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Abstract:
[bookmark: _GoBack]This research analyses the effect of cross-cultural contrasts and communication procedures in team collaboration inside HSBC. Using a quantitative survey strategy, data was gathered from 50 HSBC representatives, investigating different parts of working environment communication in a multicultural environment. The review uncovers that while HSBC has put forth significant attempts in encouraging powerful cross-cultural communication, difficulties, for example, language barriers and cultural misunderstandings continue. The findings likewise demonstrate that the shift to remote work decidedly affects group joint effort, in spite of starting suspicions. Besides, the survey features the critical role of cultural diversity in improving group imagination and critical thinking. The research adds to the understanding of cross-cultural elements in multinational corporations and gives reasonable experiences to HSBC to refine its communication procedures. It highlights the significance of ceaseless improvement in addressing cultural subtleties and upgrading language backing to streamline group cooperation in a globalized business setting.
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[bookmark: _Toc153643627]Chapter 1: Introduction
[bookmark: _Toc153643628]1.1 Research Background
In an era where globalization has demolished boundaries in the economic world, understanding cross-cultural nuances has never been more crucial. With operations in 64 countries, HSBC serves as a monument to the capabilities and risks of an international workforce (HSBC, 2023). According to a report by Forbes, 68% of corporate leaders consider diversity and inclusion as major issues in the workplace (Marco, 2022). HSBC is no exception, employing around 226,000 personnel from different ethnic origins. While a multicultural society gives various views and innovations, it often poses problems, notably in communication and cooperation. The need to comprehend these problems increases significance as companies navigate the new normal. Research suggests that strong communication boosts organizational efficiency by 4.5 times (Musheke, 2021). Nevertheless, according to research by McKinsey, 27% of employees report that bad communication leads to a delay or failure in completing projects (McKinsey, 2021). These data barely skim the surface, pointing towards a bigger issue that may cost organisations millions in productivity losses. At HSBC, the matter intensifies due to its broad team and geographical dispersion. Miscommunication originating from cultural borders can have a severe influence on both internal procedures and client relationships.
The framework supplied by Hofstede’s cultural dimensions’ theory allows us a starting point to examine how culture affects communication styles, such as direct vs indirect communication, high-context versus low-context cultures, and attitudes towards conflicts (Van der Zee & Hofhuis, 2018). Understanding these characteristics is crucial, especially as 74% of organisations are considering permanent remote work, a plan that HSBC is already pursuing by decreasing its office space by 40% (Makortoff and Farrer, 2021). Remote work often relies on written and digital communication, where cultural subtleties are more prone to misunderstanding, thereby raising the hazards of miscommunication. A report by the Harvard Business Review found that organisations face a 29% loss in productivity owing to insufficient communication (Kitagawa et al. 2021). For a worldwide giant like HSBC, this might translate into devastating financial losses. This underscores a substantial need for study to dig into the particular problems experienced by HSBC in building strong communication among its ethnic workers. It becomes crucial to not just identify but also solve the underlying difficulties leading to communication barriers, therefore increasing team cooperation, which in turn can considerably enhance HSBC’s operational efficiency. Thus, this research attempts to fill the gap in knowing how HSBC may better manage its cross-cultural communication strategies to promote team cooperation and worldwide functionality.
[bookmark: _Toc153643629]1.2 Aims and Objectives
Aim
The purpose of this research is to explore the effect of cross-cultural variations and communication methods in team collaboration within HSBC.
Objectives
· To identify the significant cross-cultural variances among HSBC's multicultural teams that influence communication and team collaboration.
· To assess HSBC's communication tactics in portraying cross-cultural disparities and their role in team collaboration.
· To evaluate the impact of HSBC's remote work shift on cross-cultural communication and teamwork.
· To examine the advanced strategies to improve HSBC's communication methods to mitigate cross-cultural obstacles.
· To assess the strategies implemented by HSBC to enhance cross-cultural collaboration and evaluate their effectiveness.
Research questions
1. Do HSBC's communication strategies recognise cultural variations?
2. How does HSBC's shift towards remote work affect cross-cultural communication?
[bookmark: _heading=h.gjdgxs]Research Hypothesis
1. Hypothesis 1: Critical cross-cultural gaps among HSBC's multicultural teams are severely influencing the effectiveness of current communication tactics.
2. Hypothesis 2: The transition towards remote work at HSBC increases problems in cross-cultural communication.
[bookmark: _Toc153643630]1.3 Research Rationale
As organisations stretch their boundaries throughout the globe, the intricacy of managing a culturally varied staff has increased. It has been reported that 75% of organisations with frontline decision-makers will meet a failure in decision-making owing to weak cross-cultural business abilities (Rafiei, 2023). Given this background, the obligation to evaluate the performance of cross-cultural communication methods in global firms like HSBC becomes not just relevant but critical. Our research strives to deliver tangible insights into how HSBC may enhance its communication techniques to promote team cooperation and, therefore, operational efficiency. Understanding the obstacles and potential afforded by a multicultural workplace is crucial for business survival. A report by McKinsey indicated that firms with complete inclusion and diversity strategies are 11 times more likely to be innovation leaders in their field (Hunt et al. 2020). This illustrates that tapping into the full capabilities of diverse personnel may offer HSBC a major competitive edge. Our study attempts to deliver data-driven guidance to facilitate this, ensuring that the organization's cultural diversity becomes an asset rather than a burden.
One cannot dismiss the rising trend of remote work. Even before the pandemic, remote work was already growing at an annual pace of 44% (Bick, Blandin and Mertens, 2023). Given HSBC's need to decrease physical office space, appreciating the intricacies of virtual cross-cultural communication becomes even more crucial. Remote work situations come with their unique sets of challenges in communication, which our study attempts to evaluate and propose answers for. The findings will have specific importance for HSBC and other comparable organisations that are shifting towards remote work, allowing them to forecast probable obstacles and establish best practices.
The academic community will also find value in this research. While there is significant literature on cross-cultural management and communication, the discourse still requires comprehensive studies that connect these elements with the emerging trends of remote work (Vladimirovna and Damirovna, 2021). Our work seeks to bridge this gap, adding to academic knowledge while giving relevant insights for real-world applications. In summary, this research carries the possibility of immediate and long-term gains for HSBC and provides a noteworthy contribution to academic literature. It seeks to convert the difficulties of a multicultural, remote workforce into possibilities for innovation and operational success.
[bookmark: _Toc153643631]1.4 Dissertation Outline
Introduction
This chapter establishes the context by describing the research topic, its relevance, and its greater implications on HSBC and the entire business community. It will present the research goal, objectives, and questions that steer the inquiry.
Literature Review
This section will integrate earlier studies on cross-cultural communication, team cooperation, and distant work. It aims to identify gaps in current literature that this research offers to fill.
