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[bookmark: _Toc140507283]Introduction to British business communications 
Business communication is considered the process in which information is shared between the individual within an organization’s workplace. In Britain, the communication between individuals within the business organization is diplomatic. The individual in the Business culture in Britain follows indirect communication as they aim to avoid the creation of conflicts (Business Culture, 2023). Business communication within the organization is highly dependent on the cultural identity of an individual. Therefore, indirect communication among the cross-cultural workforce in Britain helps the organization avoid internal conflicts. 
[bookmark: _Toc140507284]Introduction to the selected organization 
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Figure 1: Revenue of Tesco in the UK
(Source: Statista, 2023)
Tesco is a multinational groceries and merchandise retailer based in the United Kingdom. The company approaches to build the business by providing bend quality services to its customers. The management is focused on their employees by providing them with a supportive environment (Tesco, 2023). The company approaches to support diversity and use a better communication system which will increase the performance of the employee. As per the view of Coffelt et al. (2019), effective communication skills of the employee will help the organization to increase productivity as well as efficiency of the organization. The company is supporting the employee network by proving the employee's development.  In 2022, a survey was indicated by the company which stated that 85% of the employees agree that Tesco has accepted people all around the world without any judgment. The annual revenue generated by the company in the year 2022 was 56,404 million Euros from the market of the UK (Tesco, 2023). The total employee present in the workplace of this UK-based retail company is approximately 345000 employees (Forbes, 2023). The workplace of a company is highly diverse as they support diversity within the organization. 

[bookmark: _Toc140507285]Application of Theories of International and intercultural communication
The cultural dimensions framework developed by Hofstede gives light on the various cultural differences that affect behaviour and communication across nations. Creating an inclusive workplace is essential for Tesco's success. This study examines the critical role line managers may play in creating an atmosphere where all workers, including those from Ireland and Hungary, can succeed. As per the report of Wang et al. (2020), Intercultural business communication within Tesco is discussed in theories like using Hofstede, 
Hofstede insight 
[image: A graph of different colored bars

