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Executive Summary

This report explores the challenges facing cross-cultural business communication. Analyze the business communication issues that British companies may face when doing business in Asia (in the case of Singapore) and select strategies to overcome the identified challenges. This report consists of six parts. The first part is the introduction, which points out that in the process of globalization, local British companies will face many difficulties in expanding business in Asia, especially in the aspects of cross-cultural communication. The second part introduces relevant theories of cross-cultural business communication, including identity negotiation theory, face negotiation theory and cultural dimension theory, and proposes that to establish effective communication, notices and understands the deep-seated problems hidden behind culture. The third part analyzes the environment and objects of cross-cultural business communication, including the cross-cultural conflicts that may be brought by the work environment and the barriers of business communication caused by the differences in language or values in the external environment, and studies the different roles played by the partners or the government of the host country in cross-cultural communication. The fourth part takes the business activities of British companies in Singapore as an example, analyzes the challenges faced by cross-cultural business communication, and analyzes Singaporeans' communication methods, working attitudes and standards of corporate identification. The fifth part is the strategic analysis of cross-cultural business communication. It believes that business activities in Singapore should fully understand cultural differences, respect local culture, face up to cultural conflicts, and adhere to the people-oriented concept. The last part is the summary, which emphasizes that enterprises should improve cross-cultural awareness and have an international vision, and further considers the importance of efficient management team, social responsibility and keeping pace with the times for successful enterprises.
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[bookmark: _Toc6541]1 Introduction
Globalization is the future trend of business development. In order to expand the company's business to the world as soon as possible, multinational enterprises urgently need to solve the problem of transnational cultural business communication in different working environments. In the expansion of business in Asia, as its geographical location is far away from Europe and America, the cultural differences increase, and multinational enterprises will face many challenges.
In my first report for the International Business Communication course, I offered some sound advice to a local clothing sales agent in the UK on how to cope with the challenges they might face in expanding their business into Asia.
In this report, Singapore will be taken as an example to try to sort out the problems that enterprises need to pay attention to in transnational business communication, mainly including the following points: (a) The concept and method of cross-cultural communication; (b) The environment and object of cross-cultural business communication; (c) Challenges faced by businesses in conducting business in Singapore. Finally, some feasible strategies are given for enterprise reference.
[bookmark: _Toc17145]2 Concepts and related theories of cross-cultural business communication
[bookmark: _Toc20666]2.1 Related concept
Business communication is one of the most important competencies for international companies. Having the ability of cross-cultural business communication is particularly important and often a big challenge for employees.
My understanding is that communication is one of the essential links in business activities, and communication is an element of cultural composition. Therefore, when dealing with people from different countries and cultural backgrounds, we must face the communication problems caused by different cultural differences. In order to establish effective communication, employees are required to have a certain sensitivity to cultural differences, notice and understand the deep-seated problems behind the culture, such as high and low context issues, which will help promote communication and avoid the damage of brand and business cooperation caused by cultural differences.
[bookmark: _Toc19867]2.2 Theory of cross-cultural communication
Cross-cultural integration is the cornerstone of international business success. Cross-cultural business communication requires practitioners to have cross-cultural thinking ability and be able to deal with and coordinate between different factions (Schmidt & Conaway et al 2007 p.7), so as to help people with different cultural affiliations develop common feelings and resonate. Eliminate cultural centralism and carry out effective two-way communication. Generally, there are three theories that can help practitioners better carry out cross-cultural communication.
[bookmark: _Toc22518]2.2.1 Theory of identity negotiation
American sociologist Erving Goffman proposed in 1959 that identity should be achieved through negotiation based on the principle of social interaction to reach consensus through negotiation. This first proposed concept of identity negotiation theory has been recognized and extended by many subsequent scholars. William & Swann (2009 p.81) believes that people also establish their identities during the negotiation process, and these identities determine the nature of their relationships. As for identity negotiation, Jackson (2002) attempts to explain and understand this concept with the help of cultural contract theory, and argues that the important challenge we face is to determine how to use identity to accomplish what without disagreement.