Research Methodology
This chapter will detail the strategy used for the research, especially focussing on the survey design. It will examine the process of acquiring data using a 10-question survey, sampling techniques, and ethical considerations.
Data Analysis
Here, the responses from the 10-question survey will be evaluated using statistical methods. The chapter seeks to analyse patterns, trends, and insights concerning cross-cultural communication and team cooperation inside HSBC.
Findings
Based on the data analysis, this chapter will address the research questions. It will study the efficacy of HSBC's present communication approaches and the effects of cultural variances on team cooperation.
Recommendations
Drawing on the findings, this chapter will present tangible solutions for HSBC to better its communication techniques. The focus will be on increasing team interaction in both onsite and remote work situations.
Conclusion
This chapter will discuss the significant observations, their relevance for HSBC, and their contributions to scholarly study. It will also discuss constraints and propose topics for additional investigation.
[bookmark: _Toc153643632]Chapter 2: Literature Review
[bookmark: _Toc153643633]2.1 Exploring the Role of Organizational Culture in Cross-Cultural Communication: A Critical Review
As per Williams (2022), Organizational culture is an essential part of any organization's character, incorporating shared values, convictions, ways of behaving, and standards that shape how employees communicate and work together inside the organization. It fills in as a directing power, impacting representative way of behaving, decision-making, and at last, the organization's prosperity. As per Schein's model, organizational culture can be isolated into three levels: 'artifacts and symbols, espoused values, and basic underlying assumptions'. Ancient rarities and images are the noticeable components of culture, like office design, clothing regulation, and company customs (Kucharska and Bedford, 2023). Upheld values address the expressed convictions and rules that the organization claims to maintain, while essential fundamental suppositions are the firmly established, frequently oblivious convictions and mentalities that drive conduct inside the company.
Organizational culture assumes a vital part in forming cross-cultural communication inside worldwide companies like HSBC. It establishes the vibe for how employees from different cultural foundations communicate and work together, affecting group elements and generally adequacy. A concentrate by Hofstede found that culture essentially impacts communication styles, for certain cultures leaning toward immediate, express communication, while others favor circuitous, implied communication (Liu, 2021). Understanding these cultural varieties is fundamental for compelling communication in multicultural groups. Furthermore, the idea of cultural intelligence (CQ) has acquired conspicuousness lately. Wang and Goh (2020), expressed that CQ is the capacity to work really in culturally different settings and incorporates abilities like cultural information, inspiration, translation, and conduct. High CQ empowers people and organizations to explore cross-cultural connections effectively, diminishing mistaken assumptions and clashes. Measurably, research by Gregory et al. (2019) uncovered that 94% of executives and 88% of employees accept a particular workplace culture is urgent for the organization's prosperity. Besides, a Harvard Business Review investigation discovered that organizations with solid cultures experience a 4x expansion in income development (Groysberg and Lee, 2023).
With regards to HSBC, understanding and really dealing with its organizational culture is crucial for encouraging cross-cultural cooperation and communication. As per Gakovic and Yardley (2020), As the bank goes through a shift towards remote work, it is fundamental to adjust its culture to oblige the challenges and opportunities introduced by virtual cross-cultural collaborations. By tending to these cultural perspectives and embracing variety, HSBC can saddle the maximum capacity of its multicultural workforce, driving development and functional outcome in a globalized world.
2.2.1 Competitive Values Framework
[image: ]
Figure: CVF Framework
Source: Self-Created
The Competitive Values Framework (CVF), created by Cameron and Quinn, arranges organizational culture into four sorts: Clan, Adhocracy, Market, and Hierarchy (Zeb et al. 2021). This model investigates how societies impact organizational behavior and communication. With regards to HSBC's cross-cultural environment, CVF offers a focal point to understand different group elements.
Clan culture, zeroing in on inside upkeep and adaptability, values cooperation and attachment. It advances open, steady communication, vital for multicultural groups in HSBC (Cameron, 2019). Adhocracy, with its accentuation on advancement and external situating, empowers creativity and risk-taking, driving HSBC's flexibility in diverse markets (Lowe and Marriott, 2022).
Market culture, situated towards external environment and control, stresses competitiveness and objective accomplishment. This culture shapes HSBC's communication systems to be result-driven, particularly in cross-cultural settings (Chung, 2020). Ultimately, Hierarchy, with its inward concentration and need for strength, supports organized communication processes in HSBC, guaranteeing clearness and effectiveness across various cultures (Griffiths and Griffiths, 2021). CVF represents that HSBC's multicultural viability depends on adjusting these cultural aspects. By adjusting its communication systems to these different cultural values, HSBC can upgrade coordinated effort and execution in its worldwide groups.
[bookmark: _Toc153643634]2.2 Cross-cultural communication strategies
Cross-cultural communication methodologies have become progressively pivotal in the present globalized business landscape. In this writing audit, we will basically analyze the thing different writers have said about these methodologies and their importance in working with successful cross-cultural communication inside organizations. Cross-cultural communication startegies incorporate a scope of approaches and strategies intended to connect communication gaps among people from various cultural backgrounds. Chime Toomey and Dorjee (2018), have featured the significance of these methodologies in advancing understanding, lessening misunderstandings, and improving joint effort in multicultural workplaces.
One key technique accentuated in the writing is the idea of cultural sensitivity and mindfulness. Creators like Alsharif et al. (2019) contend that people need to foster cultural sensitivity by understanding and regarding the qualities, convictions, and standards of different cultures. Cultural sensitivity empowers people to adjust their communication style to be more comprehensive and thoughtful of cultural contrasts. 
One more significant perspective examined in the writing is the job of non-verbal communication. As indicated by Bull and Frederikson (2019), Non-verbal cues, like non-verbal communication, looks, and signals, can change extraordinarily across cultures and may convey various implications. Powerful cross-cultural communication requires an understanding of these non-verbal cues to keep away from inadvertent miscommunication. Genuinely, a concentrate by Ebesu Hubbard (2022) detailed that 70% of communication is non-verbal, featuring the meaning of thinking about non-verbal cues in cross-cultural connections.
Besides, intercultural preparing programs have been proposed as fundamental devices for improving cross-cultural communication abilities (Thakur, Khoo and Pyar, 2023). These projects plan to teach people about various cultures, communication styles, and likely challenges. An overview by Jaiswal, Arun and Varma (2022) uncovered that 70% of worldwide organizations use intercultural training to plan employees for worldwide tasks. Authors have likewise stressed the significance of cultural variation and adaptability as key techniques (Rheu et al. 2021). Being versatile and ready to change communication styles in light of the cultural setting is crucial for building compatibility and entrust with people from assorted backgrounds. The writing on cross-cultural communication procedures highlights the meaning of cultural sensitivity, active listening, familiarity with non-verbal cues, intercultural preparing, and cultural transformation. These procedures assume a pivotal part in diminishing misunderstandings and clashes while advancing successful communication in multicultural settings.
