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Introduction 
Negotiation is a standard communication practice in both small and international businesses. Many scholars who seek to understand its meaning and application in international communication maintain that negotiation occurs as a process that involves bringing together varying conflicting positions into one integrated agreement (Zartman, 2008). The term has also been considered synonymous with resolving conflicts between parties. Accordingly, Zartman maintains that it forms one of the common ways international managers use to prevent, manage, resolve, and transform workplace conflicts. According to Rubin and Brown (2013), negotiation is one of the best approaches managers can use to prevent the escalation of conflict or a situation from becoming violent. Communication managers consider using negotiation whenever they want to manage conflict in a manner that does not escalate into either politics or violence (Brett, 2000). Besides, negotiation varies with cultures. Different dimensions of culture shape how people and organisations behave and communicate (Dignen and McMaster, 2013). 
The paper uses the context of Dyson International business to understand its communication practises managers use when negotiating with employees. In order to do this, the paper explores dimensions of Hofstede culture, how it applies to the case study, and the challenges that managers experience when working in such a global environment. In the last section, the paper highlights key insights and implications for any global manager who seeks to work as an internal manager. 
Dimensions of Hofstede Theory
Power Distance
Hofstede explains society's perception of inequalities between people. Societies where most of the inequality exists consider people with power with more regard than those in the lower ranks (The Culture Factor Group, 2025). This concept is also applicable to how organisations use structures of management. The assessment of Sweden ranks moderate with a score of 31. Such a score explains the characteristics of people in Sweden for decentralisation. Managers work with their teams when solving issues and finding solutions to problems that affect them. People dislike control. Managers adopt an informal way of communication.  
Individualism vs. Collectivism
	Hofstede maintains that the concepts of individualism and collectivism are two opposite sides of the coin. A culture with a higher score on individualism implies the perception that people are independent and that self-image depends on personal effort (The Culture Factor Group, 2025). On the other hand, collectivist societies consider everyone's contribution when people consider themselves to belong to groups. Sweden ranks highest on this dimension at 87. People have a greater preference for self-image and interests that benefit themselves and their family members. Any negotiation or communication efforts seek to benefit their interests. 
Motivation towards achievement and success
	The theory of cross-culture maintains that societies gain motivation to work hard and achieve performance because of personal success, competition, and achievement (The Culture Factor Group, 2025). Societies treat people with high regard when they score higher in their functions, activities, or learning. However, societies that score lower on this dimension mean that a majority of people in such societies care for others, and the quality of life determines how they behave. Swedish people score the lowest on this dimension, implying dominance in caring for others. People dislike cases when others come out of groups to stand out. The Hofstede dimension showed Sweden scores as low as five compared to the rest of the components. 
Uncertainty Avoidance
Hofstede explains how societies treat their uncertain future by putting in place institutions and organisations to handle the future. They develop formal structures and rules to help them govern their future (The Culture Factor Group, 2025). Laws help keep people in place. However, societies with lower scores include those that prefer informal structures. They become innovative in their behaviour. Sweden scores an index of 29 on this dimension with a lower preference for rules and formal structures. People consider relaxed attitudes. People dislike principles. 
Long-term orientation
	Hofstede explains how societies maintain a link between their past, present, and future. Societies with lower scores maintain the status quo, while those with high scores consider transformation (The Culture Factor Group, 2025). They base on their past happening to shape their future. Sweden scores a moderate index of 53, showing that it does not have a strict preference for transformative strategies. 
Indulgence
	Cross-cultural behaviour defines how people control their desires and impulses. Most indulgence societies have people participate in activities that give them happiness without restraint (The Culture Factor Group, 2025). On the other hand, more restrained societies have individuals controlling their desires. Sweden scores a high index of 78, showing that most people participate in activities that give them happiness. Most people in organisations and societies participate in activities that meet their desires and have a positive attitude towards optimism. 
Analysis 
Application of Hofstede's theory to the Dyson Company in Sweden	
The Dyson International Company in Sweden depends on Hofstede's cultural dimensions to define how management negotiates with their employees—a lower score on power distance indicates that Dyson has adopted decentralised structures. Employees and managers have slim barriers when handling conflict and negotiation. Managers invite employees to participate in negotiations at all levels. Employees dislike managers who try to separate them from decision-making. Moreover, a high score on individualism, on the other hand, considers organisations' preference for a loosely-knit social framework. Managers expect employees to care for themselves and their relatives. Hence, employees negotiate better deals that benefit themselves and their immediate families. A score of 5 on motivation towards achievement implies that most employees communicate by negotiating for rewards and benefits that would give them work-life balance. Managers communicate by including everyone in the conversation. 
Additionally, international managers from highly motivated cultures adapt to local cultures that demand that all negotiations consider consensus and value equality, quality, and solidarity. Managers and employees at Dyson conduct negotiations for an extended period until they can agree on what benefits each of them receives. Managers and employees resolve conflict through negotiation and compromise. A majority of employees favour free time and flexible work hours. 