[bookmark: _Toc7068]2.2.2 Theory of face negotiation
Based on the ideas of Goffman and Brown Levinson, Ting-toomey proposed the theory of face negotiation. He believes that in social interaction, the two parties act out their roles assigned by the society under the gaze of others. And always channelling advantage to one side to maintain one's own face (Ting-toomey & Kurogi 1998 p.187). A questionnaire survey was conducted on 768 participants from four countries with different cultural backgrounds. The results showed that cultural individualism and collectivism had a positive correlation on the formation of conflict styles, which verified the underlying hypothesis in the face negotiation theory. That is, face can be regarded as the influence factor of culture on conflict behavior in most cases (Oetzel & Ting-toomey 2003 p.599).
[bookmark: _Toc14197]2.2.3 Theory of cultural dimension
This theory, proposed by Hofstede, has gradually become a framework to measure the cultural differences of different countries. At the beginning, the theory considers four dimensions, which are described as follows: (a) power distance, (b) individualism and collectivism, (c) uncertainty avoidance, and (d) male or female bias (Hofstede & Bond 1984 p.418-420). A few years later, long-term orientation and short-term orientation were recommended as a fifth dimension (Hofstede 1991, Hofstede & Minkov 2010 p.496). In 2010, a collaborative study with Minkov et al. proposed the dimensions of indulgence and self-restraint, six dimensions in total were used to describe and compare national cultural differences. Hofstede creates a new research paradigm in the field of cultural differences, and at the same time provides a mainstream method for studying cultural differences in different disciplines (Catalin 2012 p.644).
[bookmark: _Toc17083]3 The environment and object of cross-cultural business communication
[bookmark: _Toc2796]3.1 Environment
Due to different working environments and ways of thinking, countries also have obvious differences in their core values. These regional differences and cultural conflicts may lead to lower work efficiency of multinational enterprises in foreign countries (Guo 2014 p.325). Therefore, practitioners must have a deep understanding of the causes of cultural conflicts in the working environment, and deal with such problems through reasonable means to achieve more effective cross-cultural communication.
Compared with domestic enterprises, the global working environment will be affected by the difference between Western and Eastern cultures, and the management is relatively difficult. For enterprises, the social environment that employees live in will affect how they deal with problems, which will lead to disagreements when the top management makes decisions, increasing the complexity of enterprise management. Therefore, management patterns in one culture may not be effective in another culture (Qing 2005 p.34).
In the external environment, language difference is the basic cause of problems in cross-cultural business communication. Language has rich connotation and meaning, which can represent the cultural background of a country. Employees of multinational enterprises often have different cultural backgrounds, which leads to a lot of trouble in communication. In the study of Penbek, it is also confirmed that offering language courses can help students improve their level of cross-cultural communication (Penbek & Yurdakul et al 2012 p.232). Apart from language, differences in values and racial superiority can also cause problems for multinational companies.
[bookmark: _Toc8445]3.2 Object
Cultural conflict is the most important problem faced by global enterprises. In cross-cultural communication, cultural conflict is an important problem faced by global enterprises and it is hard to avoid. In addition, partners and host governments also play an important role in cross-cultural communication.
[bookmark: _Toc19657]3.2.1 The impact of partners and clients
Companies lack a platform to communicate with partners and customers. Practitioners may understand the importance of cultural integration, but how to break through this barrier becomes a problem. When it is difficult for multinational enterprises to seek cooperation with local well-known enterprises in the industry for various reasons, the enterprises can only stagnate and get stuck in a deadlock, unable to thoroughly understand the country's market and find their own positioning (Han & Huang 2019 p.217). This will affect enterprises to establish their competitive advantages and expand their business in internationalization.
[bookmark: _Toc4505]3.2.2 Influence of host government
The host government has sufficient resources, and due to the existence of ideology, national interests and other factors, the government has sufficient motivation to participate in the cooperation with transnational corporations, provide policy convenience, and improve the learning and adaptation ability of enterprises to different cultures (Zhao 2007 p.92). In addition, it can play a regulating role between foreign companies and domestic companies, weakening the cultural estrangement in multinational enterprises and deepening cultural exchanges.
When multinational enterprises enter a country with underdeveloped market economy and unsound system, they may need to take corresponding measures to deal with corruption, because it will increase transaction uncertainty and transaction costs. Due to the inadequate preparation of host countries in the face of market opening and the lack of relevant legal systems, the complex network among government agencies, transnational corporations and corruption (Luiz & Stewart 2014 p.383) has increased the consideration of multinational enterprises in the formulation of organizational business ethics standards and solutions to cultural conflicts.
