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Introduction      
Interviewing for a professional job in London requires a presentation. Therefore, unless an individual is hired because of their network, how one presents themselves is essential. For example, the person must have a combination of education, work experience, interpersonal skills, networking, and motivation, all put together into a package. As a person of colour, a father, an immigrant, and a mature student living in the UK while navigating different employment opportunities and interacting with people from different cultures, I have encountered various stigmas and stereotypes associated with my reality. These stigmas and stereotypes are more likely to surface during the hiring process and in the workplace. During the interview process, recruiters likely use their cultural filters and biases to interpret people’s behaviour whom they have just met. At times, their biases are subjected to cross-cultural misunderstanding. 	 
My justification for conducting this case study is to illustrate that the hiring practices and most workplaces in London are likely not culturally inclusive. Hence, the objective is to identify, and bridge cultural barriers associated with workplace relationships because of cultural peculiarities. The report’s goal is to identify the central role culture has on British workplace relationships. The case study will critically evaluate the complexities culture has on workplace relationships in London. Also, provide suggestions and solutions on how recruiters and employers can encourage a culture of equality. Not to mention how they can create a culturally inclusive space where culturally different employees can be themselves and are encouraged to communicate without fear of being demoted or terminated. 
As a theoretical framework for understanding the impact culture has on workplace relationships, I will define the term culture. According to Alverson, M (2002) defines culture as the nature of a group of people who share socially learned values and believes (p.1). The author further states that culture is hedged in how people are conditioned to think, feel, and behave Alverson M (2002). There are differences in communication styles across cultures. Most importantly, the British culture considers the following practical communication skills: listening attentively, verbal skills, how the message is conveyed (the clarity of ideas), and non-verbal cues (Quintanilla and Wahl, 2017, p. 67). Moreover, within the British culture, this communication style is likely expected from individuals, especially during the job recruiting process and the workplace.  
Furthermore, the purpose of the job interview is so that the interviewer to see if the person applying for the job is a good fit for their organization (Hollandsworth et at., (1979); Powel, M., D., and Feiler, R., A. (2016). During the interview process, cultural difference is more likely to reveal itself through eye contact. For example, in western culture, eye contact is associated with information seeking and trustworthiness (Spacey, 2017). Therefore, during the interview process, if no eye contact is made, the interviewer may think the person is hiding something or is not interested in the corporation’s position. Or the candidate lacks self-confidence (Spacey, 2017). To illustrate further, an example of a verbal and nonverbal communication style difference is someone from Middle Eastern and British or western culture. The term nonverbal communication is defined as body language, visual, hand gestures, or signals (Villepastour, A., 2016, pp.1-40, and Cady, et al., 2015, pp 41-57). Or in other words, non-verbal communication is any communication that does not involve written or spoken words that creates meaning for an individual (Ivy & Wahl, 2014).
Also, verbal communication is defined as giving, sharing, or exchanging information, speaking, writing, or email, which is written letter languages (Scarnati,2001). British and the Middle eastern communication difference during the interview process; most British people use direct eye contact when having face-to-face conversations. While on the other hand, people from a Middle Eastern background (especially females) would look down when they have face to face interaction with someone from their culture or another culture (Uono, S. and Hietanen, J. K., 2015). Moreover, this communication style is done out of respect and relevant to the person’s culture because of traditional values and how they were socialized. 
Analyse of Identified Problem
To identify the impact culture has on communication during the interview process on the job. The case study demonstrates that culture and workplace culture do not exist in isolation; culture and workplace culture influence each other Alverson, M (2002). Moreover, the differences in communication styles across cultures during the interview and on the job must be considered. British culture considers the following practical communication skills: listening attentively, verbal skills, how the message is conveyed (the clarity of ideas), and non-verbal cues. These communication skills are likely expected in the British workplace. To identify the impact of culture has cultural communication differences during the interview process. In the workplace, as many theories suggest, individuals' ideas and values are influenced by their culture (Spacey, 2017; Ivy and Wahl, 2014). Or in other words, interviewers, interviewees, employees, and employers use their cultural communication filters to construct, send, and receive messages. For example, the communication filters process involves using verbal and nonverbal cues to receive, decode, and interpret messages (Ivy & Wahl, 2014)Hence, one's values, ideas, and the different dimensions of their individual and cultural are influenced by their culture filters. 