Statistically, the importance of non-verbal communication, representing 70% of communication, features the need of considering these cues while taking part in cross-cultural collaborations (Maloney, Freeman and Wohn, 2020). These systems are fundamental for organizations like HSBC, which work in various nations and utilize a different workforce. Executing powerful cross-cultural communication procedures can improve cooperation, encourage a more comprehensive workplace, and at last add to the progress of worldwide organizations in an interconnected world.
[bookmark: _Toc153643635]2.3 Literature Review on hybrid working
1. Impact of hybrid working on organizational culture
The ascent of hybrid working, a mix of remote and in-office work, affects organizational culture. In this writing survey, we fundamentally analyze the thing different authors have said about the impact of hybrid working on organizational culture. Hybrid working plans have turned into a point of convergence for organizations, reshaping the manner in which employees work and collaborate. Authors like Hewlett and Luce (2020) have recommended that hybrid working can meaningfully affect organizational culture.
One viewpoint featured is the potential for expanded adaptability and work-life balance, which can add to a more certain organizational culture. Concentrates by Conradie and De Klerk (2019) report that 74% of employee’s esteem adaptability in their work plans. This adaptability can improve worker fulfillment and add to a culture of trust and independence. However, taking into account potential challenges is significant. The writing guides out that hybrid working can lead toward a feeling of separation among remote and in-office employees (Skountridaki Lee and Rouhani, 2023). Keeping major areas of strength for a culture and feeling of having a place becomes urgent, as employees might have less face-to-face interactions.
Measurably, an overview by Moglia et al. (2021) uncovered that 82% of company pioneers intend to permit employees to work remotely a portion of the time, demonstrating the developing predominance of hybrid working. Moreover, authors have noticed that hybrid working can affect communication and coordinated effort designs inside organizations. Guaranteeing compelling communication across remote and in-office groups is fundamental (Meluso, Johnson and Bagrow, 2022). Organizations need to put resources into innovation and practices that overcome any barrier and advance a culture of inclusivity.
The literature recommends that hybrid working can possibly impact organizational culture emphatically through expanded adaptability however may likewise present challenges connected with worker association and communication. Statistically, the far reaching reception of remote work, as shown by the study, underlines the requirement for organizations to really address these cultural elements. Generally, how organizations adjust to and oversee hybrid working will fundamentally shape their organizational culture in the post-pandemic time.
[bookmark: _heading=h.30j0zll]2. Factors driving it (Covid)
The Coronavirus pandemic significantly affects different parts of the lives, including the manner in which organizations work. In this literature review, we basically look at the variables driving changes in strategic policies because of the pandemic. The literature features a few key factors that have driven changes in strategic policies during the Coronavirus pandemic. Authors like Berry et al. (2020) accentuate that the pandemic constrained organizations to focus on the wellbeing of their employees and clients, prompting the reception of remote work and contactless administrations. Measurably, a concentrate by Kosieradzka, Smagowicz and Szwed (2022) saw that as 80% of organizations executed new wellbeing and security estimates because of the pandemic. Also, the literature focuses to the job of government regulations and lockdowns in driving changes. Authors like Paxton, Mikula and Sullivan (2020) talk about how government-forced limitations constrained organizations to adjust their activities, frequently bringing about remote work game plans and the transitory conclusion of actual customer facing facades.
Moreover, consumer behavior assumed a critical part in driving changes. Research by Bhattarai (2022) shows that shopper inclinations moved towards online business and online administrations during the pandemic, provoking organizations to put resources into their advanced presence and conveyance abilities. The literature proposes that the versatility of organizations and their capacity to improve in light of the emergency were key variables. Organizations that immediately turned their systems to fulfill new needs, for example, delivering personal protective equipment (PPE), were stronger (Gereffi, Pananond and Pedersen, 2022). Concerning the company, HSBC, it additionally needed to adjust to these variables, carrying out remote work arrangements, upgrading computerized financial administrations, and complying to wellbeing and security rules to guarantee the prosperity of its employees and clients during the pandemic.
3. Technological advancement
Technological advancements play had a crucial impact in forming the landscape of hybrid working, where employees balance remote and in-office work. This literature survey fundamentally looks at the effect of technological progression on this developing work model. The literature highlights that technological advancements have been a main thrust behind the far and wide reception of hybrid working (Choudhury and Foroughi, 2020). The advancement of computerized devices and joint effort stages has empowered consistent communication and cooperation among remote and in-office employees, making hybrid work plausible. A study by Yang et al. (2022) reports that 42% of worldwide employees utilize computerized cooperation devices for remote work.
Besides, authors like DeStefano, Kneller and Timmis (2020) underline that technological advancements have improved the openness and adequacy of remote work. High velocity web, distributed computing, and cell phones have permitted employees to work from different areas without compromising efficiency. The literature likewise features the job of cutting edge online protection estimates in supporting hybrid working (Bispham et al. 2021). As remote work includes the trading of delicate data, hearty network safety framework is essential to safeguard information. A report by Aiyer, Caso and Russell (2022) uncovers that worldwide online protection spending is projected to reach $270 billion by 2026. For the company, HSBC, technological progression has been instrumental in empowering hybrid working for its employees. The bank has utilized progressed advanced answers for work with remote coordinated effort and guarantee the security of monetary information, lining up with the more extensive patterns in the business.
[bookmark: _Toc153643636]2.4 Impact of Cultural Diversity on Team Collaboration 
Cultural diversity inside groups is a complex viewpoint that essentially affects coordinated effort and is the focal point of this literature survey. We basically inspect what cultural diversity means for group elements and coordinated effort, drawing bits of knowledge from different authors. The literature reliably features both the advantages and challenges related with cultural diversity in groups. A concentrate by Karlsson, Rickardsson and Wincent (2021) stresses that different groups can bring a more extensive scope of viewpoints and imaginative answers for complex issues. This diversity can prompt expanded inventiveness and better decision-making. Genuinely, a report by McKinsey (2021) observed that organizations with different groups are 33% bound to beat their companions regarding productivity.
