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1. Introduction
The term "British business communications" describes the range of business communication styles used by people and organisations in the United Kingdom. British business communications consider the cultural, social, and economic elements that affect how individuals engage and communicate with one another in this setting. For efficient communication and fostering strong connections in a work environment, it is crucial to comprehend the background of British business communications. It is helpful to have knowledge of the cultural, societal, and economic issues that may influence communication and to modify your communication style as necessary. 
With its headquarters in Welwyn Garden City, England, Tesco is a global retailer of groceries and everyday items. In 2011, it had the ninth-largest worldwide revenue and third-largest global gross revenue rankings among retailers. 
2. Hofstede’s Cultural Model of Tesco
The main explanation provided by Hofstede's Cultural Model is how a society's culture influences its members' values and how these values relate to conduct. In essence, it focuses on the six key cultural distinctions that must be acknowledged and respected in cross-cultural business ventures. To better plan and grow their corporate culture, Tesco management want to investigate these six cross-cultural variables.
· Power Distance
The idea of "power distance" refers to the level of inequality that exists inside a company between several social groups and between persons based on the relative amounts of power they each have. People have come to terms with this inequality. Low power distance is a part of Tesco's culture. Tesco's organisational structure is flatter. The flattening of the organisational structure makes it feasible for management to be more visible and more easily accessible. Employees are inspired to give their best work when they feel trusted and like a member of the team. Tesco uses a more dispersed approach for decision-making inside its corporation. This suggests that regional teams have the authority, for example, to localise a global strategy to meet the needs of local culture. Teams within a regional district or office are similarly given the authority to choose how to carry out a task while abiding by the prevailing organisational principles and practises. 
Not far from one another is where the compensatory bands are placed. Instead, in accordance with job classifications and descriptions, the pay scales, and ranges overlap. A pay-band structure that considers flatter hierarchies and provides workers more opportunities for higher compensation prospects forms the foundation of the remuneration in large part. Tesco's organisational culture places little emphasis on power distance, therefore managers and executives frequently delegate authority without hesitation or worry. The advantages of delegating authority include more accountability and responsibility, better job results, and higher employee involvement with the company. Additionally, transferring power encourages a sense of ownership among employees. Tesco's management style is charismatic. The visionary leader inspires workers by helping them develop a feeling of self-belief and self-appreciation. The leader supports employees' professional and personal development while also helping them to contribute to the success of the business. Tesco's management is also open and transparent, which makes it easier for employees to live by their principles. When there is a low power distance organisational culture, supervisory employees are less necessary. In addition to being trusted with their obligations, employees are usually given the opportunity to create their own aims and objectives if they stay within the parameters of their assigned roles and responsibilities. As a result, they are more motivated to work hard to achieve their goals without the need for regular, direct monitoring. 
· Individualism versus Collectivism
This has to do with the kinds of tasks and activities employees perform at work. In individualistic workplaces, where emphasis is placed more on individual accomplishments, workers want to compete with one another for challenging tasks and common goals. Financial incentives are utilised as a motivational tool and to enhance performance wherever possible. Because collaboration is required to achieve a shared goal, collective organisations collaborate more closely with teams and groups. Tesco maintains a healthy balance between individualism and collectivism in its organisational culture to promote peak performance in employees and effectively foster business expansion. Tesco respects the confidentiality of its workers' personal and professional lives. The business respects each employee's privacy and accords it as needed. It also provides support when it is required. The time of Tesco's staff is highly valued. All tasks and obligations are planned to guarantee a work-life balance and prevent any interference with an employee's social or personal life. Tesco ensures that workers are appreciated for their time, which is important for their emotional and physical health. Work-life balance is also important. Tesco often and continuously assigns its employees challenging tasks and goals. The purpose of these goals and activities is to keep employees engaged in their job and inspired to give it their all. Tesco invests in keeping all its employees interested in their job so that they do not get bored or unsatisfied with it. 
