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Introduction
With the gradual acceleration of economic globalisation and the increasing frequency of international business activities, business people are paying more and more attention to international business communication skills, as good business communication is conducive to promoting friendly relations between two enterprises and even two international ones, and can also reduce some unnecessary troubles (Mcrill, 2019). This thesis provides an in-depth study of Estonian and British culture and customs. The six cultural dimensions of Hofsted and the seven cultural dimensions of Trompenaar are used to fully illustrate the differences between the two countries and the difficulties they will face in the future. Solutions and strategies are proposed based on the differences pointed out by the two theories and finally the whole paper is concluded. 

People with differences in ethnicity, customs, work environment, age, religion, race, sexual orientation, gender, etc., try to communicate and negotiate cultural differences through verbal as well as non-verbal forms. A variety of communication styles can be used in intercultural communication due to the lack of a common language, with the ultimate aim of knowledge exchange rather than the other way around. The focus of intercultural communication is to establish meaningful dialogue. With the globalisation of the economy, people will often need to communicate across cultures in the workplace. Effective intercultural communication reduces misunderstandings and conflicts during negotiations, promotes a level of harmony between employees, conveys information accurately and without error, communicates and communicates in a way that is better recognised by the other party, increases efficiency and allows employees to quickly improve their business skills in a short period of time, resulting in more profit for the company. Good intercultural communication can even promote direct friendship between two countries (Bhasin, 2021). 

The official language of Estonia is Estonian. Due to Estonia's relationship with Russia, there are many people in Estonia who are fluent in Russian, and it is a very important language in the country (Kualo, 2021). According to Big Data, the majority of Estonians are Christian, Orthodox and Lutheran, with Protestant and Catholic churches being rare in Estonia (Benjam, 2017). The Lutheran Church in Estonia is the largest church, but only accounts for 13%. Estonia is 50% nature worshippers, and they are unorganised religion believes in spirituality and life force (Guru, 2018). Estonians are very formal when communicating in business, usually wearing suits and shoes, and are very respectful in their communication, opening with a very subtle and introspective greeting. They tend to speak softly in conversation, not wanting to draw attention to themselves, and think in a calm, persistent and rational way, never going to extremes in business negotiations. Estonians have a very cold, aloof atmosphere during conversations, which is because they are not familiar with each other, but the heat will rise quickly after they become familiar with each other. 

The British are very punctual when it comes to time. When you have to be late for something, then the British will inform the person at the first opportunity and explain why (besart, 2021). When meeting a business partner, the British treat each other with respect and usually greet each other with a simple handshake and try not to be too intimate when meeting them for the first time. The British are very tolerant and open-minded when it comes to business conversations and there is never a grey area as they see it as either black or white ('Business communication', 2013). The British do not like to be close to each other when talking and try not to be less than an arm's length away. The closer you are, the more aggressive you will feel, which they resent and need to be aware of in business communication. The British dress code is also very sophisticated and in formal situations the British will wear a suit and leather shoes, which will give the other party a sense of being valued and respected.
The main language used in business communication in the UK is English, which is also the official language of the UK, in addition to English there are also speakers of Welsh and Gaelic (Potter, 2020). 

The UK has a long history of religious diversity, and everyone has the right to practice their faith freely. Most English people are Christian, Christians belong to the Church of England and the Church of Scotland, and some English people are Catholic, Islamic, Jewish and Buddhist, and they are generally very tolerant of people of other faiths and those of no faith.


Hofstede's theory is a framework used to assess cultural differences across countries. Hofstede believes that cultural differences arise because people's inner thoughts are also different in different contexts. This framework can help people to better understand cross-cultural communication. Through Hofstede's research, six basic cultural dimensions have been summarised. These six cultural dimensions include Power Distance, Uncertainty Avoidance, Individualism versus Collectivism, Masculinity versus Femininity, Long-Term Orientation versus Short-term orientation, Indulgence versus Restraint (Hofstede, 2011). The final results were obtained by scoring the countries studied on these six dimensions.

Long term orientation and short-term orientation are the views of a country and society on future things, Not habitual historical or short-term views (de Mooij and Hofstede, 2010). Countries with long-term orientation are more modest and frugal. They can clearly understand the future, reflect and review the past, and love learning more. They will keep pace with the times and have an innovative spirit. Countries with short-term orientation pay more attention to history and culture. They have no accumulated habits, and are more inclined to set short-term achievable goals.