Then again, the literature recognizes the challenges presented by cultural diversity in group coordinated effort. Authors like Aririguzoh (2022) bring up that distinctions in communication styles, values, and standards among colleagues from assorted backgrounds can prompt misunderstandings and clashes. Spanning these cultural gaps requires successful communication and cultural sensitivity. In addition, cultural diversity can affect group attachment. A concentrate by Umar and Ko (2022) recommends that different groups may at first experience lower levels of union because of contrasts, yet as they work together and figure out how to see the value in those distinctions, attachment can move along. With regards to our company, HSBC, which works internationally and has a different workforce, understanding the effect of cultural diversity in group coordinated effort is fundamental. The bank has perceived the worth of diversity and consideration as a competitive advantage (Chowdhury and Islam, 2021). HSBC's way to deal with group coordinated effort includes encouraging a comprehensive culture that esteems the commitments of employees from different cultural backgrounds while giving preparation and assets to upgrade cross-cultural communication and teamwork. By tending to the challenges and bridling the advantages of cultural diversity, HSBC expects to improve group coordinated effort and drive advancement in its worldwide activities.
All in all, the literature uncovers that cultural diversity can both enhance and challenge group cooperation. While it brings different viewpoints and innovativeness, it additionally requires proactive endeavors to oversee expected clashes and guarantee powerful communication. For HSBC, understanding and overseeing cultural diversity inside groups is vital for influence the qualities of its multicultural workforce and keep up with its situation as a worldwide monetary pioneer.
[bookmark: _Toc153643637]2.5 Theoretical Frameworks 
[image: ]
Figure: Theoretical framework
Source: Self Created
[bookmark: _Toc153643638]2.6 Literature Gap
The literature on cross-cultural communication in multinational corporations like HSBC, features a few viewpoints yet leaves gaps requiring further investigation. In the first place, while studies underscore cultural diversity's effect in group cooperation, there is restricted examination on unambiguous methodologies HSBC utilizes to address cultural conflicts inside assorted groups (Abou Saleh and Al Tuwaijri, 2022). This hole proposes a requirement for point by point contextual analyses on HSBC's ways to deal with overseeing cultural diversity in group settings. Besides, existing literature centers broadly around the role of organizational culture in cross-cultural communication. However, there is a shortage of observational examinations estimating the immediate effect of organizational culture changes. This shows the shift to remote work, on representative communication designs in multinational settings. This shows a requirement for quantitative examination to understand the connection between's organizational culture variations and communication viability in organizations like HSBC.
In conclusion, while technological advancements working with mixture work are very much discussed. However, there is a gap in understanding how these headways explicitly impact cross-cultural communication elements in a financial environment like HSBC. Research is expected to investigate the exchange between innovation use in hybrid work models and cross-cultural communication viability inside the financial area.
[bookmark: _Toc153643639]Chapter 3: Methodology
[bookmark: _Toc153643640]3.1 Research Philosophy
Positivism, a philosophy in light of the conviction that data got from tangible experience, deciphered through reason and rationale, frames the selective wellspring of all legitimate information (Alharahsheh and Pius, 2020). It underlines the significance of observational proof and logical strategies. In this exploration, Positivism considers objective examination of cross-cultural communication inside HSBC. It upholds the utilization of quantitative strategies to gauge the effect of cultural contrasts in group joint effort (Hammersley, 2019).
Justification: 
Positivism centers around things we can see and measure. Therefore, the technique is great for concentrating on communication frameworks regarding HSBC. It assists with tracking down clear and broadly pertinent results (Park, Konge, and Artino Jr, 2020). It has been observed that the coordinated way positivism works ensures the results are fair-minded and concrete.
[bookmark: _Toc153643641]3.2 Research Approach
Inductive research begins with explicit observations to assemble more extensive theories (Thomas, 2018). Moreover, it includes collecting data and framing theories in view of the analytical measures. Therefore, concentrating on HSBC's cross-cultural communication, this technique distinguishes examples and theories from first hand data. To conduct this, the research utilizes surveys at HSBC to understand better cross-cultural communication procedures (Georges et al. 2019).
Justification:
Picking the inductive approach appears to be legit because of its adaptability and investigating nature of complex social circumstances. It assists with diving details into the little subtleties that influence group communication in different environments (Thomas, 2020). Therefore, the technique is appropriate for this study since it takes into account making new theories that fit HSBC's cross cultural environment. Thus, the inductive approach focuses complex views, guaranteeing that the findings reflect the primary encounters of HSBC workers.
[bookmark: _Toc153643642]3.3 Research Strategy
Quantitative research includes collecting and investigating numbers (Bloomfield and Fisher, 2019). It centers around estimating things in an unmistakable, number-based way. This technique tests thoughts and theories. In the HSBC concentrate on various cultures cooperating, this approach will utilize surveys and polls. The gathered data will assist with estimating things like how well individuals impart and cooperate in groups (Ahmad et al. 2019).
Justification: 
Quantitative research is picked in light of the fact that it offers organized and dependable data that applies to many individuals. It fits this concentrate as it objectively takes a gander at how HSBC utilizes communication strategies (Mehrad and Zangeneh, 2019). This strategy's attention on utilizing insights helps ensure the results are exact and unprejudiced. This is key for understanding what cultural contrasts mean for cooperation.
[bookmark: _Toc153643643]3.4 Data Collection
The survey technique utilizes questionnaires to gather explicit data. It's an arranged method for getting numerical data from a picked group of individuals (Siraj-Blatchford, 2020). In this review, we utilized a survey with 15 inquiries that have set answer decisions. We requested that 50 HSBC representatives answer these inquiries. This assists us with finding out about their encounters and perspectives on working and speaking with individuals from various cultures in the organization.
Justification:
The study strategy is chosen for its effectiveness in get-together a lot of data in an organized way. It is especially compelling for this concentrate as it considers standardized data assortment from a different group of HSBC representatives, guaranteeing consistency in reactions (Shrestha, 2021). Shut finished questions work with clear examination and correlation of data. With 50 members, the study gives a significant example size to make dependable determinations about communication methodologies and their viability in a multicultural professional workplace. This strategy is helpful for the quantitative approach of this research, lining up with the objective of acquiring clear, quantifiable bits of knowledge into the effect of cultural contrasts in group coordinated effort at HSBC.
[bookmark: _Toc153643644]3.5 Data Analysis
Thematic analysis is an insightful technique for distinguishing, examining, and revealing examples (subjects) inside data (Braun and Clarke, 2022). It sorts out and depicts data exhaustively, frequently connected with interpretative viewpoints. For this research, thematic analysis will be applied to decipher the reactions from the overview directed among HSBC representatives. It will help in distinguishing repeating subjects and examples in regards to cross-cultural communication and joint effort (Vaismoradi and Snelgrove, 2019).
Justification: 
Thematic analysis is decided because of its adaptability and viability in giving a rich, definite, yet complex record of data. It is appropriate for this concentrate as it considers an inside and out investigation of HSBC representatives' points of view on cross-cultural collaborations inside their groups (Byrne, 2022). This strategy will empower the research to reveal fundamental subjects in the survey responses, giving bits of knowledge past simple factual analysis. It is especially important in understanding the subtleties and intricacies of cross-cultural communication in a corporate setting.
