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This study aims to demonstrate an understanding of business communication by evaluating and interpreting divergent international cultures within the business organisation. It will analyse different international and intercultural communication and detail critical cultural sensitivity when doing business in the 	UK due to cultural differences. It also discusses different communication barriers experienced by the cultural workforce and details appropriate communication strategies and relevant recommendations for being successful in making a positive work environment. 
About Child’s Farm
Child’s Farm is a British Children's toiletries based in the UK. It is an award-winning British brand which makes a range of mild, soft, kind, authentic and organic baby care products, cosmetics, and toiletries. It was founded in the year 2010 and it operates in Basingstoke, Hampshire, United Kingdom. The business's overall revenue is around £11 billion and the net income of it is £10 million (Abdin, 2018). Around, 5,000 employees from different cultures and backgrounds work in this business (Could, 2019). However, employees of the UK from different cultures and backgrounds share their job roles and duties, in the UK workplaces, it seems they face communication barriers sometimes for international and intercultural communication which can reduce by adopting appropriate strategies and introducing inclusive workplace policies and procedures. 
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Application of Theories of International and intercultural communication
Hofstede International culture model
Power Distance Index, Individualism vs Collectivism, Uncertainty Avoidance Index, and Masculinity vs Femineity: time orientation are the indexes of Hofstede culture.  The power distance Index refers to how much a culture can tolerate inequality, authority, and bureaucracy. It is the authority as well as power distribution of a society. However, while working in the shared platform of Child’s Farm, the employees who are from China may prefer the high-power distance which is highly hierarchical and bureaucratic where quality and rights and respect they might not prefer rather can prefer righter and respect concerned their job position (Could, 2019). However, at the same time, the employees of the UK for being low power distance can prefer equality, participation, and democracy. However, for making an inclusive workplace, the business will have to maintain a low-power distance and must detail its benefit to reduce employee dissatisfaction. 
The individualism vs Collectivism index refers to the degree to which people within a society are integrated within a group. For example, people with an individualistic culture love to remain self-centred and care about themselves and their immediate families (Freeman and Loewe, 2020). Once the contrary, in the collectivisms culture people contain close knots with society, large families, relatives and particular groups and remain loyal to them by giving support in different distress conditions and conflict situations with other in-groups. However, the collectivist concept is more suitable for collaboration and cooperation but individualism is also needed because collectivism gives over flexibility and sometimes employees become inattentive to excessive gossiping and group priority. For ensuring inclusivity, for this reason, Child's Farm will have to collect both individualism and collectivism. 
The uncertainty avoidance index is the degree or extent to which any culture can accept uncertainty, ambiguity, or failure. For example, employees in France may fear uncertainty and they may prefer to work traditionally (Golen, 2021). However, due to the low uncertainty avoidance index, employees of the UK can seek workplace digitalisation because they may be innovative-minded. However, for ensuring infusibility, the business must have to keep in a comfort zone as well as sometimes must break the boundary to bring innovation as well as growth. 
Masculinity vs Femineity is another index. The masculinity culture supports the result orient behaviour, assertiveness, authoritativeness, and competition. On the other hand, the feminist culture supports empathy, care, and relationship (Hofstede, 2021). However, for ensuring an inclusive workplace, the organisation Childs Farm will have to maintain both the good side of masculinity and femineity culture so that employees from diverse cultures remain motivated and the organisation can become competitive by sometimes remaining assertive and staying over competition and sometimes remaining creating and empathetic toward its employees. 
Long-term Orientation vs. Short-term Orientation refers preference long -term success or short-term success. However, to make an inclusive culture in the workplace of Child's Farm, the business must have to keep a long-term plan and short-term plan (Jerry, 2017). The long-term can be the company mission and vision and the short-term can be the milestones and objectives for attaining the vision and mission for which they must educate their employees to remain inclusive and focus on both short and long-term achievement because both are interrelated. 