Estonia scored 82 in the 6-D Model on Long-Term Orientation versus short-term orientation ('Estonia', 2021). This shows that Estonia is a country with a high degree of usage-ism, accumulation, investment, saving, frugality, the willingness to do whatever it takes to succeed and the quality of perseverance. Estonians are adaptable and adjust their pace to the changes of the times. With a certain degree of innovation, people are constantly discovering and mastering new truths, thus avoiding the possibility of truths turning into fallacies and perceptions becoming biased because they do not keep up with the changes in things, so that Estonians are always guided by scientific theories, constantly breaking new ground and having more ambitious and difficult goals to achieve.

[bookmark: OLE_LINK11][bookmark: OLE_LINK12][bookmark: _Toc90585941][bookmark: OLE_LINK7][bookmark: OLE_LINK8]In the 6-D Model the UK scored 51 in Long-Term orientation versus short-term orientation ('United Kingdom', 2021). The UK scores relatively low in this area. This suggests that the British are relatively more willing to maintain their history and culture, wanting to pass on a long history and culture in the UK, and have a great respect for traditional culture. The British are very keen to establish rules and standards and are very rigorous and meticulous in their approach. They do not have a habit of accumulating and tend to be more focused on achieving short-term goals that are highly actionable and have a clear perception of whether they can be achieved. (Rachel, 2019) 

British people may lack innovation in their work, while other enterprises in Estonia are also keeping pace with the times. British enterprises in Estonia may lose their due competitiveness and enterprise development opportunities, leading to the cessation or even retreat of enterprise development. With the passage of time, the profits of enterprises will decrease, which will lead to the loss of sustainability and a devastating blow to enterprises, so that the survival of enterprises can not be guaranteed. This is the biggest challenge facing enterprises.

Faced with challenges the British need to move with the times, the ability to accept new things needs to be constantly strengthened, and in marketing strategies should come up with some more innovative ideas so as to be more attractive to the locals and discard some of the more archaic ideas. Businesses should keep advancing with technology. Because Estonia is developing at such an alarming rate, businesses that want to survive in an era of rapid change are bound to make changes accordingly. If a business just stays where it is and rests on its laurels, it will soon go downhill. The Midea Group, for example, kept pace with the times at the beginning of its development and confined its business to the electric fan sector. The reason for the success of the Midea Group was that it dared to break through and innovate. With the development of the times, Midea Group began to join the air-conditioning industry, sparing no expense in introducing relevant technical talents and learning advanced technologies, as well as delving into learning core technologies. When the company needed to change, the UK did not hesitate to innovate and dare to break through to better adapt to the times and follow the trends (Rahimić and Dulčić, 2016).



In the Indulgence versus Restraint cultural dimension, Hofstede expresses the degree to which society regulates the basic needs of people and their desire to enjoy life's pleasures. The higher a country's Indulgence Index score is, the stronger the desires of its people and the less they have to discipline themselves, and the more indulgent and permissive society is, the less people discipline themselves. Therefore, the higher the score, the more freedom of expression is valued, and people are free to express their opinions and ideas ('Hofstede: The Six Dimensions of Cultural Difference [Overview + Graphic]', 2020).

The lower the score, the higher the score. When the score is lower, the structure and culture of the country suppresses the desires and emotions of the people, and the society is more introverted, with people generally being more demanding in carrying out the tasks they are supposed to do and ultimately accomplishing their goals. People in countries with low scores are reluctant to express their thoughts and opinions and are very reserved. There is often an internal resistance to and even shame about leisure activities, which they see as foolish and debauched ('Hofstede: The Six Dimensions of Cultural Difference [Overview + Graphic] ', 2020)

Estonia scored 16 points on the 6-D Model in Indulgence versus Restraint. This shows that Estonians are very restrained, introverted, and subtle, and that they can restrain their nature and desires to a certain extent, which depends on the education they have received since childhood and the local cultural environment. They place very little importance on time and desire for leisure and recreational activities in their ordinary lives. People are constrained by agreed norms of behavior, and eating, drinking, and indulging themselves is seen by Estonians as an incorrect way of life, and life should be a struggle, but more pessimistic than those with a high indulgence index ('Estonia', 2021).

The 6-D Model survey scored the UK 61 on the Indulgence versus Restraint scale. This suggests that people in the UK prefer to enjoy life and are more indulgent in their leisure activities. People have a very limited degree of restraint in their desires and impulses, prefer to satisfy their desires and impulses, and have a more positive attitude towards society and life. After work and study, one will indulge oneself as much as one wants, always making one’s state of mind a positive one. This allows them to indulge their own nature and thus reduce their stress levels. They have an optimistic attitude and believe in the importance of recreational time ('United Kingdom', 2021).

