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With the rapid development of globalization, international business communication has become a key driving force for corporate business growth and overseas expansion. Effective communication is not only the translation of language, but also involves the understanding of cultural cognition, social values and business behavior (Silveira,2013). When enterprises enter markets with significant cultural differences and expand overseas markets, they often face the challenges brought by cultural differences. If not handled properly, it will affect the business objectives of the enterprise and lead to misunderstandings with partners (Griffith,2002).
As a representative of a highly constrained and hierarchical cultural system, Japan is often characterized as significantly different from the lowly constrained and individualistic British culture. This article will use the Gibbs reflection cycle model to analyze the challenges that British multinational companies may encounter when carrying out business communication in Japan. As a reflective article, I will simulate the scene from a first-person perspective and analyze the obstacles and problems in communication.
Main body
In order to better analyze the communication process, this paper adopts the Gibbs reflection cycle model as the core analysis framework. The model was proposed by Graham Gibbs in 1988 and includes six stages: description, feeling, evaluation, analysis, conclusion and action plan (Gibbs,1988). Description refers to an objective description of what happened. Feelings refer to the thoughts and feelings of "I" or the other party at the time of the event. Analysis is also the core of the model, which explores the causes of the event (Adeani et al.,2020) (Sibson ,2008). I will use the six stages to analyze the following situations and lay the foundation for follow-up strategies and suggestions. 

Description1: I am a sales manager, representing a British company to Japan for the first meeting with the dealer. According to the communication habits of the British, I will take the initiative to greet the other representative and quickly get to the point. I will clearly explain the product advantages, prices and expected benefits of cooperation. But I noticed that when I talked about the product, most Japanese representatives just nodded politely or responded vaguely, such as "We will consider it" or "This proposal is very interesting, please allow us to discuss it further", and sometimes keep silent. I had expected that this meeting would have a clear follow-up step, but the result was not as expected. At the end of the meeting, the two sides did not discuss whether to cooperate.
Feeling1: After the meeting, I felt very depressed and confused. The Japanese representative has always been polite, which makes me unable to confirm whether they are satisfied with my plan. I'm not sure if they are still willing to cooperate, and I don't know how the follow-up plan should be implemented.
Evaluation1: This meeting will have a negative impact on the cooperation process. The Japanese attitude will lead to the British inability to clarify the implementation rules of the next phase of the plan, thus increasing the uncertainty of cooperation. But at the same time, the British side also noticed the ambiguity in the Japanese representative's response, which made it aware of the cultural differences between the two sides and had a preliminary understanding of the cross-cultural concept. This will prompt the British side to pay more attention to the meaning and expression of the other party in the subsequent communication, so as to adjust its own communication style.
Analysis1: This dilemma stems from the difference between high- context culture and low- context culture. Japan is a typical high-contesting culture. A large amount of information is contained in context and non-verbal hints, such as nod or tone (Croucher et al.,2012). In Japanese business culture, silence represents reflection and respect, which is an expression of caution, not embarrassment or opposition. Britain is a low-context culture, which relies on clear and direct language to convey information. As a representative of the British side, I am eager to get direct feedback, but the Japanese side's response is vague, often conveying information through obscure verbal and non-verbal clues. (Dozier et al.,1998)

