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Introduction
The foundation of business administration is the ability to communicate effectively with business associates. When diverse individuals with divergent viewpoints collaborate to establish a common enterprise, this task is not simple. In this analysis, we will introduce you to a report based on a British multinational corporation that operates in a number of developing nations. Unilever is a company that operates effectively and is growing. It is an illustration of transcending differences and pursuing a common objective. In our report, we will discuss the challenges and problems they confront, as well as the strategy for overcoming them. By employing various theories, such as Hofstede's theories, samovar, and others, these differences can be easily surmounted and practical models can be implemented, which can be revealed rapidly by meticulously following the steps. Power distance, uncertainty avoidance, individualism-collectivism, masculinity-femininity, and short-term versus long-term orientation are Hofstede's first six essential dimensions.
These six factors are crucial to the commercial relationship between two nations. For instance, if Britain and China, Africa, Mexico, and many other ostensibly disparate nations collaborate. This report is for the consideration of the director of human resources to ensure that the UK-based business operations foster an environment conducive to the success of all employees. This report will focus on the role of line managers in fostering the development of inclusive workplace policies and procedures.

Unilever
Unilever is a multinational British-Dutch consumer products corporation with headquarters in London, England. Established more than a century ago, they are one of the largest consumer products corporations in the globe. They are well-known for their excellent brands and commitment to ethical business practises, which promotes superior performance. They have more than 400 brands in more than 190 countries. It is a multinational corporation with a global mission to make sustainable living the norm. The Department of International Development and Unilever have formed a new partnership to create employment and enhance water and sanitation in developing nations.
The Code of Business Principles is a manual for implementing our values. It provides a framework of straightforward "musts" and "must nots" to ensure that they always make the best decision. Much of Unilever's strength derives from its shared resources. As they strive to realise their vision of becoming the global leader in sustainable business, they place a premium on people, integrity, and a commitment to creating a more equitable and principled world. It is recommended to maintain excellent communications with employees through information and consultation procedures within the organisation. Unilever is committed to establishing relationships with suppliers, consumers, and business partners that are mutually beneficial. This necessitates adherence to the policies of third parties and a willingness to collaborate with them to resolve issues that negatively impact society and the environment. Through company-based information and consultation procedures, it is advised to maintain effective communication with employees. (Unilever, Annual Report, 2022)



Theories of international and intercultural communication

A lot of companies outside of Europe want to get into the shared European market because they think it has a lot of untapped promise. There are three things that make me curious. First, companies from outside Europe are eager to do business in European markets because Europe is one of the best places to spend and the easiest place to start and run a business. Second, the single European market gives foreign businesses a tax situation that is competitive on a global scale. Many studies have been done on motivation in the last few decades, but this article will focus on Maslow's (1943) hierarchy of needs theory and Herzberg's (1966) two factor theory. Their current importance to the need to effectively inspire workers will be closely examined, as this is seen as important to a company's success in the current economic environment. Most theories of motivation fall into two groups: topic theories and process theories. The first one tries to "develop an understanding of basic human needs" (Cooper et al., 1992). Some of the most important theories are the hierarchy needs theory, McClelland's success theory, and Herzberg's two factor theory. The work of Vroom, Locke, and Adams is part of the process theories, which look at the real ways to motivate workers. Maslow's hierarchy of needs theory was first released in 1943. It shows a pyramid with five levels of needs, each of which must be met before moving on to the next level. (2013) Stephen Bailey, p.148

Geert Hofstede's study shows that we can make broad statements about big groups of people based on the most important cultural aspects of those groups. Most Asian societies are built around the group rather than the person. So, we could say, "People from Asian cultures tend to," but we can't say that about everyone in any group (nation, country, region, etc.) because there are so many different cultures and subcultures, let alone people. In the past, anthropologists studied society to learn about the different cultures of its subgroups. Anthropologists study small groups and their traditions to learn about society as a whole. So, a society is made up of its different groups, not the other way around. This theory talks about how society and culture affect the values of its members and how these values affect how people act. Hofstede has looked at each country's culture in terms of its power gap, independence, manhood, dislike of doubt, focus on the long term, and willingness to enjoy. The Netherlands is a feminine country, with a low score of 14 on the manly factor. Egality and making sure everyone is included are important ideals in feminine countries. Geert study shows that the Netherlands has a high score on the measure of long-term direction, with a score of 67. This shows that the Dutch are practical and are usually willing to change customs to fit the times. (Tuleja, E. 2022)

