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Introduction
	Communications form the core of most global business operations. Communications from the basis on which businesses and companies are created, managed, controlled, and dissolved, playing a major role in knowledge exchange, development and maintenance of relationships, deals negotiation, and establishing and maintaining partnerships. Successful communication is increasingly recognized as a key factor in the operation of international organizations at the organizational, group, and interpersonal levels (Bstieler and Hemmert, 2008). Growing levels and forms of business globalization, global virtual teams, global mobility, and new technologies of global communication cumulatively need enhanced attention and understanding of both communication procedures and their implications for firms or companies (Szkudlarek et al., 2020). The current essay evaluates the challenges and sensitivities of doing business with Latvia from a British perspective.
Intercultural Communication: Definition and Importance
	As defined by Spencer Oatey et al. (2012), intercultural communication encompasses exchanging of information across diverse cultural and social groups, including people with different social, ethnic, religious, and educational backgrounds. Its purpose is to enhance understanding of culturally mediated communication phenomena by seeking to appreciate how individuals from different cultures communicate, act, and view the world around them. How people transact business is largely impacted by culture, thus cultural implications are important for businesses that need to succeed in an international environment. According to Metwalli and Targowski (2003), the millennium is a period that international firms are increasingly focusing on the critical value of cross-cultural communication procedure, productivity, proficiency, and business transaction costs. With the emergence of Multinational Corporations (MNC) and global enterprises in the current business environment, intercultural communication issues mostly impact the business sector as it is hard to transact business without cross-culture communication. Multinationals work with employees with diverse cultural beliefs; thus the needs of employees cannot be met by creating a uniform organizational policy. Yet, communication is the lone way to manage and run an organization in a structured manner, intercultural communication stands as the major constrain to such consistency among diverse units or business locations of multinationals. The absence of intercultural sensitivity in doing business can offend a potential or existing customer, isolate workers who work in other locations across the world, and negatively impact the bottom line of a firm. To have successful communication across cultures, businesses need knowledge and understanding of cultural factors including attitudes, values, behavior, and beliefs. Effective communication across cultures in the global economy avails pragmatic tools important in defining a communication strategy, training representatives, and carrying out business talks to achieve business success. Warren (2017) argues that the communication gap in the multicultural business setting can result in business failure.
Cultural Differences and Challenges
	Organizational conflicts are mainly a result of cultural differences. Communication error is one of the major reasons that cause organizational conflicts for multinational corporations (MNC) (Ramirez Marin, Olekalns and Adair, 2019; O'Dowd, 2018). Within the organization, team members often find it difficult to communicate with each other due to differences in language and cultural practices. According to Atay and González (2018), while various cultures mainly use verbal communication, in others, non-verbal communication is emphasized. Thus, it results in a communication gap between individuals from diverse cultures. Usually, most MNCs tend to employ their workers from the destination country where the organization will transact its operation from. This is mainly because local employees are perceived to be more capable of predicting market conditions and identifying potential customers, an important aspect of business growth. Yet, conflict arises as a result of the organization’s inability to appreciate local employees’ cultural values and come up with policies that are largely predisposed by the culture of the home country. In many instances, firms may be unsuccessful in creating communication with new workers due to a variety of reasons including language barrier, differences in both values, and customs. Fundamentally, the intercultural challenge is a result of venturing into the global context without taking into account the culture.
	According to Turner, Fiske, and Hodge (2016), culture is mainly what individuals see and how they understand what they see. Business organizations must identify and evaluate six important patterns of cultural differences before setting up operations in a different location with a different culture. These include differences in communication style, conflicts and conflict management, the procedure for task completion, decision-making roles, expression of emotions, and approaches to knowing. These are closely correlated with challenges in intercultural communication. Differences in communication style are the variance in communication across cultures when people engage in communication with each other across cultures. The language used during communication is an important aspect of any communication. Every culture has specific words that are used in different ways. Neuliep (2017) posits that the importance of verbal and non-verbal communication is another key aspect of communication. While non-verbal communication is perceived as highly effective in any communication, some societies do not acknowledge the use of the non-verbal communication process (Joyce, 2012). The use of facial expressions and gestures during non-verbal communication together with assertiveness can result in cultural misinterpretation. 
