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Executive Summary 

At the UK-based operations of Linde Plc, this study explores the function of line managers in creating a favorable work environment where everyone can succeed. A thorough introduction to British corporate communications and a quick overview of Linde Plc are provided in the report's opening paragraphs. After that, the report analyses the UK context and Linde Plc using theories of cross-cultural and intercultural communication, such as Hofstede's cultural dimensions. Given the variety of backgrounds represented in Linde Plc's personnel and other important factors, the paper analyses cultural sensitivity when conducting business in the UK and offers pertinent examples. The research also explores and analyses the communication challenges faced by a diverse workforce in the UK, again using pertinent examples. The research concludes by offering Linde Plc advice on how to improve communication and foster an environment where everyone may achieve. They include encouraging an inclusive culture, educating and developing line managers, and employing effective communication methods to get across linguistic and cultural hurdles. The overall goal of this research is to offer the HR director of Linde Plc actionable suggestions for fostering an atmosphere where all workers may thrive in UK-based operations.
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[bookmark: _Toc128287530]Introduction

Communication is one of the most important aspects of any successful organisation, but it is more important when dealing with a diverse staff. Because of the multicultural context in which businesses operate in the UK, communication strategies need to be adapted to fit the wide range of people that make up the workforce. The purpose of this research is to offer a critical analysis of the part that line managers play in fostering an environment that enables everyone involved in UK-based business operations to flourish. The selected organisation will be introduced, theories of international and intercultural communication will be applied, cultural sensitivity will be evaluated, communication barriers experienced by a diverse workforce will be discussed, and appropriate communication strategies will be provided to enable the organisation to succeed.
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An international manufacturer of engineering and industrial gases, Linde plc is based in Guildford, Surrey, in the United Kingdom. In 2018, Linde AG and Praxair Inc. merged to form the business, making it the largest industrial gas company in the world in terms of revenue (Linde, 2023). More than 80,000 people work at Linde Plc worldwide, which has operations in more than 100 nations. Revenue for 2021 was £30.9 billion, up 10% from the previous year, according to Linde plc. Net income for the business increased by 23% to £3.6 billion in 2021 from the prior year. Earnings per share for Linde Plc in 2021 were £7.17, up 25% over the previous year (Linde, 2023). In 2021, the company's total assets were worth £75.3 billion, compared to £46.5 billion in total liabilities.

[bookmark: _Toc128287532]Application of theories 
The application of ideas such as Hofstede's cultural dimensions, Samovar's cultural influences, and Jandt's intercultural communication theories can provide valuable insights into how Linde Plc can successfully navigate the complex cultural terrain in the UK.

Hofstede’s cultural dimensions: The cultural factors proposed by Hofstede can be of use to Linde Plc in gaining an understanding of how cultural variations influence the atmosphere of the workplace in the UK (Dignen and Mcmaster, 2013). Understanding how cultural variations might impact communication, decision-making, and leadership styles requires a framework, which can be provided by the five dimensions of power distance, individualism-collectivism, masculinity-femininity, uncertainty avoidance, and long-term orientation (Bailey, 2015). For instance, the United Kingdom has a relatively low power distance score, which indicates a desire for a flatter organisational structure in which authority is distributed more evenly throughout the entire company. According to this, Linde Plc ought to embrace a participative leadership style that promotes open communication and collaboration among employees.
[image: Hofstede's cultural dimensions]
Figure: Hofstede’s cultural dimensions
Source: (Bailey, 2015)

Samovar's cultural influences: The cultural influences model developed by Samovar draws attention to the impact that individuals' various cultural origins have on communication. The approach sheds light on the significant roles that culture, perception, and circumstance play in the process of style formation in communication (Deresky, 2013). Linde Plc can establish communication methods that are more effective in connecting with a diverse workforce if it first gains an understanding of the factors that drive employee engagement. For instance, the way people communicate in the United Kingdom is frequently characterised by a predilection for brevity, understatement, and humour. The inference to be drawn from this is that Linde Plc ought to develop a mode of communication that is courteous and respectful but also acknowledges the significance of humour and oblique language.

