global footprint. It’s listed primarily on the London Stock Exchange and secondarily on the Euronext Amsterdam and New York Stock Exchanges in the Netherlands and USA, respectively, exemplifying its diversification approach in financing. It is the second largest oil and gas investor-owned corporation after ExxonMobil. With a revenue of $381 billion in 2022 and assets worth $443 billion in the same period (Shell Plc, 2022), Shell’s humongous size is held in place by a strong workforce, presently more than 86000 employees, with 6000 of these based on the UK (Shell, n.P). Shell’s leadership reflects an appreciation of diversity, especially considering that the top executives have run operations in Germany, Australia, the Netherlands, Russia, Singapore, the Philippines, Malaysia, Nigeria, South Africa, Brazil, and the Caribbean. The element of diversity in the leadership structure reflects the multicultural formation of the workforce, which requires strategies to navigate barriers that could make employee commitment and execution of duties significantly challenging and tasking. 

[bookmark: _heading=h.3znysh7]Cultural profile in the UK: Hofstede’s Cultural Dimensions Theory 
The global context in which Shell operates its humongous business presents challenges in its human resources that require strategic management and leadership to provide desirable results in keeping the firm streamlined. An extensive comprehension of the operating environment is needed, specifically about the cultural inclination of the host nation and the intersectionality of the same with employees from diverse backgrounds. Shell Plc's management needs to first appreciate the basic and important fact that the UK and Britain are diverse nations that are the home to and grounds of operation for people from different nationalities (Platt and Nandi, 2018). In the reflection of national and global diversity, which, based on Hunschell et al. (2020), yields the ground for enhanced worker creativity and productivity, Shell’s human resources composition is undoubtedly diverse. From Deresky’s (2017) analysis, this scenario requires cultural intelligence, which from the management's perspective, underscores its ability to harmonise the differences in cultural inclinations in creating a functional and highly productive work environment. 
While the realisation of the diversity of the nation is of critical importance in enhancing inclusivity for bolstered performance, it is only preliminary, and it does not, in isolation, achieve optimal outcomes. An integrated approach is, therefore, needed to harness the synergies that come with a diverse workforce for Shell Plc to continually deliver to and beyond investor expectations. In doing this, it is paramount for the management to analyse the exact nature of the UK culture, which is the bedrock for other cultures spread among its employees, considering that the operations are based here. Using Hofstede’s theory of cultural values would be a resourceful move (Deresky, 2017). Understanding the innate and cultural predisposition of the country to power, uncertainty, and individualism lays the ground for developing better management approaches in enhancing communication and employee relations as they subordinate their individual interests to the company’s common purpose. 
In the first focus, analysing the power distribution model and leadership structure that constitutes Shell Plc is important. As Shell Plc (n. d), the firm is led by the executive team that has a member leading strategic divisions that separately but interdependently work to up the firm’s aggregate performance. The structure, in this case, is consistent with other organisations in which the top leadership makes decisions that trickle down to the lower levels procedurally and back through the feedback scheme to enhance value. While this is the case, Hofstede’s theory affirms that understanding power distance is instrumental in analysing the extent to which employees acknowledge and agree with this power and authority distribution (Deresky, 2017). Analysis reveals that the UK’s employees (those from the UK) have a low index in this regard, implying that they are likely to question their superiors and challenge the chain of command hierarchy. 
Besides power distance, which UK citizens demonstrate to challenge the unequal distribution of power inherent in hierarchical organisational structures, Shell Plc needs to pay attention to uncertainty avoidance. The intersectionality of dynamism in the operating environment and the cultural background determines the level of managers' risk inclination and the aggressiveness of the general workforce. Based on Deresky's (2017) analysis within the construct of Hofstede’s cultural dimensions theory, the UK has a low uncertainty avoidance index, implying that employees are free from nationalism and protests. Divergence and dissent are common and tolerated by companies. Together with power distance, uncertainty avoidance demonstrates that Shell Plc operates in a less structured format and formality, allowing flexibility in interactions and job mobility, which could relate to employee turnover in cases of rigidity by the management in the vacuum of less understanding of these cultural tendencies. 
Shell operates as a company in the UK and global oil industry, which means it is exposed to a collective framework that includes a collective convergence of various stakeholders that define and determine its stability and sustainability as a going concern. While this is the case, individualism and collectivism are two competing interests on the continuum of cultural norms, as illustrated in the literature. In individualisms, employees in a given background care about themselves and would put themselves and immediate families at the forefront of their activities. The opposite holds for a collective approach in which one values themselves as par with family and others close to them, which means one would relinquish their personal interests for the collective good. Deresky’s (2017) illustration shows that the UK is a highly individualistic nation, implying that employees care about and would pursue strategies and patterns that grow and advance their personal positions. 
In the above case, the high degree of individualism means Shell operates in an environment where collectivism is tragically low. With collectivism, employees would rather pursue goals in teams and as groups and people value and have wealth less comparatively with individualism with less free political systems. This means the company can exercise its power freely in making decisions in which there is less employee involvement. Shell should further consider the masculinity element in the cultural dimensions paradigm. Deresky (2017) stresses that high masculinity, which is the classic case of the UK in which Shell operates, exemplifies high materialism, less concern for others, and a high level of assertiveness. The expectation of job encroachment into personal spaces and lives is remarkably high, influencing how people relate with others at the workplace. 
Creating a functional space and environment requires that the management understands in detail the aggregate cultural predisposition of the UK as the host country of its operations in the UK. Only by having the above in view can Shell’s management construct an ideal framework that accommodates its diverse workforce. Considering that culture affects communication (Shin, 2021), they comprehend that the UK values power and challenges inequality, which is a norm in organisational structures, exemplifies individualism that, to a large extent, challenges team formations, tends to have a low uncertainty avoidance that influences their inclination towards risk, and embraces or is otherwise defined by masculinity in which wealth and political freedom is revered as people pursue individualistic ideas, the management can construct a logical and functional cultural sensitivity paradigm that illuminates inclusivity to harness optimal employee input in their work commitment. 
The UK’s culture provides the background upon which functional cultural inclusivity can be constructed to allow others to work and prosper on a mutual basis in which Shell grows, and they do too. Deresky's (2017) analysis shows that it is important to have in consideration and action cultural intelligence from which cultural sensitivity can be cultivated. In cultural sensitivity, the management’s idea is to embrace the fact that the employees of Shell Plc, while working for the same organisation and committing their efforts to attain a common purpose, subscribe to very different cultural norms, values, and beliefs. Suppressing the expression of the same can only result in disaster, and a lack of attention to diversity, which based on Hunschell et al.’s (2017) analysis, degenerates into reduced creativity. 
Based on the UK’s cultural profile, which Deresky (2017) affirms to hold the ground for appropriate management strategies in a multicultural setting, the management should consider an accommodative model in which everyone is allowed to express their free will provided that doing so conforms to an organisational culture that is supreme and universal. In the context of Shell’s business in the UK, the management should proceed with cultural relativism. With relativism, every employee is judged and understood from the perspective of their culture and not from another deemed and themed as superior and therefore superseding. With cultural relativism, the management will allow employees from the West to be assertive and materialistic while those from the East, such as the Philippines and Singapore, express their collectivist minds and ideas. 
Cultural relativism should be constructed and cultivated to work with or augment the organisational culture that stands supreme. In allowing relativism, the management would dully avoid ethnocentrism which regards some cultures as superior and, therefore, the scale of judgement of others (Yuliya et al., 2022). In the context of the UK’s cultural profile, for instance, requiring employees from Malaysia to challenge hierarchical orders would conflict with their beliefs, and so would a model that requires employees from the UK to appreciate and remain calm about power distribution and inequality that defines society and leadership structures. However, relativism should only be exercised to the extent that it does not challenge the organisation's basic and skeletal structure and culture, considering that it is supreme, binding, and influential in guiding employees toward the common purpose in Shel's existence of operational continuity. 