Description automatically generated with medium confidence]
Figure 2: Hofstede cultural comparison of the UK, Ireland and Hungary
(Sources: Hofstede, 2023)
The orange color in the graph implies Hungary, blue indicates Ireland, and the purpose implies the United Kingdom.
1. Power Distance:
In the power division category, Hungary scores 46 points, Ireland scores 28 points and the UK scores 35 points (Hofstede, 2023). The communication within the organization is direct and the power is decentralized. On the other hand, in the UK society believes in fair play and equality. The business operation of Tesco aims to achieve equality in the workplace and focus on developing an inclusive culture. 
UK: Demonstrating lower power distance, Tesco's line managers should encourage open discussions and collective decision-making. 
Ireland: Embracing low power dynamics, line managers must cultivate a collaborative setting, empowering team members. 
Hungary: Reflecting high power dynamics, managers should offer precise directions while fostering an environment of respect.
2. Individualism vs. Collectivism:
In the case of the individualism category, the UK scores the highest with 89 points, Ireland scores 70 points and Hungary scores 80 points (Hofstede, 2023). The population of the UK is highly individualized, and they are private people. However, in the case of Ireland, the employees in the business world took the initiative as they are self-reliant. As per the report of Marginson (2020), after the strike of the covid pandemic, individualism among individuals in the business environment of the UK got higher. This creates an impact on the change of value among the people within the workplace present. 
UK: Moderately individualistic, Tesco's line managers should recognize individual contributions while fostering a sense of teamwork. 
Ireland: Striking a balance, encourage teamwork while acknowledging individual accomplishments. 
Hungary: Emphasizing collectivism, highlight shared objectives and mutual support.
3. Masculinity vs. Femininity:
However, in the case of Masculine, Ireland scored 68 points, and Hungary scored 88 points. On the other hand, the United Kingdom scores 66 points in masculinity (Hofstede, 2023). The employee works in the business environment of the UK with the motive to have a clear performance. 	Tesco has imposed practices such as the development of Diverse Talent Committees to help their employees from different cultures (Tesco, 2023). However, in the case of Hungary, the employees are fully dedicated to their organization as the environment is competitive. 
UK: Displaying slight masculinity, line managers should focus on task completion while valuing the well-being of employees. 
Ireland: Moderately feminine, prioritize work-life balance and promote collaboration. Hungary: Exhibiting moderate masculinity, inspire employees through challenging goals and acknowledgment.
4. Uncertainty:
Ireland and the UK scored 35 points in Uncertainty avoidance on the other side hunger scores 82 points (Hofstede, 2023). This indicates that the business organizations in Ireland and the UK support innovative strategies to solve the issues.
UK: Embracing low uncertainty avoidance, Tesco's line managers should foster innovation and adaptability. 
Ireland: Adapting a moderate approach, provide clear guidelines while allowing flexibility in processes. 
Hungary: Embracing high uncertainty avoidance, encourage structured procedures and clarity to minimize uncertainty.
5. Long-Term Orientation:
On the other hand, in the case of long-term orientation, Ireland scores 24 points and the UK and Hungary score 51 and 58 points respectively. This indicates that the people of Ireland are highly concerned with the activity of quick results. However, in the UK the organization encourages the efforts of the employees to have an impact on the developer of the organization. 
UK: Emphasizing short-term orientation, Tesco's line managers should provide frequent feedback and focus on immediate goals. Ireland: Striking a balance, encourage a mix of short-term accomplishments and long-term vision. Hungary: Prioritizing long-term orientation, motivate employees by underscoring far-reaching objectives and commitment.
6. Indulgence:
In the realm of indulgence, the UK and Ireland achieved 69 and 65 points respectively, while Hungary attained 31 points (Hofstede, 2023). The UK's high scores reflect an optimistic outlook and a focus on leisure. To create an inclusive and exclusive work atmosphere, Tesco's line managers can adopt these approaches: Conduct Cultural Sensitivity Training to bolster comprehension of cultural distinctions and effective intercultural communication. Foster Open Communication Channels to bridge cultural gaps and encourage idea sharing. Advocate Diverse Team Collaboration for a diverse range of viewpoints. Institute Recognition Programs valuing both individual and collective accomplishments, aligning with cultural preferences. Implement Flexible Work Arrangements accommodating diverse cultural work-life preferences.
[bookmark: _Toc140507286]Tesco's commitment to creating an inclusive and exclusive workplace is vital for its continued success. By leveraging Hofstede's Theory and applying practical strategies, line managers can effectively foster an environment where coworkers from different cultural backgrounds in the UK, Ireland, and Hungary can thrive. This approach not only enhances employee satisfaction and motivation but also contributes to Tesco's overall growth and competitiveness in the market.
Critical Evaluation of cultural sensitivity in the UK 
Cultural sensitivity refers to the awareness of cultural differences as well as the similarities that exist with the values of an individual. This has a positive as well as negative impact on the development of the organization. As per the view of Sieck (2021), the global business consists of employees from all over the world who are having different cultural backgrounds. 
When evaluating a large international retailer's cultural sensitivity, such as Tesco in the UK, it is important to consider how well it can identify, respect, and address the many cultural backgrounds of its stakeholders, workers, and consumers. Here is a critical analysis and some real-world examples (Tesco, 2023). 
1. Diversity in the workplace: Tesco has worked to promote a multicultural workforce. To represent the multicultural makeup of the UK, they have developed inclusive recruiting practices. For instance, they might actively seek out workers from diverse origins and support diversity through corporate rules about equal employment opportunities.
2. Product offering: Tesco shows cultural sensitivity in its product selection. To accommodate their clients varied culinary variety of foods and products from throughout the world. This not only demonstrates respect for many cultures but also acknowledge the importance of serving and representing numerous populations. For instance, they provide halal, kosher, and vegetarian goods to meet dietary requirements. 
3. Festive Celebrations: Tesco frequently recognizes significant cultural holidays and celebrations. During holidays like Diwali, Christmas, Eid, and Chinese New Year, they could adorn their shops and provide special merchandise. This practice demonstrates cultural sensitivity and makes clients feel respected and recognized.
4. Feedback Mechanisms: Tesco could establish feedback mechanisms to enable customers and staff to share their experiences and issues connected to cultural sensitivity to continuously improve cultural sensitivity. 
To maintain and improve cultural sensitivity inside the organization, regular assessments, feedback gathering, and policy and practice adaption are essential.
As per the report of Kamales and Knorr (2019), the development of cultural sensitivity is a vital aspect of the diverse workforce thus it is important to promote cultural sensitivity.  Thus, the lack of knowledge about cultural diffidence may create conflict within their organization.
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Figure 3: Support of Diversity in the Workplace in the UK
(Source: Statista, 2023)


The graph reflects public opinions on workforce diversity in the UK, based on Tesco's employee count of approximately 309,300 in 2023 (Tesco, 2023). This suggests respondents are aware of cultural diversity within Tesco's workforce. Recognizing cultural sensitivity's significance (Van et al., 2019), Tesco prioritizes proper employee training and acknowledges their value. Addressing race and ethnicity in management, Tesco joined the Race at Work Charter in 2019 to heighten awareness of ethnic diversity (Tesco, 2023). This approach aids in offering opportunities to diverse employees, fostering cultural awareness, and promoting best practices in embracing various ethnic backgrounds.
[bookmark: _Toc140507287]Discuss and analyse different communication barriers based on diverse workforce in the UK 
A diverse workforce brings a pool of creativity to the organisational operations with their diverse ways of thinking and perspectives. However, communication barriers rising from different cultural and ethnic backgrounds hamper the creation of a harmonious workforce performance. These different barriers to communication experienced by a diverse workforce are as follows: 
Difference of language 
Language plays a crucial role in the everyday life of human beings and in the organisational context, it becomes essential to maintain the harmony of operations. As found by Chen (2019) language barriers create challenges for employees in cross-cultural adjustment leading to a reluctance of job involvement. In organisations like Tesco which operate beyond national borders, the existence of language barriers among employees diminishes the harmony of cross-cultural adjustments. A recent report has also found language is the biggest barrier for Ukrainian refugees seeking employment in the UK (Cgtn, 2022). Despite having skills and competence, the existence of a language barrier creates a distance among colleagues leading to misunderstanding.  
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Figure 4: Prevalence of language barrier in the employment of Ukrainian employees in the UK 
(Source: Cgtn, 2022) 