Jandt’s intercultural communication model: The idea of intercultural communication developed by Jandt can be of assistance to Linde Plc in gaining an understanding of how to negotiate the cultural differences that may arise when talking with a variety of stakeholders (Dignen and Mcmaster, 2013a). The approach emphasises the significance of cultivating intercultural competence as well as modifying communication tactics to meet the requirements of a variety of cultural groupings. For instance, Linde Plc ought to be aware that cultural variations might affect how nonverbal cues like eye contact, gestures, and facial expressions are interpreted in different contexts (Carte, Fox and Canning (Firm, 2008). This leads one to believe that Linde Plc should provide its staff with training to help them acquire intercultural competency and become aware of how their conduct and communication style may be interpreted by others.
In general, the use of Hofstede's cultural dimensions, Samovar's cultural influences, and Jandt's intercultural communication theories can assist Linde Plc to build a more nuanced understanding of the varied cultural landscape in the United Kingdom. Linde Plc can establish a more inclusive working environment that encourages growth and success for all employees if it develops communication tactics that take into account the varying cultural norms of its employees and encourages intercultural competence training for those employees.
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Linde Plc must be aware of the varied cultural origins of its staff to establish an inclusive workplace where everyone feels appreciated and respected. Cultural sensitivity is a crucial component of conducting business in the UK (Stallings, 2012). The labour force in the UK is comprised of individuals of numerous racial and ethnic groups, as well as religious and cultural traditions. Thus, to do successful business in the UK, Linde Plc is required to take into consideration the following characteristics of cultural sensitivity.
First and foremost, Linde Plc needs to be conscious of the many different cultural origins that are represented by its employees. The government of the United Kingdom estimates that 14% of the population identifies with a race other than white, and they anticipate that this percentage will rise to 20% by the year 2025. Also, the United Kingdom is home to people hailing from over 300 distinct cultural traditions, making it one of the nations with the most cultural diversity in the entire globe (Dignen and Mcmaster, 2013b). As a result, Linde Plc needs to make sure that its policies and procedures are welcoming to people of all cultural backgrounds and sensitive to the variety of ethnicities who make up its workforce.
Second, Linde Plc needs to be aware of the impact that different cultures have on how people communicate with one another. According to Hofstede's theory of cultural dimensions, communication techniques can vary considerably from one culture to another (Dignen and Mcmaster, 2013a). As a result, these differences can give rise to misconceptions and cause communication to break down. For instance, whereas direct communication is highly prized in some cultures, indirect communication is favoured in others. As a result, Linde Plc needs to make sure that its communication tactics take into account the cultural differences that exist among its employees to reduce the number of misunderstandings and increase the amount of teamwork.
Lastly, Linde Plc needs to be conscious of the impact that cultural differences have on the norms and values that are expected in the workplace. According to the idea of intercultural communication developed by Jandt, cultural norms and values can vary greatly from one culture to another. As a result, these differences might affect employee behaviour and attitudes in the workplace (Deresky, 2013). Certain cultures, for instance, place a high importance on individualism, while others place a high value on collectivism. As a result, Linde Plc needs to make sure that the norms and values it upholds in the workplace are sensitive to the various cultural backgrounds of the people it employs. This will allow the company to establish an environment in which everyone feels appreciated and respected.
Linde Plc must demonstrate cultural sensitivity when conducting business in the United Kingdom to develop a welcoming environment in which everyone is treated with respect and feels valued (Carte, Fox and Canning (Firm, 2008). The organisation needs to be aware of the various cultural backgrounds that are represented in its workforce, the influence that cultural differences have on communication and the norms and values that are upheld in the workplace, and the necessity of ensuring that its policies and procedures are sensitive to the various cultural backgrounds that are represented in its workforce. Linde Plc can cultivate a productive environment, one in which everyone may flourish and make a contribution to the success of the firm if they take these steps.




















[bookmark: _Toc128287534]Communication barriers

Different cultural origins, language hurdles, and varied communication styles can all contribute to the formation of communication barriers in a workforce that is culturally and linguistically diverse (Bailey, 2015). These obstacles can make it more difficult to communicate effectively, which can result in misunderstandings, disagreements, and decreased productivity. In the instance of Linde Plc, a multinational corporation headquartered in the United Kingdom and employing a varied staff there, numerous communication difficulties may be encountered.
Language: Language presents a substantial obstacle to effective communication. Some of the staff might not speak English as their first language, which can lead to communication problems and misunderstandings (Stallings, 2012). For instance, a worker who comes from a nation where English is not the primary language may find it difficult to comprehend some of the jargon or technical language that is used in the workplace. This can result in errors or delays in the process, which will ultimately bring down the overall quality of the product. Moreover, regional variations in speech patterns, such as accents and dialects, can be a barrier to communication and make it difficult to understand one another (Dignen and Mcmaster, 2013b). This can become apparent during meetings, conference calls, or even informal interactions when the diverse collection of employees, who may have different accents or dialects, might make it difficult to understand each other because they are speaking in a different language.
Cultural differences: The cultural differences between the two countries are another big hurdle. Those who are not accustomed to the norms of a particular culture may find how members of that culture express themselves to be puzzling. For instance, the communication styles of some cultures may be more forthright and assertive, whereas those of other cultures may be more indirect and polite (Dignen and Mcmaster, 2013a). Because of these disparities, information may be communicated and received differently, which can result in misunderstandings and disagreements. For instance, a manager who is accustomed to providing straightforward directions may not be aware of the fact that an employee who comes from a different cultural background may prefer receiving instructions through the use of indirect language and subtler indications.
Styles of communication: Different communication styles can also result in impediments to communication, which is the final point. Employees can have vastly different communication styles due to differences in age, gender, and personality, as well as other considerations (Deresky, 2013). Some workers may prefer to communicate in writing, while others are more comfortable speaking with one another in person or participating in video conferences. Various employees may have varying preferences about the frequency and format of communication in certain situations. For instance, an older employee may feel more comfortable communicating face-to-face, whereas a younger employee may find instant messaging or email to be more convenient.