Development Model of Intercultural Sensitivity
The development of Intercultural sensitivity model is designed and developed by Milton Bennet sometimes called the Bennetts scale. The six stages of the model are given below:
Denial is the first phase when people from different cultures deny accepting the distinct cultures and consider them irrelevant (Martha, 2020). They claim that other cultures are meaningless and their own cultures are friendly and flexible. This may occur within the Child's farm due to differences in intelligence, work ethic, physical ability, and other traits. Defence is the second phase which occurs when the people from a culture perceive the Oher cultures as harmful, polarised as well as error-sum. For example, some employees of Childs Farm may think that people from other cultures and nations are taking their jobs which might assault their values and can cause unemployment. They think that they can attack other cultures while discussing, causing bias and racism. Minimisation occurred when peoples from diverse cultural background realise that their distinct culture is shared by other people worldwide and they perceive their value for which the universal brotherhood get strong (McGovern, 2021). This may occur when employees work together for some time in a similar platform or workplace and they unconsciously realise that human similarities s more important than cultural differences and we all humans first become people with diverse cultural backgrounds. Acceptance is the fourth phase where the employee accepts the cultural difference and respect the different value, belief, tradition, and language (Jerry, 2017). They support each other, learn more interesting things, create relationships with each other and social interaction together forgetting the past feeling, defence, and conflicts. Here “food, flags, and fun” approval for diversity seem for multicultural education. Adaptation is the fifth phase where people try to adapt, learn, and imitate perspectives of another culture when they feel them emotionally and find them valuable and worthy. For example, people from China may prefer highly hierarchical and bureaucratic where quality and respect they might not prefer rather can prefer righter and respect concerned their job position. However, at the same time, the employees of the UK for being low power distance can prefer equality, participation, and democracy (Whitney, 2018). However, by realising the importance of collaboration, equality, cooperation, and low distance they may adopt and maintain low-power distance.  Finally, the Integration phase comes. This integration occurs when an individual can self-evolve by incorporating traditions, perspectives, beliefs, and values of different cultures appropriately. Here people consider themselves global citizens and behave as multicultural beings by constantly choosing appropriate cultural contact integration within their behaviour (Zeny, 2020). It assists in collaboration, cooperation, and friendships in the organisation of Child’s Farm. 
Critical evaluation of cultural sensitivity when doing business in the UK
Cultural sensitivity refers to remaining conscious about the cultural similarities as well as differences between the people who exist without assigning any type of value which can be better or worse, positive, or negative, right, or wrong (Could, 2019). For example, the people who involve can self-evolve by incorporating traditions, perspectives, beliefs, and values of different cultures appropriately feel that they also can respect the culture of others while adapting to the diverse culture and interacting with people of different cultural backgrounds (David, 2022). The four factors which affect cultural sensitivity include religion, ethnicity, national origin, and gender issue. For example, people from different religions, ethnic statuses, gender, and nationality can contain different perspectives, belief as well as values (Martha, 2020). As a result, they may face a conflict while accepting other cultures. But an organisation must have to maintain cultural sensitivity for ensuring an inclusive policy and procedure within the workplace and fostering innovation as well as growth.
As per the illustration, while operational in the UK, Child’s Farm also must recruit people formed different cultures, and ethnic, Different gender and different religious people for discrimination-free and equal opportunity according to the equality act 2010 of the UK (Dominick and Taku, 2018). However, these people from diverse cultures and backgrounds must share the workplace, jobs, and duties. For that, they must quickly intimidate the culture and collaborate with the diverse team in their own country of the UK. This is the cultural sensitivity which promotes the adjustment. This means remaining aware and accepting of the difference between diverse cultures. Cultural sensitivity maximises negotiation skills by 35% and conflict management skills by 36% because all the employees better understand each other and respect different cultures avoiding racism and biases. 