The biggest challenge facing British companies in the future is the lack of ownership of the company's employees, resulting in low productivity, poor enthusiasm of employees at work, and may not be able to restrain their desires and ideas, so that the company's employees do whatever they want and lack a sense of obedience to the management. This will make the company's decision-making very difficult, make the company's progress process become long, and lead to the decline of the company's efficiency, which will affect the profitability of the whole company. This is the biggest challenge in the future.

UK companies must improve the binding nature of their businesses so that they can ensure their competitiveness in the local area. Companies should implement incentive and restraint mechanisms, establish a competitive remuneration system, and break away from the traditional remuneration system so that remuneration is transformed into motivation for work, with more work for more pay and less work for less pay, thus motivating employees. Through the performance management system, the learning ability and business level of the staff will be continuously improved to meet the needs of the work. The company can also implement the equity incentive system, the company's shares are distributed to employees, each employee is the master of the enterprise, the more equity dividends will also be more, so as to motivate employees to work, but also to attract more technical personnel to join. Huawei, for example, has a universal shareholding system in which every employee is the owner of the company. Such a strategy naturally increases the binding power of the company's employees, which in turn increases the company's profits and enhances its competitiveness (Cussen, 2021).


There are cultural differences between countries in the world and Fons Trompenaar's seven cultural dimensions are a way to give human groups a way to solve problems and dilemmas (Trompenaars & Hampden-Turner, 1997, p. 6). According to Fons Trompenaar's seven cultural dimensions can help people to resolve cultural differences. These seven dimensions include Universalism versus Particularism, Individualism versus Communitarianism, Neutral versus Emotional, Specific versus Diffuse Achievement versus Ascription, Sequential versus Synchronous time, Internal direction versus External direction

In the cultural dimension of internal versus external control, the differences between these two have different attitudes towards the environment. Some national cultures believe that their environment is unchangeable and need this environment to build life and development internally. People of other cultures will change according to their will and vision, and with that change the environment around them. This is a direct result of the environment, culture and geography in which people have lived for a long time, such as climatic conditions, disasters, plagues, and wild animals. These are the conditions in which people have to fight and invade in order to survive. 
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Estonia prefers external control, which is passive control, so they tend to be very subtle and introverted in their communication. Conflict is avoided as much as possible and is on the side of calm never going to extremes in the negotiation process (Jelean, 2019). Their common solution is to deal with problems calmly and quietly over time, to learn to live in harmony with the country and to adapt quickly to the external environment. They are seen by others as very conservative and prefer to compromise on all matters in the face of conflict (Kate, 2014).

The UK prefers internal control, which is proactive control. Countries that favour internal control will be more influenced by their environment, they have more dominant and aggressive behaviour, they handle things more aggressively, they are more concerned with their own or their team's achievements and goals, they have more resistance, more strength and conviction. They will establish clearer goals before doing something and will do whatever it takes to achieve them, which are not abstract but concrete and tangible. When problems are encountered, they are dealt with openly and without the slightest hint of sloppiness, they are highly flexible and relatively adaptable (Fons Trompenaars Model of Culture, 2012).

In business communication and business negotiation, the business negotiation and business communication between the two countries will be meaningless. Estonians are very confident in negotiations and hope that their opinions will be recognized by the other party. The two opinions are opposite. In the eyes of Estonians, the British lack a democratic style and are determined to go their own way. They may lose a lot of business opportunities in their future work. It makes the enterprise unable to achieve the goal. When selling products, British people may force their wishes to customers, resulting in more customers and more profits. This is the biggest challenge in the future.

As Estonia is more binding than the UK is less binding, UK companies moving to Estonia should increase the binding nature of their businesses so that they can ensure the company's competitiveness there. Companies should implement incentive and restraint mechanisms, establish a competitive salary system with incentives and break with the traditional salary system, so that pay can be transformed into motivation to work and more workers will be paid more and less workers will be paid less, thus motivating employees to work. Through the performance management system, the learning ability and business level of employees will be continuously improved to meet the needs of the job. The company can also implement the equity incentive system, the company's shares to employees, each employee is the master of the enterprise, more equity will also rise in dividends, to motivate employees to work, but also to attract more technical personnel to join. Huawei, for example, has a universal shareholding system in which every employee is the owner of the company. Such a strategy will naturally increase the binding power of the company's employees, thus increasing the company's profits and enhancing its competitiveness (Cussen, 2021).