Description2: During the cooperation, the British side found that there was a problem with the product specifications and needed to be adjusted to meet the needs of the local market. I think it's just a small technical problem. This problem was raised by our engineers and should be solved by Japanese engineers. I adhere to the British concept of focusing on efficiency and believe that engineers on both sides should communicate directly to solve this problem. Therefore, I put forward my ideas to the Japanese representative. The Japanese representative was silent for a moment after listening to my advice, and then replied with a polite smile: "Thank you very much for considering efficiency, but please send me the details of the product and the questions that need to be modified. I will communicate with the engineer to confirm. This is our established process. I think this will slow down the progress of the product, but the other party still insists that any decision must be communicated through him.
Feeling2: I'm confused about this way of communication. In British culture, engineers on both sides can communicate directly and solve problems quickly, which is the embodiment of efficiency. But in Japan, my behavior was "obstructed", and I couldn't help but wonder whether this was a manifestation of the other party's distrust of us. If it takes a lot of time to solve such a small problem, will the process be more cumbersome when we encounter more important decisions in the future? This also made me realize whether my behavior is impolite in Japanese culture.
Evaluation2: As far as the British side's behavior is concerned, this is actually a good start. They put efficiency first and aim to speed up the progress of the project. However, the Japanese side insists on solving problems and communicating through levels, which will undoubtedly prolong the progress of the project. From the negative impact, this difference in communication methods will lead to sceptic and distrust of each other's professional ability, which is not conducive to the establishment of a stable cooperative relationship.
Analysis2: Looking back on my behavior, I directly intervened in the communication between Japanese representatives and their engineers, which touched the hierarchy in Japanese culture (Haynes and Hickel,2016). Japanese enterprises follow a strict relationship between superiors and subordinates, and all decisions and communication must follow the relationship between superiors and subordinates. Hierarchy is not only the framework of organization, but also the embodiment of order and respect. My behavior is not only a communication mistake under cultural differences, but also a major challenge in international business communication (Dujarric,2024).

Description3: After the project report, as a British representative, I adhered to the habit of efficient improvement and took the initiative to seek feedback from Japanese partners in order to further improve the quality of the project. I asked the Japanese team, "Can you please make some frank criticisms and suggestions? We would like to hear specific suggestions for improvement. However, the Japanese reaction was beyond my expectation. First of all, the Japanese representatives expressed their appreciation and gratitude, and other members also gave positive comments. When I asked what specific aspects could be improved, the Japanese representative euphemistically said, "We think this plan is perfect for your company, but in order to better adapt to the actual situation of our company, we still need to make some internal adjustments."
Feeling3: I'm confused about this. In the British business environment, the ability to make direct critical suggestions is an important driving force to promote the project process. But I can't understand the attitude of the Japanese side. I doubt whether they have not carefully reviewed our plan, or they have not expressed their opinions directly out of politeness, which will also make us miss the opportunity for improvement.
Evaluation3: Japan's euphemistic feedback method prevents the British side from obtaining accurate feedback, which will lead to the British's inability to clarify the direction of project improvement, and will also make the Japanese side's attitude misunderstand. It can be seen that the British side actively seeks feedback, reflecting its task-oriented professionalism, but ignoring the impact of cultural differences on feedback.
Analysis3: This situation reflects the conflict between collectivist culture and individualist culture. Britain is a country with an individualistic culture, and constructive criticism and suggestions usually target the work tools themselves in order to achieve better results. Japan is a collectivist cultural country (Bhawuk,2017). Direct and open criticism of suggestions will make the other party "disgrace" and more likely to destroy the harmony of the team or cooperative relationship. Therefore, they are more inclined to use indirect communication or euphemism to hint at problems, which is also a kind of protective behavior (Franklin,2017).

The following strategies are critically evaluated as part of the evaluation phase of Gibbs’ reflective cycle. Before cooperating with Japan, British team members should receive basic training on Japanese business culture and language, focusing on honorifics and some Japanese cultural etiquette. At the beginning and critical stage of the negotiation, hiring professional translators who are proficient in the cultures of both sides can not only carry out language conversion, but also better interpret non-verbal hints in Japanese. Before the formal talks with Japan, a simulated drill will be conducted, and professional guidance will help the British side ask questions, make suggestions and seek feedback.
Starting from the root, this strategy aims to help the British better adapt to Japanese culture, reduce offence, leave a good first impression on the Japanese, and show the sincerity of the British. However, cultural adaptation requires a lot of time and long-term persistence, and the training effect varies from person to person. In stressful practical business meetings, British employees may unconsciously return to low-key communication habits. 

