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1. Introduction
This essay looks at how Tesco plc, a major store in the UK, and Aeon Co., Ltd., one of Japan's biggest retail companies, work together to see how different ways of communicating between teams in the UK and Japan could cause misunderstandings and inefficient operations. Effective cross-cultural communication is now an important part of running a successful business, especially as companies grow into culturally diverse markets like Asia. This is because multinational companies are forming partnerships with companies in other countries more. 
The relationship between the two companies shows why understanding different cultures is essential when leading global teams (Deresky, 2017). People from different countries grow up with their own values, norms, and expectations, which influence how they speak, behave, and make decisions in business. Communication becomes even harder because it depends on how messages are perceived and interpreted. As Hall (1976) explains, cultural differences often create “noise” that changes the meaning of a message and makes communication less effective. This is why leaders must be aware of cultural differences to avoid misunderstandings and work more smoothly across borders.
Differences in communication style, hierarchy, and situational awareness between the UK and Japan can easily lead to misunderstandings if they are not managed effectively. To explore these challenges, this discussion applies two key cultural frameworks: Hofstede’s cultural dimensions, which explain variations in power distance, individualism, and uncertainty avoidance, and Hall’s high‑ and low‑context theory, which highlights how much meaning is communicated through context rather than words. Using these theories helps identify why communication problems may occur between Tesco and Aeon and suggests practical ways to improve collaboration across their global teams (Hofstede, 2011; Hall, 1976).

2. The background of Tesco Plc and Aeon Ltd. 
The partnership between Tesco plc and Aeon Co., Ltd. shows how Western and Eastern business environments are very different, especially when it comes to how people communicate, how organisations work, and how decisions are made. In the UK, where Tesco is based, there is a low power distance and a high level of individualism. Communication is clear, direct, and task-oriented, and workers are encouraged to say what they think in a constructive way (Hofstede, 2001). This approach promotes clarity and efficiency, which are very important in retail settings where things move quickly. 
In contrast, Aeon Co., Ltd. works in the Japanese culture, which is marked by collectivism, a greater power distance, and a strong focus on harmony, less competition and long-term relationships. This means that communication is often indirect, implicit, and heavily dependent on understanding the context (Meyer, 2014). Japanese organisations often make decisions by consensus, and workers are expected to follow the hierarchy and not speak out against it. This is in line with larger societal values like social harmony and group cohesion (Nakane, 1970). When Tesco and Aeon work together on projects, they may have different ideas about how to communicate, which could lead to delays, misunderstandings, and even conflict if they are not handled well. 


3. Theoretical frameworks
Hofstede’s cultural dimensions are a useful way to understand communication differences between the UK and Japan, especially in areas such as individualism, power distance, and uncertainty avoidance (Hofstede, 2011). Furthermore, in the UK, individualism is high, which means that people communicate in a way that values personal expression, autonomy, and directness. In Japan, on the other hand, collectivism is high, which means that people communicate in a way that values group unity and indirect expression. Additionally, Japan's higher level of uncertainty avoidance shows a preference for structured communication, thorough preparation, and minimising risk, while the UK's approach is more pragmatic and open to change. 
Hall's (1976) high-context and low-context communication theory goes into more detail about these differences, and he argue that the UK is a low-context culture, where messages are sent directly through words, and Japan is a high-context culture, where meaning is hidden in relationships, body language, and mutual understanding. This difference is very important for understanding why Japanese professionals may use tone, quiet, and other nonverbal cues, while UK professionals prefer to talk directly and directly. 
The GLOBE study builds on these cultural theories by showing that communication and leadership styles differ widely across societies. It highlights that behaviours viewed as positive or effective in one culture may be interpreted negatively in another (House et al., 2004). Applying these ideas helps explain why employees at Tesco and Aeon may understand and respond to communication in different ways, based on their cultural expectations and norms.