[bookmark: _Toc29694]4 Challenges in cross-cultural business Communication - A case study of doing business in Singapore
Singapore's population is 70 per cent Chinese, with Hokkien making up the majority. In addition, Singapore is a transit point from Britain to Australia (NAITO 1995 p.501), so Singapore is influenced by both Confucian and Western cultures. Singapore is a country with a medium high power distance (PD=74). Cultural differences have brought adverse effects on the management and operation of multinational enterprises. Multinational enterprises have to learn local customs if they want to establish themselves here. They also strive to overcome barriers caused by cultural and language differences and their own inherent thinking patterns (Carte & Fox 2004 p.5-8). Taking business activities in Singapore as an example, this report analyzes and summarizes the general manifestations and causes of cultural differences in Singapore enterprises.
[bookmark: _Toc24063]4.1 Communication mode
Compared with western and Latin American countries, Singapore is a country with neutral culture. But Singaporeans are more forthright than the reserved Chinese. In addition, in the workplace, Singaporeans are more inclined to show their emotions, and they believe that it is a personal code of conduct to directly express their feelings (Su & Wu 2009 p.7). Although Chinese make up more than half of Singapore's population, they have a different way of interacting with others. Singaporeans are more likely to make friends with people who share their values rather than develop through "guanxi".
[bookmark: _Toc16731]4.2 Work attitude
The attitude of Singaporeans towards work is a combination of individualism and collectivism. In particular, the young generation is easy to accept the influence of Western ideas. Their ideas are similar to the individualism of the United States and the Netherlands. They prefer to strive for themselves in work and are satisfied with self-realization. They believe that they can control the changes of external environment through individual efforts, solve problems in an active way, and pay attention to the common development of themselves and the company, and will not change jobs frequently. This is especially true of millennials, who are more willing to work for their convictions and want guidance and supervision (Chia & Here 2015). In addition, Singaporean employees are more inclined to short-term benefits, emphasizing immediate and next quarter indicators, often drawing up plans in advance to gain competitive advantages, and paying more attention to business strategy and achieving success by directly attacking rivals. An interesting study conducted by Loh & Thorsteinsson (2021) shows that Singaporeans have a certain tolerance for job burnout and dissatisfaction caused by uncivilised behaviour in the workplace, have fewer negative effects, and show adaptability to the environment and a positive attitude towards work.
[bookmark: _Toc29787]4.3 Views on business
As far as western leadership style is concerned, leaders do not have to do everything by themselves. They believe that modern leaders should pay attention to the big things happening in enterprises, rather than worry about trivial things (Liu & Xin 1997 p.6). The cross-cultural business model is a big challenge for leaders. Cross-cultural enterprise management mode will face different forms of cultural conflicts. Studies have shown that the leader's style of doing things helps to deepen the communication between the leader and the led, shorten the distance between them, reduce job barriers, and create a more friendly working environment (Lee 2005 p.655). If the management does not show sufficient leadership, it will not handle employees with different cultural backgrounds, which will have a negative impact on the basic daily operation of the enterprise.
Influenced by Western countries, Singaporeans also believe that leaders should focus on things that affect business. And they believe that leaders should not get involved in the private affairs of subordinates, and only need to maintain a simple working relationship with employees. At the same time, Singaporeans also hope that the hierarchical gap between leaders and employees should not be too deep, and that practical skills such as integrity, respect and modesty should be used in communication, which can help to establish and maintain the trust relationship between superiors and subordinates (Charlie's Insight 2022) and create a comfortable working atmosphere.
In terms of organizational structure, enterprises in Singapore are more inclined to a profit-centered organizational structure, and state-owned enterprises are gradually moving towards demutualization and internationalization (Liu & Chen 1996 p.13). The division of labor of each post within the enterprise is clear, and there are clear rules and regulations for the addition and subtraction of posts. Therefore, Singaporeans believe that employees should follow the rules and should not be flexible in dealing with problems. Performance appraisal should also be graded strictly according to standards. Singaporean employees hope that they can stand out from the group of employees, and their colleagues will recognize this behavior. But in some Asian cultures, strict grading can only lead to tension between subordinates.