Clarify and respect the hierarchical structure of Japanese culture, and take the initiative to extend the project cycle to promote the internal communication of the Japanese side from top to bottom. During the meeting, we no longer solicit criticism, but use anonymous feedback forms to collect suggestions, or to collect opinions from the other party by introducing cultural consultants.
This strategy actively adjusts the British system to adapt to the Japanese cultural system, and also helps Japan to better make internal collective decision-making. By collecting suggestions in a way that does not embarrass the other party, it is more likely to obtain true information. But at the same time, efficiency is crucial to the UK, which is bound to prolong decision-making time and only applies to projects that do not require quick approval. 

After all the meetings, the British representative needs to record the minutes of the meeting in detail. The wording should be euphemistic and positive, clearly pointing out the agreed action goals and unresolved issues. This move can not only satisfy the Japanese side's attention to written records, but also provide clear communication for the British side in an unclear context, so as to avoid the ambiguity caused by the Japanese side's ambiguous tone. Complex proposals or technical specifications should be sent to Japan in the form of pictures or PPT in advance, so that Japan can digest information and conduct collective discussion in an informal environment, so as to reduce the pressure of on-site feedback.
This move will improve efficiency. The written process can not only provide clear communication for the British side in the context of unclear context, but also leave time for the Japanese side to think, effectively alleviating communication friction. But over-reliance on communication skills can also lead to alienation of interpersonal relationships. In social situations, words are sometimes difficult to replace interpersonal communication. 
[bookmark: _Toc215790912]Conclusion
This article uses the Gibbs reflection cycle model to analyze the challenges faced by British enterprises in business communication with Japanese enterprises. These cases show that the obstacles to cross-cultural communication are not only language barriers, but also influenced by cultural differences, information transmission methods and decision-making logic. 
Through the reflection on the above three possible situational challenges and the evaluation of the three strategies, I learned that in Japan, a culture that highly focusses on communication, information is usually presented in the form of context or non-verbal hints. Euphemism is not a refusal, but an expression of respect. Secondly, I also realize that in British culture, cross-level communication is an efficient way of expression, but in a country with a strict hierarchy like Japan, this practice is considered disrespectful. When conducting transnational cooperation, we should understand and respect the communication styles and cultural differences of our partners in advance. In a collectivist country like Japan, their affirmative answers when feedback projects are not perfunctory, but a protective measure to maintain relations. These thoughts made me realize that no strategy can completely solve all the challenges that may be encountered in business cooperation with a highly contextual, hierarchical and collectivist country like Japan. In future transnational cooperation, the British side needs to better understand the cultural background of its partners. Instead of relying on a certain strategy, it is better to use a variety of strategies flexibly to decide what action to take according to the specific situation, the stage of the relationship and the main purpose of communication.
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First of all, the British side should implement "scenario-based" training. The focus of training should shift from theoretical knowledge to specific business scenario simulation. For example, you can simulate negotiating with Japanese companies for employees to experience. The core is to let employees not only understand what a high-restraint culture is, but also to let them know how to deal with it. Teach them how to adjust the way of asking questions in awkward situations, or how to distil true ideas from the ambiguous tone of the other party. This behavior is a prerequisite for building trust and avoiding mistakes.
Secondly, enterprises should work with Japanese partners to formulate a set of communication guidelines to distinguish between "formal communication" and "informal communication". Which matters need to be solved through formal communication, and which matters can be solved through informal communication. For example, the negotiation of contract terms and the change of the product plan need to be completed through a formal meeting. But if you just want to ask about the feasibility of a new idea, you can easily solve it through an informal dinner or tea tasting. This can not only save some face for the other party, but also hear more real feedback.
Third, cultivate the habit of organizational reflection. At each stage of project completion, the team should conduct a structured review and draw experience from the details of communication and cooperation with the other party. For example, how were the problems encountered in the last cooperation finally solved? What is the root of the problem? Through reflection on each stage, the team can better learn how to communicate and negotiate with the Japanese side.
These three suggestions should be gradually implemented in terms of what individuals should do, how the company should do it, and how the company should accumulate experience. In this way, when we carry out transnational cooperation, we will not regard cultural differences as a burden, but as a bridge for business communication.
