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INTRODUCTION



In today's global business world, organisations are increasingly recognising the need of cultivating workplace inclusion. Inclusivity is defined as fostering an atmosphere in which all employees, regardless of background, feel appreciated, respected, and included. Organisations in the United Kingdom (UK), like those in many other nations, are working to establish a good atmosphere in which everyone may thrive, which includes fostering diversity, overcoming communication hurdles, and adopting effective policies and procedures. The involvement of line managers in organisations is an important aspect in accomplishing these aims. Line managers, often known as front-line managers, are in charge of supervising and managing a group of people. They play an important role in fostering an inclusive workplace culture since they have direct control over their team's day-to-day operations and interactions.
The purpose of this research is to investigate the role of line managers in creating inclusive workplace policies and procedures in UK-based organisations, with a particular emphasis on the application of international and intercultural communication theories.
Theoretical Structure It is necessary to evaluate the theoretical framework that drives line managers' activities in order to comprehend their role in promoting inclusive workplace policies and practises. The discipline of international and intercultural communication offers pertinent ideas and concepts that can help us grasp the challenges of workplace diversity. One such idea is Hofstede's cultural dimensions theory, which may help line managers handle cultural variations among personnel. Power distance, individuality vs. collectivism, masculinity vs. femininity, uncertainty avoidance, long-term vs. short-term orientation, and indulgence vs. restraint are six elements of national culture that impact workplace conduct, according to Hofstede (Hofstede, 1980).

Theoretical Framework
To comprehend the function of line managers in promoting inclusive workplace policies and procedures, it is necessary to examine the theoretical foundations of their actions. The discipline of international and intercultural communication offers theories and concepts that can help us comprehend the complexities of workplace diversity. The cultural dimensions theory of Hofstede is one such theory that can shed light on how line managers can navigate cultural differences between employees. Hofstede (1980) identifies six dimensions of national culture that influence workplace behaviour: power distance, individualism versus collectivism, masculinity versus femininity, uncertainty avoidance, long-term versus short-term orientation, and indulgence versus restraint.
By gaining an understanding of these cultural dimensions, line managers can develop strategies to foster cultural sensitivity, respect, and inclusion among their team members.

The concept of communication accommodation theory (Giles, Coupland, & Coupland, 1991) suggests that people adjust their communication style based on their perception of the social characteristics of their communication partner, such as their age, gender, and cultural background. Line managers can employ this theory by being cognizant of their communication style and adapting it to the diverse backgrounds of their team members. This can include using clear and straightforward language, avoiding jargon and slang that may be foreign to some team members, and being open to feedback and queries to ensure effective communication.
Consideration of Cultural Sensitivity Promoting cultural awareness among employees is a crucial aspect of nurturing an inclusive workplace culture. Cultural sensitivity is the cognizance, approval, and comprehension of diverse cultural backgrounds, as well as the ability to adapt one's behaviour accordingly. Line supervisors play a crucial role in fostering cultural awareness within their teams.
First, managers can set an inclusive example by exhibiting inclusive behaviour themselves. In their interactions with team members, they can demonstrate respect and appreciation for diversity and inclusive behaviour. This may involve actively listening to team members from diverse backgrounds, valuing their contributions, and averting discriminatory or biassed behaviour.
Second, line managers can provide their team members with training and development opportunities to increase their cultural awareness and sensitivity. This may be accomplished through workshops, seminars, or online training on topics such as implicit bias, cross-cultural communication, and diversity and inclusion. In addition to facilitating opportunities for team members to share their cultural heritage and experiences, line managers can promote mutual respect and understanding among team members.
Thirdly, line managers can establish explicit guidelines and expectations for respectful workplace behaviour. This may include a code of conduct that outlines the organization's commitment to diversity and inclusion, as well as expectations for respectful behaviour towards all employees, regardless of cultural heritage. Line managers can reinforce these expectations through consistent communication, feedback, and acknowledgement of inclusive behaviour. When instances of discrimination, bias, or harassment are reported, they can also take the appropriate measures to prevent a recurrence by promptly addressing the issues and taking the necessary preventative measures.
Effective Communication Promotion Effective communication is essential for promoting workplace inclusivity. Line supervisors play a crucial role in facilitating communication among disparate team members, ensuring that everyone has the opportunity to participate and contribute.
Language proficiency is an essential element of effective communication. In a heterogeneous workplace, employees may speak different languages or have varying levels of English proficiency. Line supervisors can facilitate effective communication by being aware of language barriers and taking measures to remove them. This may involve providing linguistic support, such as translation services or language instruction, as required. Line managers can also encourage team members to be patient and understanding with one another, as well as cultivate an environment in which employees feel comfortable asking for clarification or communicating in their native language when necessary.
Non-verbal communication plays a crucial function in intercultural communication alongside language proficiency. Line supervisors can educate team members on the significance of non-verbal signals such as body language, facial expressions, and gestures, as well as how they may be interpreted differently across cultures. By increasing team members' awareness and comprehension of nonverbal communication, line managers can prevent miscommunication and misunderstandings.
Moreover, line supervisors can promote active listening as a crucial communication skill among their team members. Managers can encourage team members to attend attentively to one another without interrupting or making assumptions. In their own communication with team members, they can also demonstrate active listening by giving their complete attention, asking clarifying questions, and providing feedback that demonstrates understanding and empathy. Active listening fosters mutual understanding and creates an environment in which everyone's voice is heard and respected.
    Putting into Practise Inclusive Policies and Procedures Implementing inclusive policies and procedures is an additional essential function of line managers in nurturing inclusivity. Policies and procedures are the governing principles and practises that influence the ethos and behaviour of an organisation. Line managers can play a crucial role in ensuring that these policies and procedures promote diversity and inclusion and are inclusive.

