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[bookmark: _Toc234267331]1. Introduction 
With the current level of globalisation, organisations that are based in varying nations have been working closely, so, effective cross-cultural communication has become an essential element to determine the success of a business. In the United Kingdom, alliances with Japanese firms offer a chance to integrate new ideas, technological skills and the local market to become stronger in the development of products and international competitive strength. This essay discusses a joint venture between Unilever UK and Shiseido Japan that was formed with an aim of creating new beauty and personal care products and selling them to world consumers. Despite the fact that both the organisations are strong in terms of capabilities, varied communication styles can bring about misunderstandings, which impact on the team work and on the implementation of the projects. In evaluating the communication differences as between the UK and Japanese teams, this essay attempts to apply the High-Context and Low-Context Communication Theory as proposed by Hall and the Cultural-Dimensions proposed by Hofstede. It also examines the role that cultural differences play in workplace relationships, and suggests methods to enhance communication and teamwork in multicultural project teams.
[bookmark: _Toc234267332]2. Business and Cultural Context 
Employees are motivated to be proactive, bring out ideas on their own and be in charge of their performance. Moderate hierarchies are also common with organisations whose different levels of workers interact with managers freely. Communication tends to be direct yet respectful and meetings promote sharing, creativity and making decisions promptly by communicating openly and providing constructive feedback (Fonseca, 2025).
Indeed, in Japanese business culture, collectivism, teamwork and ensuring harmonious relationships in the workplace are prioritised. Respect to the hierarchy and seniority is very important in communication and decision making. Organisations tend to consult before making vital decisions instead of focusing on the personal sentiments and get everyone involved in committing to such resolutions. Relationship building, trust and loyalty over a long term is greatly valued and preventing conflict promotes careful and respectful communication.
These cultural contexts are important to understand when managing cross-cultural teams since workplace values determine how people communicate, expectations of them as leaders, and how they make decisions. The differences of direct and indirect communication, responsibility of persons and groups which concern each other and different approaches to hierarchy can quickly cause misunderstandings, unless these differences are recognised. Cross-cultural consciousness allows the managers to enhance cooperation, increase effectiveness of communication and establish constructive working relations, which also plays a role in successful execution of international business projects.
[bookmark: _Toc234267333]2.1 Communication Styles in the UK Team 
UK business teams typically engage in communication that is direct, explicit and communication oriented. Workers tend to give their policies clearly, and they all seek each other to give their ideas in a clear manner without much reliance on connotations and contextual explanation. Messages are also conveyed in a simple way yet with courtesy and professionalism whereby team members can comprehend the expectations, responsibilities, and project goals effectively. The style is conducive to transparency and less uncertainty in project deliberations (Akter, 2025).
In the UK organisations, the feedback is normally given constructively and is seen as an effective tool of professional development rather than given to comment negatively. In meetings, employees are encouraged to take up and contribute ideas, inquiries and ready to question proposals as necessary. Open discussion can be viewed as a beneficial input that has been identified to enhance the quality of decisions and promote innovation. In the case of organisational hierarchy, the willingness of the employees to contribute in a discussion remains minimal as long as communication is done respectfully.
The processes of decision-making in the UK organisations are usually efficient as well as relatively quick. To foster flexibility and responsiveness, managers oftentimes encourage employees to make decisions and take initiative as long as they are within their area of responsibility. Individual responsibility helps in good conduct of time and organisations altering swiftly to the transforming business situations.
The UK mode of communication encourages effective information sharing, quick problem solving and constant innovation based on open interaction. Efforts to communicate clearly, provide constructive feedback, and involve employees will provide an environment where ideas can be shared freely, which helps in effective collaboration, and the development of the project (Heikkilä, 2025).