Tesco recognises and honours individual achievement. Employees receive recognition for their contributions and exceptional successes on both a professional and a personal level. The celebration and acknowledgement, which are made possible by both intrinsic and extrinsic benefits, increase employee motivation to grow. Tesco maintains a clear separation between a person's personal and professional life and takes precautions to stop social connections and social contracts from invading the workplace culture. Tesco understands the value of a worker's social life and relationships and supports them, but it believes it is immoral to motivate people to enter their places of employment and make social ties. Tesco supports individual innovation and celebrates it. Tesco frequently encourages and includes personnel in challenging and problem-solving initiatives to assist them develop their use of creativity and cultivate it further. For Tesco, this is essential since it fosters a general culture of innovation and adaptability that is required for the company's growth and success. At Tesco, every choice is a merit-based one. All promotions and pay management decisions are made purely based on employee performance and are guided by the norms of merit. To prevent and manage conflict, Tesco believes it is only reasonable to utilise these criteria to support employee development and a culture of honesty and transparency inside the company. 




· Masculinity versus Femininity
This demonstrates how the company has allocated the job obligations and duties to its male and female employees. Tesco has a low MAS score, indicating that work responsibilities in the organisation often overlap between men and women and that job descriptions do not consider gender bias or preconceptions. More and more essential variables in determining the culture of an organisation are the quality of life and the quality of life at work. Based on compensatory factors and benefits, there is less competition, and depending on the type of employment given, there is more rivalry. An organisational culture that is less egoistic is encouraged and promoted by Tesco. Since this hasn't harmed the relationships between team members and staff, the company has profited by having capable women assume leadership roles. Equal recognition for achievements is given to men and women in the workplace. Tesco is more likely to succeed via collaboration than through negotiation. Since harsh rivalry may be harmful to people's physical, mental, and emotional wellbeing, the company does not encourage or promote success based on it. The business supports an emphasis on work-life balance and workplace flexibility to meet and satisfy employee requests. As a result, the company can manage employee performance levels in the best possible way. Tesco opposes discrimination and stereotypes in its job descriptions, employment duties, and tasks that are based on gender. Tesco has created all its jobs and responsibilities with equitable gender distribution in mind, promoting workplace equality. Tesco is proud to be an equal opportunity employer and to give both men and women the same possibilities for professional growth within the business. 
· Time Perspective
Tesco places a great importance on the credentials and education of its employees. The business not only chooses the best and most qualified applicants for its numerous positions and responsibilities, but it also takes action to ensure that its staff is engaged in continual learning through job assignments, training, and engagement. Tesco places a strong priority on the principles and rights of individuals as well as other societal and communal groupings, especially minority groups. Since the corporation is an equal opportunity employer, all groups are given equal access to all procedures relating to the business and its personnel polis. When it comes to its responsibilities and cities, Tesco is as cautious and thoughtful. As part of its responsibility to the larger society in which it operates, the firm routinely participates in CSR cities. The company's CSR initiatives are ongoing, carefully planned, and carried out in line with the company's mission and philosophy. The Tesco and its staff are typically more focused in the what and how of the issue than the why. This shows a stronger aptitude for problem-solving and a tendency towards long-term focus. By concentrating on the cause rather than the symptoms, it helps the individuals to thoroughly resolve problems and improve performance on a personal and organisational level. 
· Indulgence versus Restraint 
A society that scores higher on indulgence is one that is more tolerant of its citizens' wants, pleasure, and personal fulfilment. On the other side, a more restrained culture denotes a society that adheres to set social standards and laws. With a tendency towards indulgence, Tesco's organisational culture is a balanced combination of the two. Tesco generally has a good workplace environment where employees are valued. Each worker in the organisation participates in a monthly training session on maintaining composure and paying attention, especially in difficult situations. Employees also receive training on maintaining their mental health and, if necessary, counselling to help them deal with personal issues. These serve as evidence that the company not only acts in the best interests of its employees, but also presents a favourable image. Tesco considers employee satisfaction to be important. The internal atmosphere is fun and relaxed, just as the organisational culture. People feel comfortable with their coworkers and with one another in the workplace. As a result, the business loves and prioritises employee happiness beyond everything else. For the same reason, the group also offers guidance and opportunities for creating personally quantifiable goals and objectives. Tesco promotes employees' freedom of speech. Staff members are free to express their opinions in a respectful and informed manner at work. The company fosters communication among employees and frequently solicits their opinion in order to continually improve the organization's output as well as its internal culture and environment. 