[bookmark: _Toc153643645]Chapter 4: Findings and Analysis
[bookmark: _Toc153643646]4.1 Findings
[image: Forms response chart. Question title: 1. What is your gender?. Number of responses: 50 responses.]
The survey results show an orientation dissimilarity, with a higher representation of guys (64%) contrasted with females (36%). This unevenness might impact the viewpoints shared, as orientation can affect encounters and perspectives on work environment communication and joint effort. The shortfall of reactions from non-double people and the individuals who don't really want to say likewise features an impediment in catching a complete scope of orientation characters in the review.
[image: Forms response chart. Question title: 2. What is your age group?
. Number of responses: 50 responses.]
The survey results demonstrate a predominant age group of 25-34 years (62%), it is more addressed to recommend more youthful representatives. This could influence bits of knowledge on cross-cultural communication, as more youthful specialists might have various encounters and perspectives contrasted with more established partners. The restricted reactions from more established age groups (45-54 and 55-64) and the shortfall of members over 65 or under 18 feature a possible hole in generational viewpoints inside the review.
[image: Forms response chart. Question title: 3. What's your main method of communication at work?
. Number of responses: 50 responses.]
The survey shows an inclination for calls (40%) as the fundamental communication strategy at work, trailed by messages (32%). This demonstrates a dependence on immediate, verbal communication modes. Video conferencing and in-person gatherings are less preferred (16% and 12% separately), recommending potential difficulties in visual and individual associations, which can be essential in understanding subtleties in cross-cultural communication. This inclination example might affect group cooperation, particularly in a different working environment like HSBC.
[image: Forms response chart. Question title: 4. Do you adjust your communication style when interacting with colleagues from different cultures?
. Number of responses: 50 responses.]
The survey results show an elevated degree of versatility in communication styles among HSBC workers while cooperating with partners from various cultures. A joined 80% of respondents 'always' or 'often' change their communication, showing mindfulness and responsiveness to cultural contrasts. This is a positive sign of cultural responsiveness in the work environment. Nonetheless, the 6% who 'rarely' change and the 14% who do 'at times' recommend there is opportunity to get better in reliably recognizing and adjusting to cultural subtleties. The shortfall of 'never' reactions mirrors an overall acknowledgment of the significance of cultural versatility in communication.
[image: Forms response chart. Question title: 5. How often do you encounter language barriers in your team?
. Number of responses: 50 responses.]
The survey uncovers that language boundaries are a typical test in HSBC's group coordinated effort, with 60% of respondents confronting them 'often' or 'very often'. This high rate focuses to a predominant issue that could ruin powerful communication and cooperation. The way that no respondents chose 'never' highlights the inescapable idea of this deterrent across the organization. While 'sometimes' (32%) and 'rarely' (8%) demonstrate periodic language hardships, the general pattern recommends that language obstructions are a significant thought in HSBC's cross-cultural group elements.
[image: Forms response chart. Question title: 6. Have you had any training on cross-cultural communication?. Number of responses: 50 responses.]
The survey demonstrates that a greater part of HSBC workers (82%) have gotten training in cross-cultural communication. This recommends that the organization perceives the significance of such preparation in encouraging viable group joint effort in a different environment. Nonetheless, the 18% who have not gotten training address a huge minority. This gap might influence the general adequacy of HSBC's cross-cultural communication and cooperation endeavours. Guaranteeing that all colleagues approach such preparation could additionally upgrade understanding and participation in the organization's multicultural groups.
[image: Forms response chart. Question title: 7. In your opinion, does remote work make understanding different cultures easier or harder?
. Number of responses: 50 responses.]
The survey results propose that most HSBC representatives find remote work works with the understanding of various cultures, with 90% expressing it makes it 'much easier' or 'somewhat easier'. This insight could be because of the adaptability and worldwide network that remote work offers. Just a little portion (4%) find it 'somewhat harder', and none find it 'much harder', showing that remote work isn't by and large seen as a hindrance to cross-cultural understanding. The 6% revealing 'no change' may infer that for some, the workplace doesn't essentially affect their cultural cooperations. This criticism highlights the likely advantages of remote work in supporting cross-cultural mindfulness and joint effort.
[image: Forms response chart. Question title: 8. Have you ever experienced a misunderstanding due to cultural differences within your team?
. Number of responses: 50 responses.]
The survey results uncover that misunderstandings because of cultural contrasts are a typical event inside HSBC groups. A sum of 66% of respondents experience these misunderstandings 'frequently' or 'sometimes', featuring the test of exploring cultural subtleties in a different work environment. The shortfall of 'never' reactions highlights that cultural misunderstandings are an issue for the whole associate. Alternately, the 34% who report such episodes 'rarely' happen suggests that some degree of successful cross-cultural communication exists. This data highlights the requirement for proceeded with center around improving cross-cultural skills across the association.
[image: Forms response chart. Question title: 9. Do you think HSBC's current communication strategies effectively acknowledge cultural differences?
. Number of responses: 50 responses.]
The survey shows a positive reaction toward HSBC's communication methodologies, with 90% of members either 'agreeing' or 'strongly agreeing' that the procedures successfully recognize cultural contrasts. This proposes that most of the representatives are happy with how the organization handles cross-cultural communication. The absence of 'unequivocally deviate' reactions further backings this view. Be that as it may, a little level of contradiction (4% 'disagree') means opportunity to get better. The 'neutral' position of 6% could infer an absence of clear agreement or experience in regards to the viability of these procedures. Generally speaking, the organization is by all accounts on a good way yet ought to in any case address the worries of the meager few.
[image: Forms response chart. Question title: 10. How often do cultural misunderstandings lead to delays or issues in your team's work?
. Number of responses: 50 responses.]
The survey results show that cultural misunderstandings in all actuality do affect HSBC group tasks, with 42% of respondents demonstrating that these lead to work delays 'often' or 'very often'. This focuses to a remarkable effect on proficiency and features the reasonable results of cultural contrasts. Then again, 38% encountering issues 'rarely' recommends that while issues exist, they may not be unavoidable. The shortfall of 'never' reactions affirms that cultural misunderstandings are difficult for groups, accentuating the requirement for continuous advancement of more successful cross-cultural communication techniques inside the organization.
[image: Forms response chart. Question title: 11. Do you feel supported by HSBC in managing cross-cultural challenges?
. Number of responses: 50 responses.]
The survey conveys that most HSBC workers feel upheld in overseeing cross-cultural difficulties, with 76% communicating 'agreement' and 'strong agreement'. This reflects a positive impression of the organization's support mechanisms. The shortfall of ‘strongly disagree' reactions proposes there is major areas of strength for no of disregard. Nonetheless, the ' neutral' (20%) and 'disagree' (4%) reactions demonstrate a few representatives might need mindfulness or fulfillment with the offered help. This outcome focuses towards a by and large steady environment at HSBC for resolving cross-cultural issues, yet it likewise features regions that could profit from upgraded help and assets.