In the dimension of specific and diffuse, it can be divided by exploring the connection between personal life and work in the other country. When a country is specific, the personal life and work of people in this country are relatively separated, and they do not pay attention to interpersonal relationships. On the contrary, when a country is diffuse, the personal life and work of people in this country are closer.
Estonia prefers diffuse. As Estonia is a country that keeps pace with the times, people all over the country love learning and work very much, so they will closely connect or even overlap their personal life and work. There is no obvious division in the merger of different fields. In their eyes, a good relationship will help to achieve their work goals faster and better (P Î rlog, 2021). Employees have more social activities after work. It is usually polite, respectful, status and background in social communication (Trompenaars Cultural Dimensions - The 7 Dimensions of Culture, 2018). For example, after work, I have dinner with my working partners and talk about work at the same time.

[bookmark: _Toc90585944]Britain prefers specific. In the UK, work and personal life are two separate things that do not overlap and do not involve work-related matters after work. There can be a lot of hassles and unprocessed work at work, but after work people leave these worries behind. In their eyes interpersonal interactions and work are two things that do not mix, and work goals and interpersonal interactions are not closely linked. In British culture they take time management very seriously and time is very clearly divided. Relationships are important, but in the British view it is possible to achieve work goals without good relationships.

As the British are more inclined to be specific. they are not as closely connected to people and work. When expanding a business in Estonia it may be perceived by Estonians as a lack of goodwill, often giving the other party a bad feeling and can cause unnecessary problems in business negotiations. Estonians perceive this as insecurity, which can eventually lead to alienation of customers and hinder a good process for the business.
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Due to the conservative nature of Estonia, British people should avoid conflicts when entering the market and always remain calm and not go to extremes in dealing with problems. Because personalities cannot be easily changed, it is recommended that companies recruit a large number of local employees (Ashworth, 2015), which will create a good local cultural environment within the company and enable the company's employees to adapt to the local culture faster and better, and the local employees will transmit the Estonian culture within the company all the time (What are the advances of external recruitment?, 2019).

This report begins with an in-depth analysis of the cultures of Estonia and the UK, which differ significantly in terms of language, religious beliefs culture and background. Secondly, two different cultural frameworks are used to analyse the differences between Estonia and the UK. in Hofstede's 6 Dimensions of Culture Estonia falls under Long-Term Orientation and Restraint, while the UK falls under Short-Term Orientation and Indulgence. In Fons Trompenaar's 7 Dimensions of Culture Estonia belongs to external control, while the UK belongs to internal control. in these dimensions are completely opposite, and these differences may in the future directly affect business exchanges and even friendly relations between the two countries. Some solutions and strategies are proposed for the UK to address these issues, such as the need for UK companies to keep up with the times and introduce advanced technology and talent. The introduction of reward systems and share incentive systems to improve over-indulgent behaviour. Companies need to recruit many local employees, create a good local culture for the company and promote cultural learning.

















[bookmark: _Toc90585946]

Reference
1. Ashworth P. (2015) Why Company Culture is So Important to Business Success. [online] Available at: https://www.linkedin.com/pulse/why-company-culture-so-important-business-success-peter-ashworth (Accessed: 16 December 2021).

2. Benjam E.S. (2017) Religious Beliefs In Estonia, WorldAtlas. [online] Available at: https://www.worldatlas.com/articles/religious-beliefs-in-estonia.html (Accessed: 14 December 2021).

3. besart (2021) British Culture and Social Norms (2021 Guide), Study in UK. [online] Available at: https://www.studying-in-uk.org/british-culture-and-social-norms/ (Accessed: 14 December 2021).

4. Bhasin H. (2021) Cross-Cultural Communication - Meaning, Importance and Factors, Marketing91. [online] Available at: https://www.marketing91.com/cross-cultural-communication/ (Accessed: 17 December 2021).

5. Cussen, M. (2021) An Introduction to Incentive Stock Options, Investopedia. [online] Available at: https://www.investopedia.com/articles/stocks/12/introduction-incentive-stock-options.asp (Accessed: 16 December 2021).

6. Commisceo Global Consulting Ltd. (2020). Afghanistan - Language, Culture, Customs and Etiquette. [online] Available at: https://commisceo-global.com/resources/country-guides/afghanistan-guide (Accessed: 8 November 2021).