Line managers can collaborate with human resources and organisational leadership to ensure that policies and procedures are inclusive and in line with the organization's commitment to diversity and inclusion. This can include recruitment, promotion, performance evaluation, training and development, as well as employee engagement policies. Line managers can provide input on how these policies can be revised or enhanced to eliminate biases, promote diversity, and ensure all employees, regardless of cultural heritage, are treated fairly.
Moreover, line supervisors can play an important role in implementing and enforcing these policies and procedures in their daily interactions with team members. They can assist team members in adhering to these policies and procedures by providing guidance and support. Line managers can also be vigilant in identifying and addressing any instances of bias, discrimination, or harassment, as well as taking the necessary measures to prevent a recurrence. They can establish a culture in which all employees feel empowered to report any concerns or incidents without fear of retaliation, and in which everyone is held accountable for their actions.

      Overcoming Obstacles Implementing inclusive policies and procedures in the workplace can present obstacles. Managers may encounter resistance or backlash from employees who are unfamiliar with inclusive practises or who hold prejudices or stereotypes. In addition, they may face language barriers, cultural misunderstandings, and a lack of resources when implementing inclusive policies and procedures.
To surmount these obstacles, line managers may utilise a variety of strategies. First, they can demonstrate the value of inclusive practises through their own behaviour. By consistently demonstrating inclusive behaviour, managers can inspire their team members to adopt the same approach.
Second, line supervisors can educate and train their team members on the significance of diversity and inclusion, as well as the intercultural communication skills required for effective collaboration. This may include workshops, seminars, or online training programmes on topics such as implicit bias, cultural sensitivity, and inclusive leadership. In addition to providing their team members with resources such as articles, videos, and books, line managers may also provide such materials as articles, videos, and books.
Thirdly, line managers can actively address any resistance or criticism from team members through candid conversations. They can listen to concerns, provide clarifications, and debunk diversity and inclusion fallacies and misconceptions. Line managers can also emphasise the business case for diversity and inclusion by emphasising benefits such as increased innovation, enhanced problem-solving, and increased employee engagement and retention.
Moreover, line managers can collaborate closely with human resources and other organisational leaders to resolve any resource-related issues. This may involve procuring budgetary allocations for language support, diversity training programmes, and other initiatives designed to promote workplace inclusivity. Line managers can also collaborate with other departments or teams to utilise existing resources, such as employee resource groups or diversity committees, to advance diversity and inclusion initiatives.

   Monitoring and Assessing Development Line supervisors play a crucial role in monitoring and assessing the progress of diversity and inclusion initiatives within their teams. Regular evaluation of progress can help identify areas of success and areas in need of further development, allowing for the ongoing refinement and advancement of inclusive practises.

Line managers can assess progress using a variety of metrics and indicators, such as the proportion of diverse employees in leadership positions, employee satisfaction surveys, retention rates of employees from diverse backgrounds, and team member feedback on their experiences with workplace inclusivity. Line managers can also actively solicit feedback from team members through regular check-ins, team meetings, or anonymous surveys to assess the efficacy of diversity and inclusion initiatives and identify improvement opportunities.
Line managers can collaborate with human resources and organisational leadership to modify policies, procedures, and practises to further promote workplace inclusivity based on the results of the assessment. They can also recognise team members who have contributed to creating an inclusive environment and celebrate successes.
Conclusion In conclusion, line managers perform an essential role in nurturing workplace inclusivity. Through their leadership, they can foster an inclusive culture in which employees from diverse backgrounds feel valued, respected, and empowered to contribute their unique perspectives and abilities. By adopting inclusive leadership practises, promoting effective communication, implementing inclusive policies and procedures, overcoming obstacles, and monitoring progress, line managers can create a workplace that celebrates diversity and fosters inclusion, resulting in enhanced employee engagement, creativity, and organisational success. Organisations must provide line managers with the necessary support and resources to enable them to fulfil this crucial role in establishing an inclusive and diverse workplace for all employees.
               











CONCLUSION 


In conclusion, the role of line managers in promoting inclusive workplace policies and procedures is crucial for cultivating a thriving environment for all employees. Line managers can create a culture that values diversity and promotes inclusion through their leadership, communication, and actions, resulting in increased employee engagement, creativity, and organisational success.
Line managers should be familiar with international and intercultural communication theories, such as Hofstede's cultural dimensions, Samovar's communication framework, and Jant's intercultural communication theories, to guarantee the effective implementation of inclusive practises. This knowledge can assist them in navigating cultural differences and sensitivity in the context of the diverse British workforce.
Line managers should also be aware of the challenges and obstacles a diverse workforce may encounter in the context of the United Kingdom, such as language barriers, implicit bias, and a lack of cultural awareness. Line managers can create an inclusive environment where all team members feel valued and included by addressing these challenges and implementing appropriate communication strategies.
In addition, line managers should promote diversity and inclusion through their own behaviour and actions, by educating and training their team members, addressing resistance or pushback, and collaborating with human resources and other organisational leaders to allocate resources for diversity and inclusion initiatives.
Monitoring and assessing progress is also essential for assuring the efficacy of diversity and inclusion initiatives. Line managers can use metrics and indicators to evaluate progress and modify policies, procedures, and practises as required. In addition to reinforcing the significance of diversity and inclusion in the workplace, celebrating successes, and recognising team members who contribute to establishing an inclusive environment can serve to highlight their significance.
In conclusion, in the UK context, line managers play a crucial role in promoting inclusive workplace policies and procedures. Their leadership, communication, and actions can foster an inclusive environment that values and promotes diversity. Organisations should provide the necessary support and resources to enable line managers to fulfil their responsibilities effectively, leading to a thriving and prosperous workplace for all.
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