Therefore, these communication filters can influence people associated with eye behaviours—for example, facial expression, physical space, the idea of leadership, boss worker relationships. Also, work speed, body language, time, informal or formal conversation, and work incentives (Uono, S. and Hietanen, J. K., 2015)These mentioned cultural filters influence who recruiters and employers' decision-making process within those five minutes whom they recruiters believe are the right fit for their companies. During the interview process, one’s behaviour and facial expression are not limited to cross-cultural misunderstanding. For example, a person’s not making eye-contact is seldom seen as a person lacking confidence. Also, on the job, a person’s facial expression can be interpreted as the person being unapproachable or aggressive because of the communication filters used to analyses others’ facial behaviour in the workplace.
Range Possible Solutions: 
Therefore, possible solutions to minimizing problems associated with how culture impacts workplace relationships include the following:  employers can provide their recruitment team and their staff with professional development training tailored towards cultural communication style awareness at the interview and workplace. For example, the course will teach employers to be aware of their biases and to understand how their culture influences their attitudes, opinions, prejudices, and beliefs-whether directly and indirectly. Moreover, the training will teach recruiters and staff how to interact and communicate with different cultures. The cultural communication training will include practical workshops, which incorporate roleplay on different worldviews and provide staff with feedback. Also, to ensure continual improvement and understanding of cultural communication diversity and effectively apply these communication practices to their professional development. After completing the training, employers will engage in self-reflection to apply what they learn, encouraging continuous practice. Incorporating these strategies will likely make companies, managers, recruiters, staff, and colleagues more culturally aware.  
These possible solutions incorporate strategies so their staff to engage meaningful self-reflections that make them aware of their biases and how their preferences can influence what meaning behaviours are given and what someone thinks is okay. These workshops must also include resources tailored towards identifying and managing individual and cultural differences that may have a higher probability of playing out in the workplace. The intervention must indicate and provide culturally responsive solutions on how these cultural differences can play out, why these differences are more likely to surface in the workplace and how employees can comfortably address them these cultural difference without fear of losing their jobs or discrimination. 
Furthermore, when professionals have a better understanding of cultural differences, they will be better equipped to make decisions that will ensure their culturally diverse staff’s safety and well-being. Having a better understanding of cultural differences and being aware of one’s biases by engaging in analytical and critical reflection will more likely influence meaningful change that may foster cultural inclusivity in the workplace and communities (Alverson, M., 2002). 
Decision-making Evaluation Technique
Critical thinking and routine decision-making techniques will be used to evaluate the range of solutions. Critical thinking is defined as a process that involves setting guidelines and standards that enable someone with the necessary skill set to analyse, evaluate, and test beliefs (Maund, A et al. 2017). The term routine decision-making technique is used to address problems that are common and well defined. Routine decision-making incorporates rules, policies, and procedures to solve problems (Alharahsheh, 2020, personal communications). The range of solutions to minimizing issues associated with how culture impacts workplace communication and relationships. Therefore, it was determined that the recruitment team and staff would be given cultural communication training on identifying their cultural biases and cues that are associated with cross-cultural misunderstanding. The training will incorporate strategies to understand how culture influences individual attitudes, opinions, prejudices, and beliefs.
Moreover, training will teach recruiters and staff to identify and understand what is going on during the interview process and why certain behaviours are likely to happen during the interview process and on the job. The following solutions were deemed the most appropriate to address the problems associated with cross-cultural misunderstanding during the interview and on the job. 1. Provide their recruitment team and their staff with professional development training tailored towards cultural communication style awareness at the interview and in the workplace.
2. The cultural communication training will include practical workshops, which incorporate roleplay on different worldviews and provide staff with feedback. Also, managerial staff and employees must pass the course with a 90% accuracy across different work-related environments where the problems are more likely to occur.    
3. After the completion of the training, employers will engage in self-reflection to apply what they have learned, which will encourage continuous practising. 