7. Cussen, M. (2021) An Introduction to Incentive Stock Options, Investopedia. [online] Available at: https://www.investopedia.com/articles/stocks/12/introduction-incentive-stock-options.asp (Accessed: 16 December 2021).

8. ‘Business communication’ (2013) Business Culture, 27 June. [online] Available at: https://businessculture.org/northern-europe/united-kingdom-business-culture/business-communication/ (Accessed: 14 December 2021).

9. ‘Estonia’ (2021) Hofstede Insights. [online] Available at: https://www.hofstede-insights.com/country/estonia/ (Accessed: 15 December 2021).

10. Estonia - language, culture, customs and etiquette (no date). [online] Available at: https://www.commisceo-global.com/resources/country-guides/estonia-guide (Accessed: 10 December 2021).

11. Fons Trompenaars Model of Culture (2012) Intercultural_management Wiki. [online] Available at: https://interculturalmanagement.fandom.com/wiki/Fons_Trompenaars_Model_of_Culture (Accessed: 16 December 2021).

12. Guru, S. (2018) Religion in Estonia. Available at: https://discover-estonia.com/religion-in-estonia/ (Accessed: 15 December 2021).

13. Hofstede, G. (2011) ‘Dimensionalizing Cultures: The Hofstede Model in Context’, Online Readings in Psychology and Culture, 2(1). 

14. ‘Hofstede: The Six Dimensions of Cultural Difference [Overview + Graphic]’ (2020) Runaway Suitcase, 8 January. [online] Available at: https://www.reservations.com/blog/resources/power-distance-index/ (Accessed: 17 December 2021).

15. Jelean S.-S. (2019) ‘The 7 most common cultural differences in the workplace’, CompanyMatch News, 4 July. [online] Available at: https://news.companymatch.me/english/7-common-cultural-differences-in-the-workplace/ (Accessed: 16 December 2021).

16. Kate (2014) ‘The Seven Dimensions of Culture by Fons Trompenaars’, MBA Knowledge Base, 7 September. [online] Available at: https://www.mbaknol.com/international-business/the-seven-dimensions-of-culture-by-fons-trompenaars/ (Accessed: 16 December 2021).

17. Kualo (2021) Estonian language, alphabet and pronunciation. [online] Available at: https://omniglot.com/writing/estonian.htm (Accessed: 14 December 2021).

18. Mooij, M. and Hofstede, G. (2010) ‘The Hofstede model: Applications to global branding and advertising strategy and research’, International Journal of Advertising, 29(1), pp. 85–110. 

19. Mcrill, D. (2019) The Importance of Communication in International Business. Available at: https://bizfluent.com/info-7761139-importance-communication-international-business.html (Accessed: 30 December 2021).

20. Potter, S. (2020) English language | Origin, History, Development, Characteristics, & Facts | Britannica. [online] Available at: https://www.britannica.com/topic/English-language (Accessed: 14 December 2021).

21. PÎRLOG, A. (2021). National Cultural Profile in the Republic of Moldova According Hofstede and Trompenaars-Hampden-Turner Models. În: The Review of International Comparative Management, 22(4).

22. Rachel (2019) Short and Long Term Goals: Characteristics and Examples, SELFFA. Available at: https://selffa.com/short-and-long-term-goals/  [online] (Accessed: 15 December 2021).

23. Rahimić, Z. and Dulčić, Ž. (2016) ‘Continuous Innovation of Strategy as a Key to the Success of Enterprises: Intensification of Strategic Orientations’, in Vrdoljak Raguž, I., Podrug, N., and Jelenc, L. (eds) Neostrategic Management. Cham: Springer International Publishing (Contributions to Management Science), pp. 57–73. 
24. Trompenaars, F. & Hampden-Turner, C. (1997), Riding the Waves of Culture: Understanding Cultural Diversity in Business, Second Edition, London & Santa Rosa, Nicholas Brealey Publishing Limited. 

25. ‘United Kingdom’ (2021) Hofstede Insights. [online] Available at: https://www.hofstede-insights.com/country/the-uk/ (Accessed: 15 December 2021).

26. What are the advantages of external recruitment?(2019). [online] Available at: https://www.zhihu.com/question/356559964  (Accessed: 8 November 2021).





2
	
image1.png
PRIFYSGOL CYMRU
Y Drindod Dewi Sant

UNIVERSITY OF WALES
% Trinity Saint David

SWANSEA - ABERTAWE