[bookmark: _Toc16526]5 An analysis of cross-cultural business communication strategies
Through research and analysis, it is concluded that Singaporeans are mainly influenced by Chinese traditional Confucian school, but they also absorb western values and civilization achievements in the process of localization (Liao 2002 p.97), so their values integrate the thoughts of the East and the West. Having identified the cultural differences faced by doing business in Singapore, the report makes the following recommendations to deal with the impact of cultural conflict.
[bookmark: _Toc30476]5.1 Understand cultural differences and respect local culture
Overseas companies may enter the host country with a sense of ethnocentrism, using the successful management model of the country, but with a bias towards the local culture. This perception will cause the estrangement between the two countries, resulting in the development of enterprises and individuals is not realized. Therefore, enterprises need to pay attention to cultural differences, lead employees to learn and understand the cultural characteristics of Singapore through various channels, and establish the value of common development. In addition, interpersonal communication ability is closely related to cross-cultural communication (Arasaratnam & Doerfel 2003 p.137). Although English is the mother tongue in Singapore, Malay and other languages are also mixed. People with different languages will feel anxious in cross-cultural communication (Wang & Clegg 2020). Therefore, management and employees need to carefully learn different cultures and languages, and jointly understand the communication mode under the diversified background.
[bookmark: _Toc25148]5.2 Face up to cultural conflicts and make plans
It is precisely due to the influence of the difference between Western and Eastern cultures that the barriers in cross-cultural business communication are unavoidable. In the face of cultural conflicts in communication, enterprise personnel are reluctant to understand the cultural connotation of the other country and talk with people with a sense of ethnocentrism. Therefore, employees should not only learn the cultural background of the host country, but also face up to the cultural differences among different nationalities with an inclusive and accepting attitude, so as to understand and respect each other. In addition, enterprises should also comprehensively consider the problems of corporate culture, politics and social groups in other countries, conduct research on the problems that may occur in the operation process, and formulate the corresponding cultural conflict solution plan (He & Li 2021 p.125), so as to avoid the occurrence of problems and minimize the loss caused by conflicts.
[bookmark: _Toc5342]5.3 People-oriented, enhance the value of employees
In the host country, enterprises should take corresponding measures according to the cultural characteristics. For example, Singaporeans prefer to strive for themselves in the work and realize the common development of individuals and companies. Therefore, the management of the company should respect the personality of every employee, identify the characteristics of different employees and arrange positions reasonably. And for employees to plan long-term goals, seeking the comprehensive and free development of employees, to achieve lasting development of individuals and enterprises. Secondly, in the face of conflicts brought by different cultures, joint cultural management strategies should be implemented to make employees act in strict accordance with unified standards, which is conducive to soothing cultural conflicts among employees, gradually deepening employees' understanding of corporate culture, and avoiding corporate crises caused by cultural conflicts.
[bookmark: _Toc32725]6 Summary and discussion
The purpose of this report is to help local companies in the UK to understand the cultural differences they need to face in a global working environment. It also provides relevant suggestions based on the research on the cultural background and values of Singapore. In the process of cross-border business expansion, enterprises need to improve their cross-cultural awareness, correctly recognize, understand and respect cultural differences, and at the same time deeply understand and recognize the defects caused by cross-cultural communication, so as to carry out cross-cultural communication with international enterprises with an inclusive attitude.
In my opinion, cultural transcendence should not become an obstacle to effective international business, and dealing with cultural differences will promote the development of enterprises in a better direction. Faced with various challenges and uncertainties, enterprises need to develop and strengthen large management strategies and adapt to local conditions, and build an efficient team with a global perspective, cross-cultural communication skills and business ethics awareness to deal with challenges.
From reading Meyer's (2017) discussion of successful bosses, we know that business managers need to ensure that their leadership style is adapted to the culture of their host country, and that they have a clear understanding of the concepts of authority and decision-making, as well as understanding how decision-making attitudes affect international team cooperation.
In addition, business managers should have a sense of social responsibility, an inclusive development world view, and the ability to focus on stakeholders and tailor relevant strategies to local conditions to promote the success and sustainable development of the business.
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