4. Communication and differences between UK and Japan 
Differences in communication transparency are a major source of misunderstanding between Aeon and Tesco. Japanese professionals often rely on indirect language and subtle cues to maintain harmony and avoid open conflict, which is typical of high‑context cultures (Hall, 1976; Gudykunst & Nishida, 1994). In contrast, British professionals tend to communicate more directly and explicitly, reflecting the low‑context norms of the UK (Lewis, 2006). These contrasting styles can easily lead to misinterpretation. For example, Aeon employees may express disagreement through silence or vague responses, while Tesco managers—accustomed to direct feedback—may interpret this as agreement. As Meyer (2014) notes, when indirect communication is read through a direct cultural lens, it often results in confusion and poor decision‑making.
The nonverbal communication is far more important in Japanese corporate culture, where facial expressions, pauses, and tone of voice transmit meaning, whereas communication in the United Kingdom is mainly reliant on verbal content. Furthermore, this mismatch can lead to confusion, especially in virtual communication situations where nonverbal indicators are limited. In addition, Japanese professionals place a larger focus on listening and reflection, whereas UK professionals stress active debate and speedy response, which might lead to divergent expectations for meeting dynamics and decision speed (Hall, 1976). 
Another significant distinction is the role of hierarchy in decision‑making, as cultures vary in how authority, status, and leadership influence workplace behaviour and communication (Hampden‑Turner & Trompenaars, 1997). Tesco operates in a relatively egalitarian structure in which employees are encouraged to contribute ideas, whereas Aeon takes a more hierarchical and consensus-based approach in which decisions are made collectively and require approval from multiple levels. While this method improves long-term alignment and decreases risk, it may hinder communication and upset UK managers who want speedier decision-making processes (Nakane, 1970). 

5. Causes of Miscommunication
Miscommunication between Tesco and Aeon teams is typically caused by cultural noise, which occurs when people interpret messages based on their own cultural assumptions rather than the sender's intended meaning (Deresky, 2017). For example, UK managers may see Japanese indirectness as a lack of confidence or transparency, whilst Japanese staff may consider UK directness as confrontational or disrespectful, resulting in decreased trust and collaboration.
Language differences also add to communication hurdles, even when English is the primary business language, because cultural nuances, tone, and inferred meanings may not be fully grasped as Hall (1967) argue. Furthermore, differences in views regarding silence can lead to misconceptions, as silence is frequently employed in Japan as a sign of reflection and respect, whilst in the UK it may be seen as disengagement or a lack of input. Also, stereotyping and ethnocentrism may make communication less clear by making individuals judge others based on their own cultural standards instead of attempting to see things from other people's points of view. As Northouse (2007) states, different teams that do not understand much about other cultures can misunderstand each other's actions and work together in ways that cannot be helpful. 

6.Communication Barriers in Tesco–Aeon Collaboration
Language, perception, organisational structure, and cultural norms all create barriers that can make communication between Tesco plc and Aeon Co., Ltd. challenging. If these barriers are not managed, they can distort meaning and weaken trust, efficiency, and collaboration across teams (Deresky, 2017).
One major issue is language and semantic differences. Even when English is used as the shared business language, cultural background, tone, and context can influence how messages are understood. For example, Japanese employees at Aeon may use subtle or polite expressions that signal respect rather than agreement. However, Tesco managers may interpret these responses as a clear “yes,” which can lead to incorrect assumptions and poor decisions. Hall (1976) explains that high‑context cultures, such as Japan, rely heavily on indirect communication and shared understanding, increasing the risk of misinterpretation when interacting with low‑context cultures like the UK.
Cultural perception and ethnocentrism create significant challenges in cross‑cultural communication, as individuals tend to interpret messages through the lens of their own cultural norms and beliefs rather than those of others (Northouse, 2007). For example, Tesco managers may view Japanese communication as unclear or overly indirect, while Aeon employees may perceive British communication as too direct or impolite. These contrasting interpretations can lead to conflict, reduced cooperation, and a breakdown in mutual respect. Ethnocentrism—where individuals assume that their own cultural approach is superior—can intensify these misunderstandings and further hinder effective collaboration.
A further issue in Japanese culture is the significance of non‑verbal communication, as gestures, silence, facial expressions, and contextual cues often carry more meaning than spoken words (Burgoon, Guerrero & Floyd, 2016). Additionally, silence, facial expressions, and body language are all important. Japanese professionals use silence to think and show respect, but UK professionals could interpret it as not being involved or not understanding. This misunderstanding can make meetings and agreements less clear, especially when people are talking to each other online and can't see each other's body language as Meyer (2014) argue.
Aeon's structure is based on hierarchy and consensus, whereas Tesco's is flat and decentralised. This makes communication harder since there are organisational and hierarchical boundaries. Even though Aeon has a lot of red tape and slow information sharing, Tesco's management wants quick answers and solutions. This difference could make things that need to be done quickly frustrating, slow, and make it seem like they aren't working (Hofstede, 2001). 
UK organisations generally place strong emphasis on deadlines, schedules, and rapid task completion, whereas Japanese organisations prioritise long‑term outcomes and careful, collective decision‑making. This contrast creates another significant communication challenge. Tesco managers may perceive Aeon’s decision‑making process as slow or overly cautious, while Aeon employees may view Tesco’s approach as rushed and insufficiently considered. As Hall (1976) notes, cultures differ in their orientation toward time and pace, which can lead to frustration and misunderstandings when teams with contrasting expectations work together.
Lastly, technology and communication channels can also create barriers, particularly for international teams that depend heavily on email and video conferencing. While these tools enable rapid information exchange, they often limit opportunities to interpret tone, emotion, and non‑verbal cues—elements that are especially important in high‑context cultures such as Japan. As a result, excessive reliance on digital communication may reduce mutual understanding and hinder effective collaboration between Tesco and Aeon teams, as key contextual signals can be lost or misunderstood (Daft and Lengel, 1986).

