
BUSINESS MANAGEMENT 

INTERNATIONAL BUSINESS COMMUNICATIONS

LCBB6001
                    Assignment 1
Anca Larisa Costache
Student number: 2021935

                                                 Table of Contents

Introduction                                                                                                  2
British business communications                                                              2
Introduction to Tesco PLC.                                                                          3
Application of Hofstede Theory.                                                                  4
Application of theory suggested by Samovar et al.                                   6
Cultural sensitivity within the UK.                                                                8
Communication barriers in diverse workforce.                                           9
Communication strategies and recommendations.                                   11
Conclusion.                                                                                                    12
References.                                                                                                    14








Introduction
The human resources can be regarded as one of the most important stakeholders within the internal environment of any organisation. The human resources who create value directly as well as indirectly through different operations ultimately add to the value that is used by the organisation when creating revenue. Hence, the consideration from organisations must also include the possibilities of communication barriers coming into existence when there are different individuals from different ethnic and cultural backgrounds within the internal environment. The report that will follow will consider some theoretical perspectives towards intercultural communication and further discussions related with the cultural sensitivity within the United Kingdom and communication barriers that can be present in a diverse workforce will be discussed as well. The difference in the employment rates between the white ethnic group and the all-other ethnic groups combined decreased by 7 percentage points in between the years 2004 and 2021 (Office for National Statistics, 2022). Thus, businesses that are looking forward to create employment and create value through the internal processes might expect a very diverse workforce. Hence, the case of Tesco as a diverse workplace will be disgusted in detail and the applicability of the communication theories will be analysed in the context of the organisation being able to create equal opportunities and positive environment for all employees. 
British business communications 
The Chartered Institute of Personnel and Development, the association for the human resource management professionals within the United Kingdom is one of the most regarded sources of information that is taken into consideration by human resource managers in terms of designing communication plans within the internal environment. The association in this case has outlined a number of different principles based upon which successful communication within the organisations can be executed (Bargiela-Chiappini et al., 2013). Thus, it can be assumed that within the United Kingdom, the British business communications follow the need for creating an effective approach to internal communication which will be cohesive as well as strategic and will be dedicated towards supporting a culture of openness and trust within the workplace. The suggestions from the CIPD indicate that successful communication within the workplace is able to create a shared sense of purpose aligned to the organisational strategy (CIPD, 2022). The British culture of communication within the workplace can be regarded as very much similar to the Asian cultures in terms of the usage of diplomatic language and open the tone is very non-confrontational in business situations. 
Introduction to Tesco PLC
[bookmark: _Hlk132144588]Tesco PLC is a public limited company operating within the retail industry of the United Kingdom primarily. The organisation was founded by Jack Cohen in the year 1919 in London. The current headquarters of the organisation however is in Hertfordshire. The company in this case has been very efficient in terms of revolutionising retail services within the United Kingdom and has come up with products through platforms such a supermarket, hypermarkets, superstores, convenience stores and others (Tesco PLC, 2023). The business in this case is one of the largest employers within the United Kingdom while its employs close to 300,000 colleagues who are mostly in hierarchy positions that enable them to face the consumers on a regular basis within the store or through the distribution network (Tesco PLC, 2023). The very large workforce as a result increases the consideration of Tesco as a business understanding necessity and the barriers of diverse workforce and intercultural communication. 
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Figure 1: Diversity in Tesco workforce
(Source: Tesco PLC, 2023)
Application of Hofstede Theory 
Geert Hofstede was able to indicate 6 very influential dimensions of national cultures that can differ from country to country and on the basis of such understanding organisations can definitely look forward in creating their internal culture within the workplace (Hofstede Insights, 2023). The participation of different individuals coming from different countries will necessarily have preference towards different cultures within the workplace and as a result understanding of their national culture can give an indication towards other participants as well in understanding the doable are the activities that should be avoided. The applicability of the dimensions to Tesco is as follows –
[image: ]
Figure 2: Hofstede's Cultural Differences
(Source: Hofstede Insights, 2023)
· Power distance index – The dimension in this case expresses strategy to which powerful members of a particular group or society hold a greater majority of the power (Hofstede Insights, 2023). Thus, the application of this dimension within Tesco in relation to different national cultures will help in having an understanding off the correct organisational structure that will allow ideal flow of knowledge and information through the hierarchy levels.