Figure: Communication barriers
Source: (Bailey, 2015)

Having a diverse staff can bring a lot of benefits to an organisation, but it can also create a lot of communication hurdles. Communication can be hindered by a variety of factors, including language hurdles, cultural differences, and different communication styles, all of which can lead to misunderstandings and disagreements. Linde Plc can overcome these hurdles and establish a healthy and inclusive work environment by using techniques such as language and cultural sensitivity training and fostering open communication.
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Based on the findings of the previous research, the following are some communication techniques and ideas that Linde Plc could implement to make the working atmosphere at the company more welcoming and productive for all employees:

Training and Development: The organisation may provide its staff with training and development programs that will assist them in better comprehending and appreciating the nuances of different cultures (Carte, Fox, and Canning (Firm, 2008). This training may cover subjects like cross-cultural communication, cultural sensitivity, diversity, and inclusion among other relevant issues. Everyone who works for the company, from entry-level employees to executive-level personnel, can participate in these training programs.

Encourage open communication: Foster an inclusive working environment by encouraging open communication and feedback Linde Plc can do this by encouraging open communication in the workplace. Employees can be encouraged to freely share their ideas and thoughts with the organisation without the worry of being judged or punished for doing so (Bailey, 2015). Implementing an open-door policy, developing employee feedback channels, and holding frequent town hall meetings are all viable options for achieving this goal.
Communication in multiple languages: Linde Plc can give support to its employees in multiple languages, particularly for those employees whose first language is not English (Stallings, 2012). This may involve giving language classes, as well as hiring interpreters for meetings and provision of translation services for internal communication.

Use of Technology: The organisation can make use of technology to improve communication and collaboration among its staff members. For instance, the utilisation of technology such as video conferencing can assist in bridging the gap between personnel working remotely and those working in the office (Dignen and Mcmaster, 2013b). In addition, Linde Plc can improve communication between teams and increase employee engagement by utilising online collaboration technologies like Slack, Microsoft Teams, or Zoom.

Regular Diversity & Inclusion training: Linde Plc can incorporate diversity and inclusion training into its regularly scheduled employee meetings. Employees can gain a better understanding of how to work effectively with people from different backgrounds and an appreciation for the importance of diverse viewpoints and experiences if this information is provided to them.

Celebrate Cultural Differences: The organisation may host cultural events to recognise and honour the myriad of cultures and customs represented by its personnel. Festivals, food fairs, and days devoted to cultural awareness are some examples of events that fall under this category (Deresky, 2013). This can help to build a sense of belonging for the employees of the company and promote a positive culture inside the workplace.

Set up an employee resource group (ERG):  Linde Plc can organise employee resource groups (ERGs) that concentrate on various facets of diversity, such as racial identity, gender, sexual orientation, and disability (Carte, Fox and Canning (Firm, 2008). These groups have the potential to act as a support system for employees as well as provide a forum for employees to air their problems and make suggestions to management.
Linde Plc needs to cultivate cultural sensitivity and establish a working atmosphere that is welcoming to people of all backgrounds. Implementing the aforementioned tactics will assist the organisation in fostering an environment that is supportive of the growth and development of all of its employees, hence promoting diversity and inclusion.
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Every organisation, including Linde Plc, must strive to foster a supportive and inclusive atmosphere where all staff members can flourish. Effective communication is crucial for establishing an inclusive workplace, as this paper emphasises, and line managers are key in this process. Line managers may promote successful communication with all employees, regardless of their backgrounds, by knowing cultural differences and being culturally aware. We analysed the UK setting and found important cultural variations that may affect communication inside Linde Plc using the Hofstede’s cultural dimensions, Samovar's cultural iceberg, and Jandt's intercultural communication theories. Significant communication challenges caused by the workforce's diversity must be overcome using the right communication techniques. Linde Plc can use a variety of tactics to overcome these communication hurdles, including language and culture training, diverse hiring practices, and adaptable communication techniques, to make sure that all employees feel valued and involved. A good and inclusive work atmosphere can also be promoted by creating efficient communication channels, such as regular feedback sessions and an open-door policy.
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