7.Critical Evaluation
Although cultural frameworks such as those proposed by Hofstede and Hall offer valuable insights into communication differences, they have been criticised for oversimplifying culture and assuming uniformity within national groups. In practice, individual behaviour is shaped not only by national culture but also by organisational culture, personal experience, and global exposure. As a result, employees at Tesco and Aeon will not necessarily conform to cultural stereotypes or behave in predictable ways (McSweeney, 2002).
In addition, the increasing reliance on digital communication technologies has transformed how organisations interact. These tools often reduce the visibility of non‑verbal cues and contextual signals, requiring new communication strategies that operate across traditional cultural boundaries. For instance, virtual meetings may limit the effectiveness of high‑context communication, prompting Japanese professionals to adopt more explicit communication styles, while UK professionals may need to develop greater sensitivity to indirect cues.
Given these complexities, managers should avoid relying solely on generalised cultural models. Instead, they should adopt a flexible and adaptive approach that considers both cultural and situational factors when facilitating communication and collaboration.
 
8. Recommendations
To strengthen communication between Tesco and Aeon, both organisations should prioritise the development of cultural intelligence, enabling employees to understand, adapt to, and work effectively across different cultural environments (Earley and Ang, 2003). Managers should benefit from adopting a hybrid communication style that combines clarity with cultural sensitivity, ensuring messages remain explicit while still respecting norms of politeness, hierarchy, and indirect expression common in Japanese business settings. Implementing structured cross‑cultural training programmes can further raise awareness of communication differences and reduce the likelihood of misinterpretation.
In addition, establishing clear communication protocols—such as agreed meeting formats, decision‑making procedures, and feedback expectations—can help create shared understanding across teams. Using multiple communication channels, including written summaries, visual aids, and follow‑up discussions, can also enhance clarity and reduce ambiguity. Because trust and long‑term relationship‑building are central to Japanese organisational culture, Tesco managers should invest time in regular engagement and informal interactions to strengthen collaboration with Aeon colleagues.
To support more effective collaboration, organisations may also introduce cultural liaison roles or bilingual coordinators who can bridge communication gaps and facilitate smoother exchanges. Finally, leaders must adopt a global mindset that values openness, adaptability, and strong interpersonal skills, enabling them to navigate cultural complexity and manage diverse teams more effectively (House et al., 2004).


9. Conclusion
The communication challenges between Tesco and Aeon highlight the complexity of cross‑cultural collaboration and the importance of understanding how cultural values shape organisational behaviour. Differences in communication style, hierarchy, decision‑making, and time orientation create significant barriers that can lead to misunderstanding, reduced efficiency, and weakened trust if not carefully managed. The analysis shows that UK communication tends to be direct, task‑focused, and individualistic, while Japanese communication relies more on context, non‑verbal cues, and collective harmony. These contrasting expectations influence how messages are interpreted, how decisions are made, and how relationships are formed across the two organisations.
To collaborate effectively, Tesco and Aeon must adopt flexible, culturally informed communication strategies that promote clarity, sensitivity, and mutual respect. Developing cultural intelligence, strengthening trust, and implementing structured communication practices will enable both organisations to navigate cultural differences more effectively and build stronger, more productive international partnerships.
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