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Introduction
The business communication is referred to the exchange of different information in and outside the company for achieving organisational goals (Iaia et al., 2023). Having effective communication can help in enhancing collaboration with decision-making and productivity in the firm. 
The essay will be focusing on the global expansion of the firm Morrisons in the Japanese markets of Asia. It is a supermarket chain of the United Kingdom established in 1899 and is working with its head-office in Bradford, England (Morrisons, 2025). It will be partnering with the company Ito-Yokado that is supermarket firm founded in 1920 and was reorganised in 2005 under the parent firm Seven & I Holding co. working with its headquarter in Tokyo, Japan (Itoyokado, 2025). The essay will be evaluating differences in communication styles in between teams of both regions by using Hofstede’s cultural dimension model. 
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Cultural differences are referred to the variations of values, beliefs, customs, behaviour and communication styles in between people from different cultural backgrounds (Yu et al., 2022). These differences mainly influence that how individuals can perceive the world by interacting with others and conducting business. Language, etiquettes, work ethics, social norms and decision-making process can vary across different cultures that can affect over personal and professional relationships. 
In business context, cultural differences mainly impact on negotiations, leadership style, teamwork and customer interactions. For example, some cultures may prioritise direct communication while others can rely on indirect or implicit messaging. Similarly, in hierarchal cultures, employees are expected to have clear authoritative structures whereas in egalitarian cultures, decision making can be more collaborative (Mayfield and Mayfield, 2022). 
Understanding and respecting the cultural differences are critical for global business success. All of these factors can help in avoiding the misunderstandings by fostering inclusivity and improving cross culture collaboration. By embracing the values of cultural diversity, companies can create more dynamic and innovative workplace by strengthening relationships with international partners, employees and customers.
The cultural differences significantly impact on the communication styles of the business settings. The selected regions of United Kingdom and Japan work with various types of cultural characteristics which are demonstrated as under. This will be done by making use of the Hofstede’s cultural model that work on the basis of various stages like power distance, individualism, masculinity, uncertainty avoidance, long-term orientation and indulgence. All these factors can affect by showing that how the business teams are interacting with each other to make decisions and resolving conflicts. Understanding these cultural variations is also termed to be important for improving the cross-cultural communication for further prevention of the misunderstandings in the working areas. Further, elaboration of the model is presented in the following elaboration of the essay. 
[image: ]
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(Source: Theculturefactor, 2025)
The power distance measures the extent to which the less powerful members of society are accepted and expect power to be distributed and equally. This score for United Kingdom is at the range of 35 and for Japan it is at 54 as highlighted in above image. It clearly highlights that Japan scores higher than the United Kingdom by indicating more hierarchical structure within their workplace. The low power distance score of United Kingdom highlights that the workplace is favouring more of the egalitarian approach. Under these, employees may feel comfortable in questioning authority and decision making is to be more decentralised. Open discussions and direct communication are also encouraged by fostering collaborative working environment in these areas (Guffey et al., 2021). 
In Japan (Region of Asia), hierarchy play one of the significant roles in shaping the communication. Employees typically work by respecting the authority and deferring on the senior members at times of making decisions. Communication tends to be more formal and employees may feel hesitant at time of opening with their superiors. Under these factors decisions often go through the multiple layers of approval before they are completely implemented. Under power distance index, a team member from United Kingdom of the company Morrison can expect open dialogue with the Japanese colleague of the company Ito-Yokado. But they may find that their Japanese counterparts are hesitating in expressing their descending opinions to meet with the objectives of gathering. Conversely, a Japanese employee can perceive a UK colleague to have direct feedback as overly assertive or to be disrespectful.
In the dimension of individualism vs. collectivism, the authorities can directly measure the degree showing that individuals are prioritising personal achievement over the group harmony. The range of this dimension in United Kingdom is at 89 followed by 46 in Japan (Theculturefactor, 2025). The UK shows high individualistic culture, whereas Japan is leaned towards the collective vision. 
The professionals of United Kingdom tend to be more self reliant and focused on the individual goals. They mainly value direct communication with personal initiative and independent problem solving. Employees expect personal recognition with their achievement by expressing the opinions openly. The Japanese business mainly emphasises group harmony with the collective decision making within their communication style. The employees tend to work collaboratively by avoiding conflicts and maintaining a harmonious workplace. Communication is considered to be indirect by relying on the context and non-verbal cues by including implicit understanding.