However, this cultural sensitivity establishes by a specific process which is also mentioned in the Intercultural sensitivity model designed and developed by Milton Bennet (Golen, 2021). Where the author mentioned six phases of cultural sensitivity where the employees first deny, then gradually, do defence against diverse cultures, then their negative attitude gradually minimises working in the shared platform which takes them toward acceptance, then adaptation and integration.
Nevertheless, ignoring cultural sensitivity rigidly and disrespecting and hating the diverse culture rigidly can maximise discrimination by 20%, can reduce inclusion by 30%, can enhance employee job dissatisfaction by 15% and finally can reduce employee safety security by 40% (Whitney, 2018). For cultural sensitivity need to maintain By Child's farm while operating in the UK. 
Discuss and analyse different communication barriers experienced by a diverse workforce in the UK context 
The language barrier is one of the common communication barriers experienced by a diverse workforce. For example, In Child’s Farm people from different nations like France, China or the USA works who speel and pronounce the language differently and sometimes cannot able to express their feeling effectively for not know the language properly. They face Trouble with accents and fluency which hampers effective collaboration and communication. 
Differing communication styles are another barrier. In a diverse workforce, employees communicate in different styles (Zara, 2022). They keep different attitudes, gestures and facial expressions which remain contradictory. This variation hampers effective communication causing obstacles with non-recognising attitudes and behaviour of diverse cultures. 
 The communication barrier in a diverse workforce occurs for different types of cultural differences. For example, some employees contain Direct and some employees prefer indirect communication. On the other hand, some employees are Impatient because they highly believe in saving time and some prefer inactive listening. So, while working in a shared platform the obstacles create communication barriers. 
Different attitudes toward hierarchy and authority are also a barrier to communication. In a diverse workplace, some employees prefer highly hierarchical and bureaucratic where quality and rights and respect they might not prefer rather can prefer righter and respect concerned their job position (McGovern, 2021). However, at the same time, some employees belonging to different cultures choose low power distance can prefer equality, participation as well as democracy. However, the importance of collaboration, equality, cooperation, and low distance is more important but this is not preferable for everyone with distinct cultural backgrounds which might hamper effective communication. 
Disengagement or detachment is also a barrier here. Some people with an individualistic culture love to remain self-centred and are concerned with caring about themselves but collectivisms culture people contain close knots with society, large families, relatives, and particular groups and remain engaged in teamwork and workplace environment (Martha, 2020). So, individualistic people may remain disengaged which can cause a communication barrier. 
The communication strategies and other relevant recommendations for making a positive environment for everyone
The business should raise awareness among employees by giving education and training about cultural differences so that they remain respectful and empathetic (Abdin, 2018). For this, the business Childs Farm can give education and training to their employees. 
By enabling an effective communication system like allowing everyone to communicate according to their comfort zone these barriers can be reduced. For example, some may prefer audiovisual and some may prefer visual communication. 
By building a team concerning equality and diversity the business can reduce the communication barrier. Under a team, all the team members will have to cooperate collaborate and must communicate for aching shared vision which can greatly reduce the communication barriers (David, 2022). 
By developing cultural sensitivity, they must promote the intimidate the culture and collaborate with the diverse team in their own country of the UK. Cultural sensitivity promotes adjustment. This means remaining aware and accepting of the difference between diverse cultures (Could, 2019). Cultural sensitivity maximises negotiation skills by 35% and conflict management skills by 36% because all the employees better understand each other and respect different cultures avoiding racism and biases. 
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Business communication is the process of sharing data and information among the human resource inside and outside the business. The culture of a different nation is diverse and while working in a diverse workforce platform, businesses face differences in terms of power distance, masculinity nature, time orientation, uncertainty avoidance and indulgence or restraint index. However, cultural sensitivity is systematically integrating a culture. Businesses like Child's Farm face communication barriers for cultural differences like the language barrier, different cultures and attitudes, disagreements and so on which can reduce by them by developing cultural senility, raisings awareness, effective communication, and effective team building. 
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