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Executive Summary
There are many differences between the UK and Cameroon especially in the aspect of cultural dimensions, from the aspect of the British, there are many risks and sensitivities for doing business with Cameroon. The purpose of this report is to analyze the issues the UK people and companies need to be aware basing on the Hofstede's cultural dimensions, the challenges and sensitivities of the cooperating with the Cameroon people in business from the perspective of the UK. Moreover, suggestions to avoid the challenges and enhance the cooperation efficiency and performance are proposed for the UK side. Through the research result of this report it can be identified that there are some cultural differences cannot be integrated and the British may face dilemma and frustration with doing business with the Cameroon. 
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1. Introduction
Britain was the first country to complete the World Industrial Revolution between the 1860s and 1830s. It is a capitalist country and one of the four unified nations of Europe. Its people have a high quality of life and a social insurance system. Its official language is mainly English, and its marriage system is monogamous.

Cameroon is a unified republic in the central and western Africa, with strong political and economic power in Central Africa. The official languages ​​of Cameroon are French and English. There are more than 200 tribes in Cameroon, and agriculture and fishing are the main products of the Cameroonian people. Although the people of Cameroon enjoy free marriage, there is no limit to the number of wives. They have the habit of eating food with their hands.

As a leading developed western country, Britain has many differences from Cameroon, especially in terms of culture. Although there are no right or wrong culturally because different countries have different social and historical backgrounds, Britons may feel very uncomfortable and frustrated when doing business in Cameroon because they face many challenges and sensitivities. In this report, based on Hofstead's cultural background, the challenges and sensitivities that Britons may face when doing business in Cameroon are identified.

2. Main Findings
2.1 Issues the UK side needs to focus based on the cultural dimension theory of Hofstede
2.1.1 Uncertainty Avoidance
Hofstede defines uncertainty avoidance as the degree of cultural members perceive the uncertain threat and try to avoid such a situation. Comparing with the British, Cameroon people have a high degree of uncertainty avoidance. The causes of high uncertainty avoidance include poverty and the rapid transference from colony life to an independent lifestyle. Moreover, globalization has generated a huge impact on Africa. Most foreign investors view Africa as land and market which has a develop-able value although this land has the inflation issue, dictatorship, and disease (Chance, Ågotnes & Petersen, 2019). 

Firstly, because of the high level of uncertainty, the Cameroon people are easy to describe themselves as the innocent victims of uncontrollable power instead of taking the responsibilities. Most Cameroon people have the culture of not taking the responsibility but tends to shift the responsibility to others. While the British are used to contract spirit. Hence, the British will be very uncomfortable when face the lacking of responsibility of the Cameroon people. 

Secondly, Cameroon people think failure is generated from the capability of people to take initiative and unplanned activity. Hence, the British will find it very difficult to motivate the Cameroon people. Because the effective ways of motivating partners and employees in the UK do not work in Cameroon due to the high uncertainty avoidance. Besides, for avoiding failure, Cameroon people can follow rules to work for their communities (Orock, 2015). Cameroon people respect their tradition very much and they refuse to change. However, as a developed country in the west, the UK appreciates innovation and changes. Hence, the British will find the difficulties of changing the mind of the Cameroon people to accept innovation and changes. However, if the British cannot successfully persuade their Cameroon partners and employees to change, there may be no cooperation due to the traditional Cameroon way, no matter in technology or in organization is behind the times which needs to be changed as soon as possible. In addition, the organizations in Cameroon may are full of strict behavior principles and cannot tolerate nontraditional thoughts or behaviors, especially the ones which lead the bosses in a dilemma situation. Such a culture of Cameroon can greatly hinder innovation and lead to emotional depression as well. Hence, the British may find a lot of problems and difficulties to persuade the leaders of Cameroon partners to accept changes and innovations, which may lead to the failure of the cooperation.

Thirdly, most Cameroon managers and employees view safety as one of the important issues in work. They think the unchanged structure enhances safety. And the rigid bureaucracy and strict rule restriction still exist in most organizations of Cameroon. Hence, the employees and managers can have the initiative only in a stable and ensured situation. They feel more comfortable in an easy environment than in an environment with high pressure (Tangem, 2016). However, the British has a low uncertainty avoidance degree, which means they appreciate risks and challenges. Hence, facing the timid attitude of their Cameroon partners in front of challenges and risks, the British may feel frustrated and defeated due to their plan cannot be realized.