In terms of miscommunication, a UK employee can expect Japanese colleagues to share individual opinions in their meeting, but they may remain reserved by preferring consensus based decision making. Conversely, the Japanese individual can view UK colleague as the overly assertive or self focused when they are expressing a strong personal opinion within the workplace.
The masculinity vs. femininity helps in reflecting various factors on the basis of masculine and feminine factors (Sahadevan and Sumangala, 2021). Masculinity reflect that how society prefer achievement, competition and success. In femininity, it highlights the values of cooperation, quality of life and work life balance. This factor places United Kingdom with the score of 65 and Japan with 95. Japan highlights significantly high masculinity score as compared to the region of United Kingdom.
The communication style of United Kingdom comes with moderate masculinity score that helps in balancing competitive and cooperative behaviours. While the ambition and performance are mainly valued with work life balance is prioritised under working operations (LaGree et al., 2023). UK professionals are highly engaging and in structured working get relatively placed for informal communication. Communication style of Japan comes up with strong masculine culture that prioritises well-placed commitment, competition and success. The employees work long hours by demonstrating high level of dedication over their roles and responsibilities. Communication under this factor is considered to be formal and hierarchical by placing a strong emphasis on professionalism and perseverance.
Potential miscommunication can be founded at times when UK professionals are struggling with Japan’s work centric culture where long hours and high-performance expectations are the main norms. Conversely, Japanese employees are required to be viewing UK colleagues with the lacking dedication if they are prioritising personal time over the work obligations. 
The dimension of uncertainty avoidance helps in assessing the society tolerance of ambiguity and risk. UK scores 35 and Japan have 92 score under this factor (Theculturefactor, 2025). Japan highlights much higher uncertainty avoidance as compared to the environment of United Kingdom. This indicates a preference of structured environment with risk mitigation. 
The communication style under this factor is term to be comfortable with the ambiguity and flexible business strategies. The British professionals are open to the modern change and tend to be working with more pragmatic approach at times of problem-solving. Under this communication can be considered to be informal and adaptable (Casado-Aranda et al., 2023). On the other side, the company of Japan mainly prefers detailed planning and recovery in their communication. They mainly emphasise structured rules and meticulous decision making process for minimising any level of uncertainty. Communication is cautious with the employees seeking clarity before undertaking any action.
Potential miscommunication under this factor makes the UK professionals to perceive Japanese teams as overly rigid and slow in decision making. While, the Japanese employees may find United Kingdom colleagues to be more informal and risk-taking. Differences in this approach of change and uncertainty can create frustration in collaborative projects (Cosa, 2024). 
Long-term orientation highlights that have prioritised balance for short-term versus long-term goals within their working areas. Under this factor, UK have 51 score followed by 88 for the Japanese market. Japan comes up with high long-term orientation score, whereas United Kingdom falls in the mid range. 
The British business mainly focuses on the balance in between long-term planning with the short-term performance. The authorities of the company mainly value tradition but also work by adapting new opportunities and market trends. Under this communication is pragmatic by blending strategic planning with the flexibility of operations (Katimertzopoulos et al., 2023). The Japanese company emphasise long-term investment with stability and perseverance. Under this, employees are expected to show better commitment for the goals of Company with over extended periods and businesses to prioritise gradual improvement. The communication reflects structured approach with the long-term goals and sustainability in initiatives of working.
The factor of potential miscommunication could make UK teams to find colleagues from Japan to be slow moving because of their emphasis on long-term planning. Meanwhile, the Japanese employees can view their UK professional professionals to be overly focused on the short-term gains rather than focusing on sustained growth in the long-term. 
Under the factor of indulgence vs. restraint the extent to which societies allow gratification of desire can be measured. Under this factor, UK falls at the range of 69 in Japan at 42. The UK highlights high indulgence score while the Japan term to be more restrained. 
The UK mainly comes up with a relatively relaxed attitude for the work life balance, leisure and personal well-being. Here, the employees mainly appreciate autonomy within informal interactions and social engagement in the workplace.  In Japan, the individual exhibits with the culture of social norms and limited indulgence. The work obligation can often take presence over the professional time and social interaction to be more formal in the communication areas.
The employees from the United Kingdom can expect casual workplace interactions and social events in certain miscommunication areas. But the Japanese colleagues can view such informality to be unprofessional within the working areas. With the partnership of British company, the Japanese employees can also pursue UK professional to be lacking discipline while the UK team can find their Japanese counterpart to be over reserved. 