[bookmark: _Toc234267334]2.2 Communication Styles in the Japanese Team 
Japanese companies are more indirect, and very situational with regard to business communication. Instead of stating opinions directly, employees usually convey communication by using nuanced words and non-verbal communication and inferred meanings that ought to be read between the lines. People should interpret messages based on relationships, situations, mutual understanding rather than speaking alone. Outright oppositions are often not taken since this can cause embarrassment or ruin work relationships.
Being on harmony is one of the major principles of the Japanese workplaces. Through respectful communication and consideration of colleagues, managers and other seniors, employees show that they respect each other, their managers and seniors. Holding onto personal dignity and letting grow face are part of workplace interaction to engage employees to express themselves diplomatically despite differences. The deference to seniority also affects the communication patterns and the decision-making responsibilities.
The Japanese organisations tend to follow the system of consensus model of decision making that considers various stakeholders before a final decision is made. This may be a more time-consuming method but it creates a sense of ownership, volunteerism and easy execution since the employees have already been involved in coming up with the solution. Partnering and responsibility continue to be key throughout the process (Abdellatif, 2022).
Japanese style of communication promotes high team bond, development of both mutual trust and professional relationships in the long term. When organisations deal with harmony, teamwork and responsibility, unwarranted conflict at the workplace becomes reduced to a minimum, and employees are more committed and cooperative in enforcing projects.
[bookmark: _Toc234267335]2.3 Evaluation of Communication Differences Using Cultural Theories 
Hall's High-Context and Low-Context Communication Theory
The communication theory established by Hall refers to the United Kingdom as a relatively low-context culture in which communication is mainly based on verbal messages. Typically, employees want the information to be concise, straightforward, and clear enough not to rely on non-verbal communication and the context to comprehend their duties and project task targets. Meetings, emails and discussions thus are based on provision of information in an effective manner and less ambiguity.
Japan on the other hand is a high-context culture where communication is based on relationships, common ground and non-verbal behaviour. Indirectly, workers interact amongst themselves in a manner that they are living together in harmony and avoiding any sort of dispute. Tone of voice, facial expression, the context or situation pass across nonverbal messages most of the times. To effectively communicate, therefore, one must establish trust (Khan, 2023).
Such conflicting communication patterns may cause misunderstanding in multinational teams. The British staff might see indirect response by the Japanese staff as apprehension or non-interaction and vice versa as the Japanese staff feel like they have been dealt with in a very aggressive manner. These differences may influence meetings, negotiation, email messaging, and feedback. The theory proposed by Hall is effective in explaining these problems of the communication process due to its focus on the importance of context, yet it is not able to consider the individual or organisational distinctions completely.
Hofstede's Cultural Dimensions
The Hofstede model also describes differences in communication in terms of individualism and collectivism. UK organisations tend to favour individual success, personal initiative, and individual decision-making, Japanese organisations favour group success, shared responsibility and harmony.
The varying power distance also has an impact on communication at the work place. Workers in UK organisations tend to communicate freely with management and share views actively in conversations, whereas Japanese workers tend to show more concern to the hierarchy and before voicing dissent, often think about the seniority.
Japanese exhibit a greater disposition to planning, extensive preparation and avoiding uncertainty prior to decisions. UK organisations tend to be more open to accepting uncertainty and modifying the decisions when the situations evolve, which enhances their flexibility when implementing the projects.
Both cultures are also characterised by long-term orientation. The Japanese organisations are focussed on sustainable relationships, future benefits, and long-term strategic cooperation, the UK organisations are more oriented toward meeting shorter-term goals and reacquiring to the market changes (Otieno, 2025).
The cultural dimensions identified by Hofstede are useful in explaining how organisational values of a nation influence the workplace communication and behaviour in multinational organisations. However, one universally should not look at cultural characters in all employees since some individual personalities, professional backgrounds, organisational cultures, and even international experience might impact them in varied ways. In turn, cultural frameworks should be viewed as a general guideline used by managers but they still need to be cognizant of individual differences in multicultural teams.