The extent to which the less powerful people in a society realise that power is not shared fairly. Because of this, people will accept uneven power, expect it, and act accordingly (Appendix Table 4.1) without any other reason. Even though power and inequality are present in all cultures, some are more uneven than others. Being in a low-power position means that "we approve of inequality as much as the leaders do" (Hofstede, 2011, p. 9). This means that a society or group works "best" when it has different levels of people with different rights and responsibilities. This is for the good of the society as a whole. (2008, p. 20 of The Economist)
Process theories say that there is a link between effort, success, and Vroom's theory of drive, which is based on what people expect. It is based on the idea that a worker will work harder if they are paid more. This needs the person to believe that the company will help them improve their work through training and tools. (Mullins, 2006), Locke's goal theory, on the other hand, stressed the value of setting clear goals to improve worker performance. To get employees more motivated, you need to give them goals that are hard but doable. "Goal specificity, goal difficulty, and goal commitment all improved task performance" (2004: 382) This theory has implications for how staff evaluation systems should be set up and run, and for how management should be done using objective methods that focus on meeting agreed-upon performance goals. Adams's second step in his theory of fairness was based on the idea that people value fairness. He said (Mullins, 2006) that employees like being treated in a way that is clear and fair compared to other workers doing similar jobs, and they respond well when this is made clear. This method looks at the workplace in a wider sense than other theories and focuses on the balance that each worker finds between "inputs" and "outputs."  (Tuleja, E. 2022)
The maximum degree of uncertainty avoidance is typically observed in collective societies due to the need to act interdependently and the greater power distance in such societies. Hofstede defines it as the degree to which a culture programmes its members to feel uneasy or at ease in unstructured situations. Unstructured situations are novel, uncertain, unexpected, and out of the ordinary. Such cultures attempt to "minimise the possibility of ambiguous situations through strict behavioural codes, laws, and rules" (The Hofstede Centre) and do not tolerate opinions that deviate from what is expected of those in authority. It is essential to note that uncertainty avoidance has nothing to do with risk; individuals take risks in every culture, whether on the stock market, in entrepreneurial endeavours, or when deciding to sell a business. It entails minimising the potential consequences of deviating from the acknowledged and expected norm. (Tuleja, E. 2022)


Inclusive workplace policies and procedures
The Global Economy and Society Globalisation has both social and political effects on us. Our organisations, institutions, and communities are increasingly multicultural in the twenty-first century; we collaborate with people of various nationalities, ethnicities, and religions. There is a good chance that the person in the cube next to us was raised speaking a distinct language. (Hopkins, B.,2016)

 In addition to the essential work we do in the workplace to promote equity, diversity, and inclusion, we also act in our advertising and with our suppliers. To achieve our vision and develop our business, we have identified three strategic drivers: premiumization, digitalization, and simplification. Working closely with our value chain partners is a crucial component of our strategy as we address significant sustainability issues such as climate change. The new Compass Organisation is driven by our revitalised human, purposeful, and accountable culture, which places a central emphasis on high performance. A crucial aspect of this is ensuring that our employees have a "winning mindset," which entails assuming responsibility for the decisions we make and the results they produce. We have taken advantage of the opportunity to revise our incentive structure so that there is a much more direct correlation between individual performance and business performance. The incentives of our employees are now tied to the part of the company to which they contribute the most in their role and the performance of that part of the company. In order to create a high-performance culture, it is also essential to ensure that our employees possess the appropriate skills and behaviours. For instance, our senior leaders are participating in a rigorous behavioural and data-driven development programme to help them become more effective Compass Organisation leaders. In addition, efforts are undertaken to update leadership programmes at all work levels. Annual reports for Unilever, 2022

The first level consists of physiological necessities such as food and water, followed by safety, affection, self-respect, and self-actualization (Rollinson, 2005:195-6). Alderfer subsequently revised this theory, reducing the requirements to three: existence, relatedness, and growth, and renaming it the ERG theory. In addition, he suggested addressing all three requirements simultaneously (Steers et al., 2004, p. 381). McClelland's emphasis was slightly different. When he argued that individuals are predominantly motivated by three primary needs: achievement, affiliation, and power (Mullins, 2006: 199), he was referring to the need for achievement, affiliation, and power. In contrast, Herzberg proposed in the 1950s, based on multiple interviews with engineers and accountants, that job satisfaction and dissatisfaction had different origins. He asserted that if so-called hygiene factors, such as working conditions and compensation, are inadequate, negative attitudes are likely to result, whereas positive attitudes stem from the nature of the job itself. In other words, workers were contented if they found their work intrinsically fascinating, but they were not motivated to work harder by high salaries or generous vacation benefits alone. Instead, employees needed to be given more responsibility, authority, and difficult duties to complete (Vroom and Deci, 1992: 252).