For instance, the British people express their attitudes or opinions indirectly in this aspect, British cultural features describe direct communication and robust expression of opinion as inappropriate (Moon, Uskul and Weick, 2019; Beauregard, Basile and Thompson, 2018). British people are comparatively indirect communicators and powerfully tend to avoid creating conflict by captivating all the essential measures to remain respectful during a conversation (Ngai and Singh, 2017). This can generate a communication gap for example if Latvian expected that the manager to directly express opinions by pointing to a particular problem, resolution, or action. British communication involves creating indirect statements that vaguely pass the message without distressing the status quo, subsequent in people having to read between the lines since what is said may be most probably an underestimation of what was intended. For instance, “not bad” from a British speaker implies something is quite good. As a result, key corporate barriers can result from British representatives democratically pushing their views, which in the perspective of a Latvian partner may be assumed as a commendation or a direction indication decision (Feldberga and Griķe, 2015). The absence of information about the difference in communication results in a situation where co-operation may be perceived as challenging or even result in an unwanted result.
For organizations, conflict and conflict management are among the major challenges irrespective of size. However, people hold varied attitudes towards conflict across cultures. According to Abney et al. (2017), while conflict is considered as a positive aspect for organizations in some cultures, other cultures consider it destructive. Additionally, while some cultures encourage individuals to directly deal with conflicts, others may perceive such as demeaning and may recognize the exchange of written materials as the most appropriate approach for resolving conflicts (Gunkel, Schlaegel, and Taras, 2016). People from different cultures follow different procedures or mechanisms in completing a task (Miska et al., 2017). This is mainly attributable to such reasons as different processes of judging reward, varied resource use or availability of the same, differences in the idea, and various notions about the culture. For instance, during a group task, while some members may focus on generating ideas, some may focus on building team relationships while others may try to accomplish the task through individual effort and not collectively as a team.
The role that individuals play in the decision-making procedure varies across cultures. While in some cultures, individuals depend on upper authority through such a procedure and do not integrate their importance in the procedure, in other cultures, management encourages subordinates to take part in the process and express their opinion for consideration. According to Triandis (2018), organizations in the global culture encourage employees to participate in the decision-making procedures. Feldberga and Griķe (2015) established that executives in Latvia trust more in the negative concepts of D. McGregor. As such, an employee is perceived as not wanting to work but looking for a possible chance to get away from work. The theories of McGregor also vindicated using recognized power, restricted autonomy of juniors, simplified objectives like aggregating income, and use of a strong and central system of power control (McGregor, 1960). On the other hand, British people believe that employees work with the highest obligation and involvement to the firm, disregarding consequences as incentives. In this aspect, the employee chooses a democratic style of management when the management pursues creating conditions for shared goals and employee participation. Based on this, it can be concluded that management in Latvia are mostly utilizing a transactional style of management while British managers practice a transformational style of management. These two management styles mainly differ on the basis of the worker as a business source value (Feldberga and Griķe, 2015). In Latvia, mistakes especially from people in the top ranks such as directors and managers are negatively welcomed. This results in absence of belief in subordinates among workers and overutilization of power function among managers.
On the other hand, British managers trust their subordinates more and allow them to be independent in the organization and set work objectives. But Latvian managers are determined by both setting goals for their employees as well as organizing job rosters for them. Unlike managers in Latvia who keep an eye on and control their workers more (Feldberga and Griķe, 2015), British managers pursue a constructive approach that allows employees to utilize leaders as consulting expertise resulting in enhanced worker independence in the practice of greater gratification rates among their workers. Highly satisfied employees have been linked directly to the financial performance of a firm as satisfied employees contribute more to the firm. Latvian people prefer status instead of human abilities. They are individualists who conform to hierarchy.