[bookmark: _Toc234267336]2.4 Impact of Communication Differences on Project Implementation 
The diverse communication patterns existing between UK and the Japanese team might also have significant effects on project meetings and sharing of information. The employees of the UK are usually ready to be active, talk and get feedback in order to help with making the decisions quickly. Japanese workers, on the other hand, tend to become more attentive listeners and listen prior to taking part and may not express their difference of opinion remarkably with their fellow employees or bosses. As a result, the members of the UK team might perceive the silence as a disinterest or lack of interest, but the Japanese workers might consider asking questions or making interruptions as rude. Such diverging expectations may decrease the level of mutual understanding and cooperation (Chau and Nacharoenkul, 2023).
The variations in decision-making style also influence the project implementation. UK teams have a tendency to prefer to make decisions faster with accountability held at individual levels and hence respond swiftly to any emerging business environment. Japanese teams tend to consult and form consensus to the decisions prior to their implementation, and this can lead to a longer project cycle, but motivates greater commitment in execution. Likewise, direct feedback given by UK employees can inadvertently humiliate the Japanese employees, whereas indirect feedback given by the Japanese employees can be interpreted as consent as opposed to critiquing them constructively.
Other issues that are influenced by the differences in communication include trust, employee engagement and project performance. Professional relationships may be jeopardised by misinterpretations as well, problem-solving is likely to be slower, and frustrating in the workplace. However, as organisations adopt and value cultural diversity, they will be able to capitalise on openness and efficiency of the UK team alongside the relationship oriented collaborative approach of the Japanese team. This mediating communication style strengthens teamwork, enhances invention, employee willpower, and results in the completion of the international business projects successfully (Sueda, 2022).
[bookmark: _Toc234267337]2.5 Strategies to Improve Cross-Cultural Communication 
The effective methods to enhance communication between the UK and Japanese workers include cross cultural training. Training enhances understanding of various styles of communication, values at the workplace, decision-making theories, as well as cultural expectations. With knowledge of such differences, employees are more likely to comprehend the behaviours in the right manner, prevent misunderstanding, and gain the cultural intelligence to work efficiently in multicultural group (ENACHE, 2025).
The organisations, too, must also set clear communication policies that include the proper communication options, meeting expectations, response time and documentation protocol. Discussions with written summaries can serve to rescue the need to ensure that key information is interpreted so that all team members remain conscious of the key points, whereas agreed meeting protocols would promote equal participation in the sessions and reduce the chances of confusion.
Leaders are advised to embrace an inclusive and flexible communication style that addresses the various cultural expectations and promotes input by all the employees. Team-building exercises, joint workshops, as well as informal interactions are some of the regular activities that enhance trust and enhance relationships within multicultural teams, eliminating barriers in communication during project execution.
Moreover, co-ordination across geographically spread teams can be improved through the use of digital collaboration tools, shared project management system and frequent virtual meetings. Open communication of information, easy access to project documentations, and regular follow up communications keep employees focused on project goals, enhancing teamwork, project performance as well as long-term success of the UK-Japan business partnership.
[bookmark: _Toc234267338]3. Conclusion 
A partnership between Unilever UK and Shiseido Japan brings into focus the opportunities and challenges of international business partnership. Although both organisations are interested in creating innovative products, the dissimilarities in the implementing communication styles may affect the work in a team, decision-making, and project implementation. In UK, employees have the tendency to use direct communication and to have personal responsibility, in Japan, it is the harmonious relations and underscoring of group agreement and consensus that are valued by Japanese employees. Using the High-Context and Low-Context Communication Theory by Hall, and the Cultural Dimensions theory by Hofstede will explain the role of these cultural differences in misunderstandings in multicultural teams. Still, successful teamwork is founded not only on the awareness of national culture but on personal differences and company traditions. Organisations can also enhance collaboration, improve project performance and achieve long term successes during international relationships through promoting cross-cultural training, adaptive leadership, effective process of communication and relationship building.
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