[image: Forms response chart. Question title: 12. Has the shift to remote work affected your team's collaboration?
. Number of responses: 50 responses.]
The survey results demonstrate that the shift to remote work has transcendently decidedly impacted group joint effort at HSBC, with 90% of respondents noting 'improvement'. A critical 40% feel the joint effort has 'improved greatly', recommending that remote work might offer a more helpful environment for cooperation, conceivably because of expanded adaptability or utilization of computerized communication devices. Just a little part (6%) report a 'slight worsening', demonstrating insignificant adverse consequences. The absence of any 'deteriorated greatly' reactions and the low 'no change' rate proposes that the progress to remote work is for the most part advantageous for group coordinated effort.
[image: Forms response chart. Question title: 13. How important do you think cultural diversity is for team creativity and problem-solving?
. Number of responses: 50 responses.]
The survey reflects areas of strength for among HSBC workers on the worth of cultural diversity, with 90% considering it 'important' or 'very important' for group inventiveness and critical thinking. This shows an acknowledgement of the advantages that different viewpoints bring to innovation inside groups. Just a negligible 4% view diversity as 'not vital', and without any reactions for 'not significant by any means', it proposes a practically consistent appreciation for cultural diversity's role in upgrading group elements. The 'neutral' reactions might show vulnerability or absence of noticed influence in some colleagues' encounters. Generally speaking, cultural diversity is viewed as a basic resource in the working environment.
[image: Forms response chart. Question title: 14. Does HSBC provide adequate training and resources for effective cross-cultural communication?
. Number of responses: 50 responses.]
The survey shows an elevated degree of fulfilment with HSBC's arrangement of preparing and assets for successful cross-cultural communication, as confirmed by 92% of respondents agreeing' or 'strongly agreeing'. This proposes that most of the representatives feel all-around upheld in this angle, considering emphatically HSBC's endeavours to prepare its labour force for multicultural connections. The absence of 'strongly disagree' reactions builds up this positive view. Be that as it may, the presence of 'neutral' and 'disagree' reactions, yet little (4% each), focuses on certain areas of likely improvement in the preparation and assets given. Generally speaking, HSBC gives off an impression of being to a great extent powerful in supporting cross-cultural communication among its staff.
[image: Forms response chart. Question title: 15. How would you rate the overall effectiveness of your team in leveraging technology for cross-cultural communication?
. Number of responses: 50 responses.]
The survey demonstrates areas of strength for an evaluation of how really HSBC groups influence technology for cross-cultural communication, with 92% rating it as 'excellent' or 'good'. This high rate proposes that most workers are happy with the technological apparatuses and stages set up, which work with successful communication across various cultures. The shortfall of 'extremely poor' evaluations further backings this positive discernment. Notwithstanding, the presence of 'fair' (6%) and 'poor' (2%) evaluations shows that a little minority may be confronting difficulties or shortcomings in involving technology for this reason. In general, the organization is by all accounts effectively coordinating technology to upgrade cross-cultural associations inside groups.
[bookmark: _Toc153643647]4.2 Analysis
The survey discoveries give critical experiences into the elements of cross-cultural communication inside HSBC, straightforwardly connecting with the research hypotheses.
Hypothesis 1: Cross-cultural Gaps Impact Communication Tactics
The survey results support Hypothesis 1, demonstrating that basic cross-cultural gaps impact the adequacy of communication strategies inside HSBC groups. Notably, 66% of respondents experience misunderstandings because of cultural contrasts 'frequently' or 'now and then' (Survey Q8), lining up with Liu's (2021) discoveries on the cultural effect on communication styles. Besides, the way that 60% face language barriers ‘often' or 'very often' (Survey Q5) underlines the difficulties presented by cross-cultural holes in the work environment, as featured by Hofstede's research on cultural dimensions.
Hypothesis 2: Remote Work and Cross-Cultural Communication
The findings additionally shed light on Hypothesis 2, suggesting that the progress towards remote work at HSBC has not exacerbated issues in cross-cultural communication. Conflictingly, 90% of respondents find that remote work has 'improved' group collaboration (Survey Q12), which might be because of the simplicity of availability and adaptability presented by distant settings (Gakovic and Yardley, 2020). This finding goes against the normal expansion in communication issues because of remote work, as at first speculated.
Training and Resources
A critical 92% agree that HSBC gives satisfactory preparation to cross-cultural communication (Survey Q14), mirroring the organization's obligation to tending to cultural differences, as underlined in the literature (Gregory et al., 2019). This preparing probably adds to the flexibility in communication styles, with 80% changing their communication while cooperating with associates from various cultures (Survey Q4).
Technological Utilization
The survey features a high pace of technology reception, with 92% rating the group's viability in utilizing technology as 'excellent' or 'good' (Survey Q15). This finding is urgent as it exhibits the role of technology in spanning cultural gaps, resounding with Choudhury and Foroughi's (2020) sees on technological progression working with hybrid work.
Importance of Cultural Diversity
Finally, the survey highlights the significance of cultural diversity in improving group imagination and critical thinking, with 90% considering it 'important' or 'very important' (Survey Q13). This discernment lines up with McKinsey's (2021) report on the positive effect of diversity in group execution.
[bookmark: _Toc153643648]Chapter 5: Conclusion
This dissertation has critically investigated the effect of cross-cultural contrasts and communication strategies in group collaboration inside HSBC. The survey results offer clear bits of knowledge into this intricate subject. In the first place, the survey shows that cultural misunderstandings and language issues are as yet normal. This really intends that while HSBC is making progress toward better cross-cultural communication, there's actually opportunity to get better. The findings propose that improving communication strategies could help, particularly with language and cultural subtleties. Likewise, the survey uncovers that representatives value HSBC's preparation programs and the change to remote work. This shows the organization's solid obligation to supporting a different labor force. These perspectives have been instrumental in improving group coordinated effort and moderating potential communication issues, going against starting suspicions that remote work could frustrate cross-cultural collaborations. Ultimately, the mind-boggling acknowledgment of the significance of cultural diversity in group imagination and critical thinking highlights a huge organizational resource. It mirrors a more extensive industry pattern towards esteeming diversity as a critical part of business achievement.
All in all, while HSBC exhibits serious areas of strength for an in overseeing cross-cultural elements, there is space for nonstop improvement. Future endeavors could zero in on extending cultural understanding and upgrading language backing to additionally streamline group coordinated effort in an undeniably globalized business environment.
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Appendix 1
1. What is your gender?
A. Male
B. Female
C. Non-Binary
D. Prefer not to say
E. Other (please specify)
2. What is your age group?
A. 18-24
B. 25-34
C. 35-44
D. 45-54
E. 55-64
3. What's your main method of communication at work?
   - Email
   - Phone Call
   - Video Conference
   - In-person Meeting
   - Other (Please specify)