A further analysis of Swedish culture shows it scores an index of 29 on uncertainty avoidance. What this means for international managers working at Dyson International is that employees have a lower preference for avoiding uncertainty. Both employees and managers go through a relaxed attitude where practices shape how they negotiate for better terms. Any communication practice avoids the use of principles. They consider deviations from formal structures. Moreover, employees believe international managers should avoid formulating more rules than those already in place. Such attitudes also allow them to depend on flexible schedules and work hard when they feel it is necessary, not just for the sake of working.
A high score of 78 on avoidance shows clearly that international managers working at Dyson International consider more indulgent behaviour than restrained societies. Most employees at Dyson are more willing to realise the desire and impulse to participate in activities that make them enjoy their workplace, work-life balance, have fun, and lead an enjoyable life. Most employees have a positive attitude towards negotiations that seek to benefit them. Managers negotiate easily for rewards that can create more leisure time than those from restrained societies. 
Presentation of Evidence
	Five industrial unions in Sweden negotiated for better pay and a better work environment to increase their salaries. The industrial union leaders applied Hofstede management theory by applying numerous elements of Hofstede, such as power distance. In essence, lower power distance in Sweden helps union leaders to allow departmental employees to participate in negotiations to raise their salaries by more than 6.4 per cent. () reiterates that lower power distance among local employees depends on egalitarian policies creating flat hierarchies where every employee sees themselves as just as important as the other.
	The meeting was successful because negotiators from Sweden remained thoughtful, quiet, and straightforward by expressing their thoughts on what they wanted. Moreover, negotiators were overcautious while at the same time, flexible to new ideas from the members. Whenever members raised new proposals, they were slow to react. However, many employees become conscious of gaining more knowledge while at the same time, they try to avoid instances that might increase confrontation. Hence, they prefer hiding how they feel.  
Additionally, the industrial union leaders and managers use consensus by allowing employees to decide on total rewards, such as work-life balance. By applying collectivism in unions, more than 90 per cent of union members could bargain for the interests of an entire organisation and not for self-interest. The negotiation yielded two years of agreements, allowing the company to handle uncertainties in the future. Unlike other cultures with substantial uncertainty avoidance, where employees demand that managers design policies and structures, union members believed there was no need to formulate more rules. The negotiation also helped the union to apply flexible schedules, allowing employees to benefit more from work-life balance. 
Communication challenges
However, while Swedish culture allows freedom among employees, such a culture creates a communication challenge for international managers. International managers working at Dyson can experience confrontation with employees during negotiations. International managers from other countries with high power distance, such as the UK, might encounter confrontations with employees working at Dyson. Their focus on high power distance might force them to use strict rules and policies that create hierarchy between managers and lower-level employees. Khatri (2009) argues that in high power distance cultures, communication becomes problematic when everyone expects the superior to make decisions without allowing subordinates to participate. Subordinates their superiors who are allowed them to make decisions remain incompetent. Khatri cultures have high power distances, which makes most subordinates hide their feelings. They feel ashamed of sharing their thoughts when they understand that everything should come from their seniors. However, this results in numerous communication gaps. Moreover, international managers working at Dyson are likely to experience a disconnect from subordinates' experiences. Additionally, subordinates lose focus on what superior managers demand or expect. Accordingly, negotiations will likely depend on incomplete and untimely ideas from all parties whenever such gaps happen. 
Strategic responses
Global managers responsible for managing diverse groups must understand that every region or country differs in norms, behaviours, or language (Deresky, 2017). Managers must begin by understanding key elements found in negotiation. For example, in every stage they do, they need to become familiar and aware of the cultural background of anyone with whom they intend to negotiate. Beyond such cultural background, they also need to gain deep insight into what motivates negotiators and how they have framed the outcome they expect from negotiation. In most cases, negotiators are likely to apply different negotiation skills from their own cultures. Therefore, managers need to gain deep insight into the processes and tactics applicable to every country or region when they negotiate. 
Moreover, global managers come from different countries with varying cultures (Dignen and McMaster, 2013). Therefore, such managers must understand what they can and cannot do. For example, whenever people communicate, they are likely to use different expressions during verbal or non-verbal communications (Deresky, 2017). 
Conclusion
	Global managers negotiate with employees in the workplace for different reasons. They do this when discussing strategic purposes involving cases when they want to enter new markets, increase their shares, or acquire new businesses. Companies can also negotiate when they want to continue with operations, when there are issues concerning staffing, when the person can hold prominent positions, or when they want to access new raw materials. The analysis presented in this study shows that global managers negotiated to increase employees' salaries by six per cent. Moreover, the findings show that the cross-cultural framework explains how societies perceive behaviour and communication. Similar behaviors also end up taking effect at the workplace. 
After assessing the case of Dyson International in the UK, I have learned that every global manager must understand major negotiation elements. For instance, managers need to become familiar with and aware of the following aspects at every management stage. They must understand the participants' culture. Second, they must also understand what motivates people and the outcomes they seek in negotiation. Third, they must also gain insights into countries' negotiation tactics and processes. Other areas include the best way to convince stakeholders to understand a winning situation and the dos and don'ts around their culture.   
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