· Individualism vs Collectivism – This particular dimension can help Tesco in understanding preference of different national cultures towards individual objectives or collective objectives (Hofstede Insights, 2023). This can help in understanding how promotional process of objectives for the organisation can we communicated amongst the human resources within Tesco.
· Masculinity vs Femineity – This dimension can help Tesco in understanding the preference of different individuals within the workplace towards aligning themselves with either a male dominated or a female dominated workplace.
· Uncertainty avoidance – This dimension is helpful for a business such as Tesco in understanding the reference of different individuals within the workplace towards uncertain or unknown situations. 
· Long term vs short term orientation – The dimension can help Tesco in understanding preference of individuals within the workplace to prefer working towards goals that have short term in nature or goals that take a significantly longer time in achieving benchmarks. 
· Indulgence vs Restraint – The dimension helps in understanding the preference of different individuals coming from different national cultures towards activities that help them to indulge or towards the restaurant that is needed to suppress instant gratification. 
Application of theory suggested by Samovar et al. 
The theory in this case takes into consideration the impact of culture on the most ideal intercultural communication process that can be followed. The prolonged discussion in this piece of resource is followed at the end by suggestions which indicate the ideal practices in executing intercultural communication. The primary consideration suggested is the process of searching commonalities between people and cultures (Samovar et al., 2016). Hence, if the previously explode theoretical perspective of 6 dimensions to define national cultures is considered, then Tesco’s case can be explored. Tesco operators in countries such as Czech Republic, Slovakia and Hungary and thus, a comparison between the national cultures in relation to some of the dimensions help in understanding the following.
[bookmark: _Hlk132140195]The reference towards poverty stance is highest within the Czech Republic has it has the score of 57 one compared to the numbers in United Kingdom much is 35 and Hungary which is 46. The cultural preference towards indulgence is highest within the United Kingdom as it has a score of 69 when compared to the scores of 29 Czech Republic and 31 in Hungary (Hofstede Insights, 2023). Thus, the indications suggest that there are very limited commonalities between the different cultures but in case of indulgence United Kingdom is very much different than the other 2 countries. 
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Figure 3: Cultural Comparison of the UK, Czech Republic and Hungary
(Source: Hofstede Insights, 2023)
The theory that is currently being discussed however also indicates that the process of respecting cultural differences can help in structuring ideal communication techniques and approaches (Samovar et al., 2016). Thus, individuals coming from the United Kingdom in units operated within Hungary should be able to provide more attention towards the process of excluding mentions of indulgence-based activities primarily. This communication approach can be recommended by officials within the human resource management department at Tesco as a training process in adapting with the country culture which is very evident in terms of creating a corporation culture that is beneficial for the company in general. 
Cultural sensitivity within the UK 
In the United Kingdom, the employment rate for the ethnic minorities is very close to 62.8% when compared with the employment rate for white individuals which is at 75.6% indicating a 12-percentage point gap (Office for National Statistics, 2022). This very significant gap however is more complicated for some ethnic groups and as an example it can be said that employment rate for Pakistani or Bangladeshi individuals is only at 54.9% (Office for National Statistics, 2022). The percentage of individuals between 16 and 64 years who were employed was the high for British individuals who were white and white ethnic background which stood at 76% and surprisingly the percentage of 16- to 64-year-old who were employed was the highest for Indians which stands at 78% (Office for National Statistics, 2022). The percentage of the individuals within the age range mentioned above who were employed indicate that there has been a very clearing difference between white individuals and individuals belonging to other ethnic groups and until the year 2021 75% off individuals from the white ethnic group were employed and only 67% of the other ethnic groups were employed (Office for National Statistics, 2022). This indicates that employers within the United Kingdom are slightly more welcoming towards individuals from white ethnic groups when compared to ethnic groups from Asia or other parts of the world. 
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Figure 4: Percentage and number of 16- to 64-year-olds who were employed in the UK, by ethnicity and age
(Source: Office for National Statistics, 2022)
The prime working age in which individuals or young women and men are at their best capability in terms of contributing to the objectives within a group and an organisation is the years between 25 and 49. In this each range the employment rate was highest in the white community at 88% and the lowest in the combined ethnic groups coming from Pakistan and Bangladesh and this rate was 66% (Office for National Statistics, 2022). This can also indicate that there can be a lack of skill and knowledge in different communities which create barriers for participants in such communities to be a part of working groups within the United Kingdom in different sectors. 
Communication barriers in diverse workforce