4. Do you adjust your communication style when interacting with colleagues from different cultures?
   - Always
   - Often
   - Sometimes
   - Rarely
   - Never

5. How often do you encounter language barriers in your team?
   - Very Often
   - Often
   - Sometimes
   - Rarely
   - Never

6. Have you had any training on cross-cultural communication?
   - Yes
   - No

7. In your opinion, does remote work make understanding different cultures easier or harder?
   - Much Easier
   - Somewhat Easier
   - No Change
   - Somewhat Harder
   - Much Harder

8. Have you ever experienced a misunderstanding due to cultural differences within your team?
   - Often
   - Sometimes
   - Rarely
   - Never

9. Do you think HSBC's current communication strategies effectively acknowledge cultural differences?
   - Strongly Agree
   - Agree
   - Neutral
   - Disagree
   - Strongly Disagree

10. How often do cultural misunderstandings lead to delays or issues in your team's work?
   - Very Often
   - Often
   - Sometimes
   - Rarely
   - Never

11. Do you feel supported by HSBC in managing cross-cultural challenges?
    - Strongly Agree
    - Agree
    - Neutral
    - Disagree
    - Strongly Disagree

12. Has the shift to remote work affected your team's collaboration?
    - Improved Greatly
    - Improved Slightly
    - No Change
    - Worsened Slightly
    - Worsened Greatly

13. How important do you think cultural diversity is for team creativity and problem-solving?
    - Very Important
    - Important
    - Neutral
    - Not Very Important
    - Not Important at All

14. Does HSBC provide adequate training and resources for effective cross-cultural communication?
    - Strongly Agree
    - Agree
    - Neutral
    - Disagree
    - Strongly Disagree

15. How would you rate the overall effectiveness of your team in leveraging technology for cross-cultural communication?
    - Excellent
    - Good
    - Fair
    - Poor
    - Very Poor

Appendix 2


APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This formmust be completed and approved prior to undertaking any research activity.Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	Yordan Gospodinov

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	University of Wales Trinity Saint David


	4
	Campus:
	London


	5
	E-mail address:
	Gospodinov.yordan@yahoo.com


	6
	Contact Telephone Number:
	
07594975616

	
	For students:

	7
	Student Number:
	2020080

	8
	Programme of Study:
	Bachelor of Arts, Business Management

	9
	Director of Studies/Supervisor:
	Charles Nwaogwugwu






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☐	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known):Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☐	



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☐
	2
	UWTSD Research Data Management Policy
	☐

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Cross-cultural differences and communication Strategies: Analysis of impact on team collaboration in HSBC

	2
	Proposed start date:
	10.12.2023
	Proposed end date:
	25.12.2023

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audiencewhen outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

This study examines how teamwork within HSBC is impacted by communication protocols and cross-cultural differences. Data on various aspects of working environment communication in a multicultural setting was collected from 50 HSBC representatives using a quantitative survey approach.


	4
	Research Question

1. Do HSBC's communication strategies recognise cultural variations?
2. How does HSBC's shift towards remote work affect cross-cultural communication?




	5
	Aims of Research Activity
The purpose of this research is to explore the effect of cross-cultural variations and communication methods in team collaboration within HSBC.