[bookmark: _heading=h.2et92p0]Communication barriers and the best strategies 
The cultural relativism model or culture created and cultivated above can only thrive if there is the commitment to address communication barriers that would otherwise project differences and diversity as obstructive in the firm’s pursuit of its goals. Since diversity defines the UK and, therefore, Shell Plc, embracing it is resourceful. In this case, it is necessary to avoid the assumption of similarity (Bennett, 1998), which challenges one’s unique form and wraps them under the ethnocentric approach, leading to possible misinterpretation of messages and therefore distorted performance (Dignen and McMaster, 2013). The management should allow people to express themselves based on their cultural background without strict limitation to a predetermined pattern that conforms to one culture themed as supreme. For instance, people who value close contact (Deresky, 2017) should not be demonised when they do so while communicating. Similarly, an Italian making expressions and gestures should be understood, provided they are working to deliver what is acceptable. 
Besides avoiding the assumption of similarities to allow free communication that allows unrestricted or suppressed expression of ideas, thoughts, and feedback, Shell’s management should weed out stereotyping. In stereotyping, the management may judge someone and predict their behaviour based on their nationality, which is a subjective element that kills morale. There is also the possibility of lack of attention and disinterest especially regarding listening, leading to breakdown of information flow (Dignen and McMaster, 2013). For instance, while Deresky’s (2017) analysis based on Hofstede’s cultural dimension theory shows that an employee from Malaysia may likely be risk-averse as measured on the uncertainty avoidance index, predicting this, and even assigning tasks in reflection of this may not reflect what that specific employee behaves or is programmed courtesy of training or exposure to different work environments. Similarly, assuming that all employees from the Netherlands are assertive and materialistic would lead to flawed relationships and information flow between the management and the workforce. 
It is needful for the management to break the tendencies for and inclinations toward natural preferences. Since the UK is diverse, and so is Shell, working within a preferred style would mean limiting others. For instance, if a manager from Australia insists on addressing mistakes more often when they occur while giving little to no attention to positive and remarkable deliveries from employees, they are likely to clip employee confidence as they feel unappreciated. Breaking this norm would create an environment of appreciation as each employee commits to contribute immensely towards organisational goals. 

[bookmark: _heading=h.tyjcwt]Conclusion 
A concise strategy to attain the above in creating an inclusive and accommodative environment can be achieved through training. With enhanced training, the management learns and appreciates that diversity defines the existence of MNCs, especially in the UK, which is rich in this regard. Managers can learn to respect other cultures, build trust and understanding, and create long-lasting and functionally impactful relationships regardless of one’s background (Grosse, 2002). Managers can learn to be situational in their management approaches. In this model, a manager giving instructions to an employee from Malaysia would not use a format they apply when interacting with one with Dutch or Caribbean background. In this regard, a conducive and positive environment would be the norm as everyone has the space to work. 
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