2.1.2 Power Distance
Power Distance is defined by Hofstede as the degree of equality. Comparing with the UK, Cameroon has a higher level of power distance. Unlike the democratic style of the UK, the organization leader style of Cameroon is patriarchal style and autocratic style, which over-respect the elderly and the persons in power and leading to the abusively used power by the people in power. 

Firstly, there is the the unprofessional attitude of the Cameroon partners due to their family-style relations. The relation between employers and employees is like the relation between father and son. The employers take responsibility for protecting their employees, and the employees must be loyal to their bosses (Kaktchan, et al., 2016). They have involved with each other in a wide aspect. For example, employers participate in the buries of the relatives of their employees or provide gifts to them. The family-style relation can lead to an unprofessional attitude and custom in an organization and is a conflict with the UK's organization principles. While in the UK, equality is a right which everyone agrees. Hence, when the British thinks in their democratic viewpoint to deal with the issues relating to the Cameroon people, they will face conflicts and obstacles which cannot be solved. Especially when the British thinks the professional spirit is the top one factor in workplace while the Cameroon people do not think so, the assumed good quality cooperation cannot be realized. 

Secondly, although the leaders of Cameroon pay suitable attention to the welfare of their subordinates, which is beneficial for the harmony of the organization when leaders make decisions and push their decisions on their subordinates, their subordinates do not have an opportunity to say no but should only to accept the decisions made by their leaders. In the workplace of Cameroon, people obey their leaders instead of simply respect them (Krieger, 2014). People are not allowed to doubt the people in power. And the boss is a key character in an enterprise. However, in a country which has a low power distance, the British appreciate an equal discussion and argument in meetings and works. Hence, when the British find that there is no way for such a discussion in Cameroon, they may perceive such a custom constrains people’s mind and the quality of the cooperation. 

Moreover, in Cameroon the decisions are generally made by the mangers which are the representation of the power of the manager, and employees are not allowed to participate in the decision-making process. The unbalanced power allocation leads to the fact that the leaders of Cameroon are not willing to let their subordinates to participate in the decision (Awoh, 2012). They assume that the negotiation or participant style may shorten the distance between them and their subordinates, and thus weaken their capability of obtaining respect and implement power. However, the British view employee participation and democracy style in meetings as a humanistic and fair way. Hence, when the British try to persuade the leaders of Cameroon but their behaviors are viewed as an offend to the leaders, the British may face the frustration and loose the confidence of the cooperation. 

In addition, in Cameroon, women face discrimination due to they are viewed as the weak ones who do not have the capability of making important organizational decisions (World Trade Press, 1993). However, in the UK the gender equality and even feminism have been popular for many years, which is deep rooted in the culture of the UK. Hence, if the British side assigns women to negotiate with their Cameroon partners, conflicts may be generated especially from the resistance of the male Cameroon people. Besides, the young male leaders may face the resistance of the elder subordinates because Cameroon people respect elderly people and think they are smarter than young people. However, as a country of low power distance, the British think that everyone is equal no mater how old this one is. Hence, the British may feel it is unfair and undemocratic to treat people of different genders and ages differently, especially when the younger ones need to listen to the elderly and women need to listen to men. Such a culture in Cameroon may make the British feel very uncomfortable and they will doubt the quality of the cooperation as well due to people loose the freedom of speech. 

Thirdly, in Cameroon, people pay high attention to the financial and position incentive because both of these two issues are very important for Cameroon people (Santanera, 2016). In Cameroon, people focus on one's social position instead of one's capability or financial income although the latter also is enhanced according to the increased social position. However, to the British, it is irrational to promote the positions of people as the incentive when there are other more practical ways. 

Fourthly, corruption and the bureaucracy management is normal in the commercial environment of Cameroon, so does the slow decision-making process and the bureaucratic style, which poses both the challenges to the UK enterprises to do business in Cameroon. Corruption is a normal phenomenon and the main character of the state, non-regular economy and enterprises in Cameroon. In Cameroon, many enterprises are willing to conduct bribery than to pay the tax. Such immoral behaviors are the mutual features of many developing countries, including bribe, dishonesty, and unfair behaviors. These features harm the image of Cameroon, and the unfair behaviors hurt the credibility of the enterprises and pose threats to the potential investors (Lang, 2014). However, in the UK corruption is not allowed and even breaks the law. Moreover, as an old industry country, the UK views bureaucracy as a thing which hinders the development of enterprises and societies. Hence, the UK may feel it is very difficult to let the Cameroon people to step on their moral, legal and systematic bottom lines via corruption and bureaucracy management.