3. Cultural sensitivity within the businesses in United Kingdom
Cultural sensitivity is the awareness that there are parallels and differences among cultures, and that these differences and similarities affect beliefs, knowledge, and behaviour. The collective programming of people's minds that separates members of one group of people from another is how many authors describe culture. Politics, history, religion, mindset, behaviour, and lifestyle are just a few of the topics it touches on in its many manifestations. Any firm that wants to succeed in the global marketplace must ascertain the precise function that culture plays in the markets for its products. Business and consumer cultures may have an impact on how well businesses perform. Due to cultural variations between stakeholders and customers, which can cause people to have different opinions and behave differently even in marketplaces for comparable products, doing business internationally is more challenging. To be effective, international marketers must comprehend the cultural distinctions and similarities that occur even in marketplaces for identical products across nations. Bias is the disproportionate propensity for a person to favour or disapprove of an ideology, religion, culture, gender, age, race, or orientation. Maintaining cultural sensitivity at work promotes the inclusion of additional perspectives and increases understanding of various cultural identities and values. To reduce prejudice in recruiting, promotion, termination, and decision-making, it is helpful to have a strong sense of cultural understanding and sensitivity. The recruiting process is enhanced by using cultural sensitivity and awareness techniques. More people from various backgrounds will probably apply for jobs at a company or organisation if it gains a reputation for having a secure, open culture that supports diversity and everyone's individual viewpoint. Greater cooperation and inclusion in the development of strategies, products, and initiatives are probably to be found in workplaces that place a high value on cultural sensitivity and understanding. When individuals can function successfully together in a safe environment despite having dissimilar skill sets, experiences, cultures, and beliefs, they are more likely to be receptive to each other's ideas and sensitive to everyone’s specific attitude or opinion. 
4. Cultural Barriers to Communication and Solutions for a better Communication within the workplace
We learn about other people's opinions and beliefs mostly through the individuals we surround ourselves with. As a result of their cultural influences, people have diverse ways of knowing and thinking. People from other cultures may experience communication obstacles as a result. They are referred to as cultural communication obstacles since a person's culture is what creates the barrier to communication. People from many cultures frequently work together in the workplace nowadays. Due to these cultural differences, it will therefore result in a lot of awkward situations or misunderstandings. The variations in how individuals greet one another, make eye contact, arrive on time, dress appropriately, and other professional behaviours are a few frequent examples of how cultural barriers can arise. Depending on the culture, greetings may be a hug or a hard handshake. Employees from Singapore and other such nations do not lead balanced lives at work and outside of it. Even after hours, they must answer business calls. If a European employee were asked to perform in the same manner, issues would arise. Being from various cultures might make it challenging for people to comprehend one another and appropriately interpret the information. Cultural obstacles to communication in the workplace can take many different forms. Some examples include:
· Employees engage and communicate according to their culture without considering the cultural characteristics of the employee from a different culture.
· Employees from different cultures may find it challenging to communicate their opinions with those employees.
· Different cultures have different ideas about personal space.
· It might be challenging to articulate concepts and solutions.
Whether you're at a big meeting or talking one-on-one with a worker, giving them your whole attention will greatly improve how they see you. How often did the person you were speaking to or receiving a message from glance at their phone or somewhere else while you were speaking or receiving a message? Lack of concentration causes people to tune out since it devalues the debate. Keep everyone's attention by maintaining eye contact during meetings and conversations, putting aside all unnecessary distractions, and asking others to do the same. Do not dominate the conversation. People will ultimately stop listening to you, and your message will get lost. After expressing your case, pause to think about it or ask if you have any further queries. Your staff members will feel like they are participating in the conversation as a result. You usually communicate with staff members through your activities. Your body language and tone have a significant impact on how well you communicate. Maintain a calm expression and posture when speaking with workers. By letting your arms lie down by your sides as opposed to crossing them over your chest, you can avoid taking a defensive position. Maintain eye contact, smile when appropriate, and nod your head in agreement while listening. 
5. Conclusion
It is safe to conclude that effective communication is the foundation of a successful workplace. To perform effectively in a job, everyone requires communication. At work, productivity cannot be expected in the absence of communication. Maintaining a balance between your personal and professional lives is easier with the correct communication skills. For problems to be resolved at work, people must be able to speak and understand each other clearly. Employee performance is motivated by this, which increases career opportunities. 
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