	6
	Objectives of Research Activity

· To identify the significant cross-cultural variances among HSBC's multicultural teams that influence communication and team collaboration.
· To assess HSBC's communication tactics in portraying cross-cultural disparities and their role in team collaboration.
· To evaluate the impact of HSBC's remote work shift on cross-cultural communication and teamwork.
· To examine the advanced strategies to improve HSBC's communication methods to mitigate cross-cultural obstacles.
· To assess the strategies implemented by HSBC to enhance cross-cultural collaboration and evaluate their effectiveness.

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	Data on various aspects of working environment communication in a multicultural setting was collected from 50 HSBC representatives using a quantitative survey approach. Despite HSBC's concerted efforts to foster effective cross-cultural communication, the review reveals that obstacles such as language barriers and cultural misinterpretations persist. Despite initial misgivings, the results also show that the shift to remote work has a noticeable impact on teamwork. Furthermore, the survey highlights the vital role that cultural diversity plays in fostering critical thinking and inventiveness within groups.
Positivism is a philosophy that frames the selective source of all valid information based on the idea that information derived from concrete experience and interpreted using logic and reason. 
To put together more comprehensive theories, inductive research starts with explicit observations. Additionally, it entails gathering information and formulating theories in light of analytical metrics. Choosing the inductive approach seems reasonable due to its flexibility and ability to investigate intricate social situations. It helps to delve deeply into the minute details that affect group communication in various contexts. Numbers are gathered and examined as part of quantitative research. It is based on a clear, quantitative estimation methodology.
Questionnaires are used in the survey technique to collect explicit data. It's a planned technique to collect numerical data from a selected sample of people. For this review, we used a survey consisting of fifteen questions with predetermined responses.
A clever method for identifying, analyzing, and exposing instances (subjects) within data is thematic analysis. It thoroughly organizes and presents data, often accompanied by interpreting perspectives. The present study will employ thematic analysis as a method to interpret the responses obtained from HSBC representatives regarding the overview.


	

	Location of research activity
Identify all locations where research activity will take place.

	8
	
HSBC of the UK.  


	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available?

	NO
	☐

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☐
	☐

	15
	A more equal Wales
	☐
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	
It is to improve the organizational culture and ensure better development. 

(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☐

	2
	Use of interviews?
	☐
	☐

	3
	Use of focus groups?
	☐
	☐

	4
	Use of participant diaries?
	☐
	☐

	5
	Use of video or audio recording?
	☐
	☐

	6
	Use of computer-generated log files?
	☐
	☐

	7
	Participant observation with their knowledge?
	☐
	☐

	8
	Participant observation without their knowledge?
	☐
	☐

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☐

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☐

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☐

	12
	Investigation of participants involved in illegal activities?
	☐
	☐

	13
	Use of procedures that involve deception?
	☐
	☐

	14
	Administration of any substance, agent or placebo?
	☐
	☐

	15
	Working with live vertebrate animals?
	☐
	☐

	16
	Procedures that may have a negative impact on the environment?
	☐
	☐

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:

With 50 members, the study gives a significant example size to make dependable determinations about communication methodologies and their viability in a multicultural professional workplace.

(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18?(Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:

Employee of HSBC is to be the part of the survey. 

(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	

50 participants. 
(this box should expand as you type)

	11
	Who will the participants be?

	

50 HSBC representatives
(this box should expand as you type)

	12
	How will you identify the participants?
	
By visiting the organization. 

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NOto any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YESto any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risksthat may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants: No risk to participants 

A possible risk could be a breach of personal data
(this box should expand as you type)
	How you will mitigate the risk to participants:

By ensuring that no personal data is collected. Also to prevent data collected from being pieced together to identify a person, all data will be anonymised and destroyed at the end of the research.

(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health &safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator: N/A



(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University: N/A



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment: N/A



(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
Participants will be contacted by email to know if they wish to participate in a de-brief and will be contacted by email.

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
The participants will be provided the consent form using email and specific information on the research. 

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
The participant response will not be shared and the information will be destroyed after the researcher’s completion of analysis.

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data”means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐

	
	If YES, provide adescription of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐

	
	If YES, provide adescription of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☐

	6
	University computers?
	☐
	☐

	7
	Private company computers?
	☐
	☐

	8
	Home or other personal computers?
	☐
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☐

	10
	“Cloud” storage or websites?
	☐
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☐

	15
	Sharing of data with other organisations?
	☐
	☐

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☐

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☐

	18
	Publication of data that might allow identification of individuals?
	☐
	☐

	19
	Use of data management system?
	☐
	☐

	20
	Data archiving?
	☐
	☐

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	
It will be protected in the file and destroyed after the research completion. 

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	Student and the faculty member only. 


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Student doing the researcher. 

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	There is the use of Icloud and once the research is accomplished the data is destroyed. 


(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/).   If so please explain. (Most relevant to academic staff)

	
	
Yes. 
It will be stored till the research is finshed. 

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☐

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☐





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/

	1
	Signature of applicant:
	Yordan Gospodinov
Student ID: 2020080
	Date:10.12.2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Charles Nwaogwugwu
	


Date: 12/12/2023

	3
	Signature:
	[image: ]
	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☐
	I have read the guidance notes supplied before completing the form.

	☐
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)ONLY TICK IF YOU HAVEATTACHED A FULL RISK ASSESSMENT

	☐
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☐
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; thereforeit is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages:https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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1. What is your gender?

50 responses
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2. What is your age group?
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3. What's your main method of communication at work?
50 responses

® - Email

@ - Phone Call

@ - Video Conference
@ - In-person Meeting
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4. Do you adjust your communication style when interacting with colleagues from different

cultures?
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5. How often do you encounter Ianguage barriers in your team?
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6. Have you had any training on cross-cultural communication?
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7. In your opinion, does remote work make understanding different cultures easier or harder?
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8. Have you ever experienced a misunderstanding due to cultural differences within your team?
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9. Do you think HSBC's current communication strategies effectively acknowledge cultural
differences?
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10. How often do cultural misunderstandings lead to delays or issues in your team's work?
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11. Do you feel supported by HSBC in managing cross-cultural challenges?
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12. Has the shift to remote work affected your team'’s collaboration?

50 responses

o

@ - Improved Greatly
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13. How important do you think cultural diversity is for team creativity and problem-solving?
50 responses
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14. Does HSBC provide adequate training and resources for effective cross-cultural

communication?
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15. How would you rate the overall effectiveness of your team in leveraging technology for
cross-cultural communication?
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@ - Poor
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