Implementing Solution
A. The first step is to identify how things are currently done. For example, the common consensus within the British workplace during the interview process considers eye behaviours such as eye contact and neutral facial expression with a person being confident and showing interest and or the individual is unapproachable. 
B. Stage 2. Transition: cultural communication and diversity training. The curriculum includes lessons on awareness of one’s values, biases, beliefs, practices, prejudices, and diversity. The training will provide coaching for the recruitment team and staff with professional development training tailored towards cultural communication style awareness during the interview and in the workplace. The cultural communication training will include practical workshops, which incorporate roleplay on different worldviews and provide staff with feedback. Also, managerial staff and employees are required to pass the course with a 90% accuracy across different work-related environments where the problems are more likely to occur.    
C. Step 3. Reinforcements. After completing the training, employers will receive information in writing regarding the change and the importance of the change. The report will include the Equality Act 20210 to clarify that employers cannot discriminate during interviews or in the workplace. Discrimination is an action or a decision that negatively treats a person or a group for reasons such as race, age, or disability (Equality Act, 2010). Employers and employees will have opportunities for self-reflection to apply what they have learned, encouraging continuous practice on where the issues are more likely to occur and address any gaps in the service. 
Communicate the Plan to Stakeholders
Everyone employed in London or anyone who is self-employed and has to interact, work, or communicate with individuals from different cultures is likely to be affected by cultural misunderstanding during the interview process and on the job. The plan of change incorporates the ADKAR model. According to the ADKAR model of change management, the following must be considered when implementing change. The current situation, the transition, and the future situation (Hiatt., J 2006) the nature of the change is to prevent cultural misunderstanding and create a culturally inclusive working environment that fosters respect for diversity. After the training, and during the transitional phase, they will be barriers that will likely prevent the changes. Such as one's cultural assumptions, biases, beliefs, and values. Therefore, all the employees and managerial staff will be given practical opportunities within the environment to demonstrate that they understand, respect and value diversity. So what this means once every three months, any problem arising from developing the skills for communicating and interacting across cultures will be addressed and solved, which will include the supervisors and any person who requires further on the job training. To maintain and reinforce seamless transition, the newly implemented workplace practices that will likely promote cultural diversity, ongoing coaching sessions, emails, and reminder messages are posted in the workplace common areas. 
Solution Monitoring and Reviewing Techniques 

Feedback data will be collected every three months on any complaint and or suggestion to ensure successful implementation of the solutions. Data from those complaints and recommendations will be reviewed and used to decide the corrective techniques and reinforcements. Managerial staff and employees’ feedback will be used to improve the change based on the input from the administrative staff and employers; the quarterly meeting will be tailored accordingly to those reviews. The reviews will determine if the newly implemented changes are significant. Or if the problems keep persisting and what is the cause of those recurring issues, how they can be addressed and when to manage them. For example, on the job, the supervisor and or worker may interpret someone's facial expression as being unapproachable, and this complaint about the worker keeps recurring. Therefore, the supervisor and co-workers will be provided with individual and group training on self-reflection making them aware of their biases and understanding the meaning of positive attitudes towards cultural differences so there will be an ongoing opportunity for maintaining and mastering behavioural change. Which recommendations encourage respectful and good work relationships. Moreover, there is always resistance to change, but managers and staff will be encouraged to use the skill sets they learn from the training to respect and value diversity and culture. 
Conclusion
The analysis illustrates that stereotypes exist during the job recruitment process. There is no easy fix that can be utilized to eradicate stereotypes associated with cultural communication misunderstandings in the British workplace.  Moreover, the report demonstrates that the lack of recruiters and employers' understanding of cultural communication differences during the job interview process and in the workplace fosters cultural misunderstanding associated with generalization and discrimination (Alverson, M (2002). If more companies invest money into their staff's professional development as it relates to understanding cultural communication style differences are significant in working them out. Also, by dedicating time to understanding each other's differences, this may minimize workplace stereotypes and will likely create an inclusive workplace culture that benefits all employees regardless of their cultural heritage.
Moreover, although individuals are part of cultures, they have different views about their culture. Alternatively, they may not identify themselves the same. Thereby incorporating these strategies will probably recognize and bridge cultural barriers associated with workplace relationships because of cultural differences. 
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