Expressing emotion differs for everyone. While expression of emotion is not completely driven by culture, how individuals express their emotions is partly influenced by culture (Van Ijzendoorn and Sagi-Schwartz, 2008; Mesman et al., 2016). Some cultures do not support being frank about one's emotions, while other cultures may encourage such. The difference is established towards the discloser attitude across different cultures. Latvians can show compassion for the weakest and take care of other individuals. However, their representatives evade indeterminate circumstances as much as possible as a way of protecting themselves from insecure emotions. Several on-paper laws, policies, and creation descriptions are perceived as measures for insecurity prevention. Individuals strictly adhere to both the arrangement and practices as a nous of security. In this aspect, this can provide development potential for enterprises in case of necessity or deviation of target tradition from such beliefs. The generally accepted societal norms of good or bad performance are expected of everyone. Though British people like Latvians are also individualistic, they do not advocate for hierarchy and control as managers entrust their coworkers and subordinates and focus on the goals to be attained instead of control. While their work setting is highly caring and empathizing with an appreciation of the weakest, British representatives evade uncertain circumstances by planning their future in the long-term and do not take in any situations as a standard. When in an indeterminate state, they take on leadership and depend on their aptitudes. 
People across cultures apply different approaches to know about things and how to handle different challenges. While some cultures emphasize learning through cognitive means, others recognize the use of symbolic imaginary. British leaders though they have a strong attachment to their traditions and heritage, they also reflect on future challenges. In Britain, people are not prejudiced and there is no unreasonable demand placed on them, which allows them to attain greater results in fulfillment for both work and private life.



Hofstede’s Cultural Dimensions Concept	
	Hofstede’s concept describes how culture across nations varies along six dimensions; power distance index, individualism versus collectivism, masculinity or femininity, uncertainty avoidance, long-term orientation, and indulgence (Hofstede, 2011; Minkov, 2018). The power distance index (PDI) dimension is the degree to which people from a particular culture support uneven power distribution. While countries with large PDI do not allow subordinate participation in decision-making procedures, those with low PDI allow. Latvia has a PDI score of 44 on this dimension (Hofstede Insights, 2021). Individuals from individualistic cultures express care for themselves or their immediate family. Latvia’s score on this dimension is 70. Latvia is a feminine country with a score of 9, an implication that the social culture of the country is largely dominated by care for others and quality of life. Latvia's score for uncertainty avoidance is 63, implying maintained rigid codes of beliefs and behavior as well as intolerant of unorthodox behavior and ideas. The country has a high score of 69 for long-term orientation indicates that its culture is pragmatic. On the indulgence dimension, Latvia has a very low score of 13, implying a culture that is marked by restraint for desires and impulses based on their way of upbringing as they feel that indulging is wrong.
Conclusions and Recommendations
Recommendation 1: Develop an Intercultural Work Environment
	Intercultural communication challenges can be resolved by developing a work environment that cuts across cultures. British organizations venturing in Latvia can try to reduce intercultural communication concerns by forming multicultural teams and motivating employees to work in them. Though multicultural groups as established by some scholars can enhance conflict levels within a firm, when individuals get involved with others from different cultural values, it brings cultural understanding (Glinow et al., 2004). This is because individuals get the opportunity for one-on-one interaction which can resolve fundamental issues like the language barrier.
Recommendation 2: Provide Cultural Training
Globalization of business creates a pool of employees within an organization including employees from diverse social and cultural backgrounds. To ensure enhanced communication and interaction within this wide pool, organizations must come up with appropriate policies that enhance diversity acceptance by all employees. Such policies can be implemented by team leaders and managers who should take an active position to ensure smooth intercultural communication and interaction happen between employees from diverse cultural backgrounds. The leaders should also be tasked with encouraging team members to minimize their respective cultural and behavioral gaps and strive to achieve the shared business performance objectives. In making employees aware of ways to communicate with others from different cultures, organizations need to offer frequent training sessions to assist in acceptance to enhance intercultural communication among employees. Employees must be made aware through training of word selection and use so as not to hurt the culture and emotions of others. This results in proper communication and understanding between employees from varied cultures leading to reduced workplace confusion and willingness to corporate and solves problems as a team, hence the output is improved (O’Neil, 2008).
Conclusion
	This paper provides an in-depth understanding of intercultural communication challenges. It explores how various challenges impact multinationals' decision-making process, discussing different cultural aspects relevant to the international business communication process. It clearly shows that the communication process, conflict management, and decision-making cultural aspects of Latvia significantly differ from that of Britain. The paper also employs Hofstede’s concept to identify how Latvia’s culture impacts the decision-making procedure of its people.
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