Presence of inaccurate stereotypes 
The inherent hostile and inaccurate stereotypes among employees against each other lead to the development of communication barriers in the workplace. As opined by Racolţa-Paina and Irini (2021) the presence of stereotypical preconceptions about distinct cultures damages the opportunities of establishing communication among employees. For instance, a stereotypical preconception about South Asian team members is that they lack athletic abilities, conformist and intelligent. Hwang and Beauregard (2022) show that a stereotypical preconception in UK employers about East Asian immigrant women employees is that they lack English speaking skills. Recently, Tesco used a poster for fending off shoplifters in the Romanian language which created repercussions for its Romanian employees as well as customers (Huffingtonpost.co.uk, 2020). Such a poster has been deemed as an attempt to “single out” Romanians as “thieves”. The presence of such stereotypical preconceptions tears down every attempt of maintaining the equilibrium of communication among team members.
Behavioural difference 
In a diverse workforce, employees are likely to hail from distinct cultural backgrounds with differences in behavioural approaches. For instance, in the UK looking someone in the eyes while communicating might be read as confidence but in South Asian countries like India, it is considered rude. As opined by Turner and Merriman (2022) the integration of behavioural cultural intelligence helps in mitigating differences in behavioural approaches.  Accordingly, every distinct culture has a different set of guidelines for appropriate behaviour, and it needs to be recognised quickly to ensure the establishment of effective communication among employees. 

[bookmark: _Toc140507288] Recommendations for creating a positive environment within the organization. 
Identifying the Different Cultural Communication Styles
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Figure 5: Impact of effective communication
(Source: Godwin-Jones, 2019)

The language barrier is a common problem faced by the organization within the workforce consulting employees from different cultures. The business environment of the United Kingdom consists of employees from all around the world who follow a direct business communication style and have different values and beliefs.  As per the view of Godwin-Jones (2019), the company needs to develop a set of policies which is considered by the overall organization as a style of communication. The management of Tesco needs to make the presence of multiculturalism normal as it will reduce the scope of discrimination.  As per the report of Hardini and Sitohang (2019), the organization needed to collect information about the uniqueness of the individual culture. This will help the company to mitigate the barriers in the workforce due to the multicultural employees. 
Development of Cross-Cultural Training
The improvement of the workplace is important to create moral value within the organization. The company needs to focus on organizing cross-cultural training. As per the view of Noman et al. (2023), the main purpose of this program is to provide training to the employee to overcoming the challenges created due to cultural differences. This training reduces the cultural barrier within the workforce. This training program helps in the improvement of their social skills in the organization. As per the opinion of Setti et al. (2020), Cross-Cultural Training provides guidelines to employees which help Tesco in the development of its global business. Tesco UK aimed to enhance internal relationships by introducing Cross-Cultural Training within the organization's business landscape.

Feedback from the employees
The feedback from the employee helps the organization to identify the issue faced by the employee while working within the organization. The analysis of the feedback plays a significant role in working in the workforce consisting of the employee from different cultures. As per the opinion of Tong et al. (2021), the application of Artificial intelligence by the company helps them to improve the quality of the analysis of the feedback. The improvement of the feedback analysis gives an accurate image of the workforce to the management of the organization. 
[bookmark: _Toc140507289]




Conclusion 
The report concluded that the presence of employees from different cultural backgrounds is needed to manage properly the cultural barrier within the workforce. The barriers faced by the company are due to the different beliefs, knowledge and experience leading to conflicts between the employees. The difference in cultural background leads to international business affecting productivity. The communication barrier within the organization leads to the creation of conflict within the workforce. The presence of inaccurate stereotypes often misleads the employee and harms the efficiency of the team. The company needs to create cultural sensitivity by creating awareness about the difference in cultures. The implication of the different programs like analysis of the data from the feedback of the employees helps the company to identify the effect of the discrimination policies imposed by them. The company needs to take the initiative to create an intercultural awareness presence within the organization. The implication of Cross-Cultural Training also helps the organization to overcome the impact of cultural difference on the performance of the employee. 
[bookmark: _Toc140507290] 
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