The communication barriers within a diverse workforce can be of very significant element that can help in creating a business environment which is very efficient for all. The primary difference between different cultures within the workforce in terms of communication is the approach which primarily is of 2 types which is direct and indirect (Guffey and Loewy, 2014). The western cultures of the working environment are considered to be more direct and the meaning of sentences and phrases are very obvious when compared to cultures from Asia. Thus, it can be said that observations that Pakistani and Bangladeshi individuals are relatively lower in number in terms of their representation within the workplace of the United Kingdom is due to the difference of approach in communicating. 
The other very notable consideration that needs to be made in terms of understanding communication barriers is different attitudes towards authority within the workplace as well as different levels of hierarchy and the power that comes with the individual who is employed at the position (Guffey and Loewy, 2014). Often, a hierarchy structure is created in order to direct a very appropriate flow of information according to the management and direction also has a defined direction. Thus, considering the attitude of different cultures towards this can help in understanding communication differences. The power distance recognition within the United Kingdom is very low at 35 out of 100 and in this case the recognition of power distance is significantly higher in other countries within which Tesco operates such as the Czech Republic as the score of the country in the dimension of power distance is 57 (Hofstede Insights, 2023). This indication suggests that within the workplace of the United Kingdom which is dominated by majority individuals from white communities should be slightly flexible in terms of the flow of information and direction. However, if the organisation of Tesco looks forward in expanding across countries in Asia, the power distance might have a more influential role to play and as a result the flow of information and direction should be more defined and stricter. 
Communication strategies and recommendations 
The discussion is regarding the communication barriers above has helped in understanding that for diverse workplaces to be effective within United Kingdom for an organisation’s success Tesco it is important that different national cultures and differences in approaching communication are considered within a centralised communication strategy. However, the constant changes in terms of roles and changes of processes influenced by the external business environment can be detrimental in selecting one specified approach and thus the following recommendations can be regarded as common elements that can be considered in each situation.
· Decision Making – The decision-making process in terms of operational tactics can add more value in terms of the executional process if the perspectives and ideologies an innovation from all participants and employees are considered as they are directly related to the activities. The Democratic Leadership approach in this case can be selected by managerial level employees and leaders the leadership style helps in creating platforms for participants in a team to communicate their perspective within the decision-making process (Bhatti et al., 2012). This can help in breaking the ice between different individuals who are belonging from different cultures within the Tesco workplace. 
· Feedback – The process of considering employee feedback is very important in terms of understanding the applicability and the efficiency of different processors that are adding to the value generated by the communication style. The managers however must be able to create yeah practice the employee feedbacks are constructive and therefore the applicability of surveys and group discussions or even focus groups can be normalised on a monthly basis (Wang et al., 2015). The analysis of the feedback will definitely help in underlining areas in which betterment is needed or possible to have affluent and comfortable workplace for all cultural minorities and dominant groups.
· Actor Network Theory – The ANT Theory is able to suggest that non-human factors as well as human factors are equally influential in the process of successful technological innovation and scientific knowledge creation through the different levels of organisational hierarchy (Mol, 2010). Thus, the process of communication being executed between different levels of the organisational hierarchy through digital platforms such as messaging services or event telecommunications on the mobile or the system provided by the business within a workplace is a part of the communication plan. Thus, the type of information and the length of information as well as the importance of the information that is communicated through such mediums are given specific details and regulations as per the theory mentioned. 
Conclusion 
The study above has helped in understanding that cultural sensitivity in the workplace in the United Kingdom has certain signs of minorities not being able to access equal opportunities when compared to the dominant groups. Thus, as a responsible corporate citizen within the retail sector of the United Kingdom, Tesco should be able to consider all activities possible that can create value for the organisation through the existing processes and provide equal opportunities to all members of different communities which are prevalent within the workplaces of the United Kingdom. The most obvious findings help in understanding that communication approach towards different levels within the hierarchy is different and thus, to create a culture that is equally responsive to the difference in positions of the hierarchy and individual execution whenever is necessary, the platforms must be created for all employees in terms of communicating their perspective. The feedback from employees regarding the existing communication approaches can be gained through processes such as survey and focus groups which can also help in understanding individual perspective towards effective communication. Lastly, Tesco hosts a very large workforce within the United Kingdom and as a result dedication towards understanding cultural differences and ideal communication approaches is imperative. 
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