Communication barriers analysis
Unilever has factories in countries with low uncertainty avoidance and low bureaucracy, such as Sweden, Denmark, and the United Kingdom (see the original source for an intriguing graph depicting the correlation between uncertainty avoidance, innovation, and bureaucracy). This enables high levels of scientific research, venture capital financing, and healthy public-private partnerships. People spend less time dealing with red tape and more time developing their enterprises, which is advantageous for all. Bureaucracy, which is replete with regulations, laws, and structures, makes life more structured and less uncertain. Consequently, the Hofstede scores indicate that Greek society has a general aversion to ambiguity and struggles with unstructured situations, volatility, and change. (Tuleja, E. 2022)

Masculinity and femininity, along with some of Hofstede's other terminology, appear to be an unusual method to describe the phenomenon of traditional socioemotional categories. This indicates that in masculine cultures, emotive gender roles are distinct; they emphasise how one should feel based on one's gender at birth; boys are expected to be assertive, strong, and focussed on material success; girls are encouraged to prioritise the quality of life. (Tuleja, E. 2022)

Harvard business professor George Serafim explains the uncertainty avoidance of Greece in the following way: Bureaucracy, laws, and rules exert particular influence in Greece because they help make life more structured and less uncertain. In Greece, acquiring construction permits, registering property, and enforcing contracts in courts require vast amounts of paperwork and time Because of the aversion to risk they are unlikely to mind new products, processes, or business models. this helps to explain why Greece has one of the lowest license and patent revenues from abroad as a percentage of its GDP, as well as one of the lowest contributions from high-tech product exports to its trade balance. (Serafeim, 2015) (Tuleja, E. 2022, p.28)


Nonetheless, there are disparities between the two nations. For instance, the United Kingdom tends to be more harmonious, formal, and indirect in its communication than the United States (Northouse, 2013). Culver was uncertain as to how these British cultural values could have migrated to India. India, unlike the United States, the United Kingdom, and China, is part of the southern Asia cluster (Northouse, 2013) according to GLOBE. Culver discovered that India and China share many cultural characteristics, but also have significant differences in several critical areas. Similar to China, India has a high power-distance score of 77 on the Hofstede dimension, indicating a preference for hierarchy and centralization.

As a multinational company with a wide range of names, Unilever has to think about hurdles to dialogue and cultural differences. Even though English is the business language of choice for many global companies around the world, not everyone speaks or understands it. Even when an American and a British person are talking to each other, they might use different words for the same things and not understand each other. For example, they might say "lift" instead of "lift," "trunk" instead of "boot," "lavatory" instead of "water closet" and "toilet" instead of "100." If you don't know how to use English in different situations, you might have trouble getting your point across. misunderstandings and confusion often happen because people from different countries have different ways of saying the same thing. As we think about the paradox of communicating across cultures, it's important to first realise that there are differences between cultures. Some cultures, called "high context cultures," make it easy to figure out what someone means just by looking at the situation. Other cultures, called "low context cultures," rely more on words to make sure everyone understands. In societies that put a lot of importance on context, like China, Northeast Asia, Southeast Asia, the Indian subcontinent, and Indonesia, speech is mostly unspoken and meaning is gleaned from the context. (Tuleja, E. 2022)


Conclusion and Recommendations

We should conclude from the report that different corporations operating in different countries and facing obstacles such as intercultural differences can collaborate. Together, they surmount obstacles through numerous compromises, tolerance, and an appreciation of diverse perspectives and methods. After employing learned theories such as Hofstede, Samovar, etc., it becomes much simpler to overcome barriers between personal, cross-cultural, and business differences. This is essential for minimising misunderstandings, facilitating fruitful cooperation between two distinct nations, and moving forward. An excellent illustration of this is the Unilever company. My advice to them is to conduct a more in-depth analysis of business associates' behaviour, traditions, and values. Small details can sometimes lead to misunderstandings between business partners and impede the implementation of an alternative course of action. Understanding others' distinctions and being more tolerant are essential for achieving success.
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Table 1.1 Key cultural indicators

Indicator Characteristics ‘Writer

Value Varying degrees of importance Kluckhohn,

orientation attached to basic human and
concerns Strodtbeck

Individualism- Degree to which people within Hofstede,
collectivism  a culture see themselvesas  Triandis
expecting to act independently
of others or as being
interdependent with other
‘members of a group
Power distance  Degree to which the less Hofstede
powerful in a culture accept the
unequal distribution of power

Uncertainty  Relative level of anxiety Hofstede
avoidance induced by uncertainty
Work-life Relative importance attached  Hofstede
balance to career and material success

or quality of life (originally

Iabelled by Hofstede as
‘masculinit

—femininity)
Long-term Relative importance attached  Hofstede
orientation to the past, present and future
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Table 1.9 Relative uncertainty avoidance ratings for different

countries
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Source: Hofstede (2005).
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Table 1.5 Individualistcollectivist classification of different
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Table 1.8 Relative power distance ratings for different countries
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Table 1.1 Relative long-term orientation ratings for different

countries
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