2.1.3 Individualism versus Collectivism
Cameroon mainly belongs to collectivism while the UK belongs to individualism. The feature of the collectivism of Cameroon mainly is caused by the impact of race, religion, and family. 

Firstly, Cameroon people view themselves as the people of society, and their demands are satisfied as a group instead of individuals. For organization and community, the attitude of Cameroon people towards them is different. If the organizations are located in the communities in which the Cameroon people have a deep attachment, then they are more loyal to their employers (Basco, 2003). However, if the relation between the company and the employees are not close, then they will view the work as just a tool for making a living. Hence, the collectivism of Cameroon only lies in the long-term promise of them towards the group they belong to. Their image is defined as “us” instead of “I”. The individuals of Cameroon can sacrifice their personal needs for the interest of the group they belong to. While the UK appreciates the personal ambition in work place instead of the listening to what the group wants only. Hence, the British may feel confused about the “us” term in Cameroon and cannot motivate themselves or their Cameroon partners and employees. 

Moreover, there is an imbalanced phenomenon of social value and organization value concept in Cameroon, which leads to the pressure transference towards individualism and collectivism. To a certain extent, there is the coexistence of individualism and collectivism in Cameroon. Although there is the individualism elements in Cameroon such as most people work purely for the sake of economy, collectivism is stronger in the community instead of inside the organizations (Azevedo, Prater & Lantum, 1991). The focus on job position can leave a deep image to the people outside of the organization. Moreover, strong punishment exists in a wider spectrum of the community. People in Cameroon have a strong sense of group or reputation because the cognition often comes from the external side of the organization instead of the internal side. However, the UK respect individualism and team spirit which is just the opposite to the Cameroon people. Hence, such totally opposite value concepts between the UK and the Cameroon will cause a lot of conflicts and misunderstandings between these two sides. 

Secondly, there are the negative impacts caused by the collectivism of the Cameroon people. For example, the collectivist culture of Cameroon may impact the rules of the organizations. Cameroon employees may argue for their colleagues instead of following the rules of the organization because there is a very close relationship between the team members (Sulem & Brummett, 2006). They are more tend to lie to protect the work of their colleagues which are viewed as the member of their communities. In this way, fairness may be broken. Especially in the globalization situation, the global standards and principles which are followed strictly by the UK may face a huge challenge from the side of Cameroon. The UK respects rules and fairness and view them as the order of modern enterprises. Hence, in this aspect, the value concept of these two countries are totally different and can lead to the impossible cooperation between the two sides. 

Besides, unlike in the UK where individualism occupies the most part in social life but team spirit plays an important function in organizations, in Cameroon collectivism occupies the guiding position in society while individualism plays a guiding position in the workplace. Comparing with the culture of the UK, Cameroon people spend a longer time greeting the family members of others, which may be viewed as an invasion of one's personal life and a wast of time. However, in Cameroon, such an interaction is important. Moreover, the perception of the Cameroon people may form a barrier to the cooperation between the UK side and Cameroon. For example, in Cameroon, as a boss, being late on work is viewed as the symbol of power. However, in the UK, respecting the rules and orders of the organizations is a basic principle for a successful enterprise. Hence, the UK side may get offended towards such problems of the time and view the Cameroon side as lacking of respect and sincerity.

3. Conclusion
From the above analysis, it can be identified that the cultural differences of Cameroon are impacting the cooperation of Cameroon with the UK side, and the UK side should be cautious of the negative impact the cultural difference of Cameroon as well as take the benefits via following the cultural preference of Cameroon. The leaders of the UK side must remember the complexity of the cultures of Cameroon and its impact on the motivation of every Cameroon people. The British people need to sign detailed legal agreements with Cameroon's partners to use traditional concepts and rules to avoid change and innovation. Besides, the British need to be cautious about Cameroon's unprofessional attitude and try to maintain good relations with the leaders of Cameroon's organizations. Britons should also use high salaries and money as a tool to motivate Cameroonian partners and employees. Secondly, the UK needs to prove to Cameroon that they are respected and rewarded as a group. In addition, more incentives should be taken from outside rather than inside the organization.
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