However, for enhancing the collaboration in between UK and Japanese teams, businesses should follow a structured integration of model. They can include the values of awareness, understanding, adoption and integration. Awareness can assist in recognising cultural differences and how they can impact on communication. Understanding can help in learning about the cultural values and business practises of different countries included in the venture. Adoption can highlight that how existing the communication styles for accommodating cultural expectations can help in managing the global operations. Lastly, integration can assist with the implementation of inclusive strategies for promoting smoother collaboration.
Cultural differences in between UK and Japanese teams can easily indicate challenges in business communication, but understanding the dimensions of Hofstede’s can help both the organisations to bridge these gaps (Hill, 2022). Companies operating with different cultures can easily promote cultural collaboration by encouraging adaptive communication style and fostering and inclusive working environment. By respecting the cultural differences and finding common ground. In both the areas, the companies can improve their collaborative values with the achievement of global success. 
However, the international communication style can be different on the basis of cultural differences that shape how individuals’ businesses are interacting. These differences can also influence the workplace behaviour with negotiation styles and decision making process. The international communication styles under direct and indirect communication can differ in their approach with directness. In low context, culture of United Kingdom, the officials mainly value explicit, clear and direct communication. The British professional for instance can make use of a straightforward language by focusing on the facts and efficiency (Shenkar et al., 2021). In high context, culture of Japan, the working partner can rely on implicit communication where meaning is often derived with non-verbal cues and relationships. The Japanese professionals can avoid direct refusal for maintaining harmony by using subtle cues. 
The miscommunication under such factor can impact on the communication by making UK professional to expect a clear yes or no from Japanese colleague. While, the Japanese counterpart can use indirect phrasing, which can lead to have confusion between both the working parties.
The individualism versus collectivism dimension shows that how people can interact in team and make the final decisions. With the individualistic culture in Company, the officials can emphasise personal Finance, achievement and independence (Rachmad, 2022). Under these employees are also encouraged for expressing their views in open terms. However, in collectivist culture, the company authorities can prioritise group harmony with the consensus based decision making. The employees under this culture can avoid direct confrontation for maintaining unity. The impact of communication can be assisted. For example, by highlighting that UK manager can expect their employees to take final initiative and voice with individual opinions. Whereas, Japanese official have to wait for the Group consensus before responding.
Under hierarchical versus egalitarian communication, power distance index influences the formality of workplace communication. With the low power distance culture, the company have to work with flat hierarchies. This makes the employees to communicate openly with their manager and give feedback. With high culture, the employees mainly work by respecting authorities and communicating in formal style. The employees can feel hesitant in terms of challenging their superiors. This can impact the communication by making UK based executive to expect open discussions in meeting while the Japanese employee to differ their senior members by limiting the open debate.
Lastly, the approach of uncertainty and risk highlight different attitudes on uncertainty shaping the decision making a style. Low uncertainty culture is termed to be more flexible with open to change ability and tolerance of ambiguity. The high culture prefers the structure with clear guidelines and discordance. This can impact communication in terms of making a professional to present idea informally by expecting quick feedback with their partnering colleagues who required detailed planning before sharing any response. 
Moreover, the authorities of both the firms can manage their operations through including the use of high-context and low-context communication theory (Han and Han, 2023). This is like Japan work with high-context culture that makes them heavily relied on non-verbal cues with implicit understanding and shared cultural norms. 
On the other hand, UK places low-context culture that makes the officials to prefer explicit and direct communication. The messages are also verbalised and requires with little contextual interpretation. 
By understanding these factors and communication styles, both the businesses can develop strategies for improving international collaboration by minimising misunderstandings.
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The essay has concluded with the factors presenting differences in between the communication styles of the selected regions of operations and the companies. These factors have been evaluated by making use of the cultural model formulated by Hofstede. Different types of communication styles on the basis of cultural differences have also been evaluated in the presented essay. It has also shown that how these differences can lead to have certain misunderstandings particularly in the areas of decision making, leadership expectations and conflict resolutions. It has been stated that the strategies like cultural training, active listening and adaptive communication style can help in managing the business operations in the global markets with better collaboration. Lastly, it has been stated that successful operations are dependent on cultural awareness with flexibility and mutual respect of operations.
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