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Companies in the modern business world often grow when they expand to new countries (Kormakova et al., 2023). However, for Premier Inn of the UK, it can be a challenge to expand into a country like Japan. Culture and background are completely different for both countries.  Premier In is based in the UK and known for being reliable, simple and affordable.  It has partnered with Nomura Real Estate Development to succeed in Japan.  Nomura is a large company from Japan that understands how buildings and land work in their country. However, it should be understood that people working in these companies are coming from different backgrounds. Therefore, the following essay will be looking at this difference. Famous business theories will be implemented for explaining why people from Japan or the UK might be misunderstanding one another.  Moreover, the country director can be helping these two teams work effectively by understanding these theories. The goal is to ensure the successful completion of the project and positive outcomes for both the teams of the UK and Japan. 
In the context of the UK, Premier Inn is owned by Whitbread. It has been a leader in budget hotel market in the UK with a model focusing on consistency (Premier Inn, 2026).  The UK has a direct workplace culture where honesty and efficiency are valued by people. In the context of Japan, Nomura Real Estate is a powerful force (Nomura, 2026). Japan values high quality, tradition, and respect. In the hospitality industry of the UK, there is a culture of wholehearted hospitality. It is about anticipating the requirements of guests before they arrive. The local expertise will be brought by Nomura in this partnership. In terms of market opportunity, Japan is attractive for Premier due to a high number of business travellers and tourists. On the other hand, the market is culturally projected. The foreign companies might fail if they do not represent the local culture of Japan. Therefore, the UK team should learn communication in ways that are respected and understood by the Japanese team. 
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In terms of theoretical evaluation, Hofstede's cultural dimension theory will be implemented. Several dimensions are present where Japan and the UK are different. In terms of individualism vs collectivism, an individualistic culture is present in the UK. It is an indication that the focus of the people is on their own goals, along with their families. An employee is willing to stand out and get praised for personal work in an office in the UK.  On the other hand, a collectivist culture is present in Japan. A group is more important than an individual in Japan.  A Japanese employee might feel embarrassed if a manager for the UK tries to give a special award to one employee in front of others. They do not want to be seen as better compared to their team members. It can be leading to misunderstanding where a team in the UK might think they lack ambition. On the other hand, the team in Japan might see the team in the UK as selfish.  The power distance of the UK is 35 and 54 in Japan. In terms of individuals, the scores of the UK and Japan are 89 and 46, respectively.  In terms of uncertainty avoidance, the scores of the UK and Japan are 35 and 92, respectively (The Culture Factor, 2026).
In terms of uncertainty avoidance, the dimension looks at how risk is disliked by a culture. A high rate of uncertainty avoidance is present in Japan, where every detail is planned out.  They are willing to see clear rules, long reports and no surprises.  On the other hand, a low score is present in the UK (The Culture Factor, 2026).  Managers in the UK are happy to fix problems as they take place.  A team in Nomura might be stressed if a quick change is suggested by Premier Inn without a detailed report and a log meeting.  Moreover, they might think that the team in the UK might be careless, while the team in the UK thinks the Japanese team is slow. In the context of power distance, the score of the UK is low.  It means employees might be feeling comfortable disagreeing with a leader. On the other hand, power distance in Japan is more formal and higher. The junior employees will never disagree with senior managers in public meetings. Respect is shown by them by staying quiet while the leaders speak.  Hence, if a junior employee of the UK interrupts a senior Nomura executive, it can be an insult to the company. 
The next theory which can be highlighted is high context vs low context communication. Daily conversations between the teams can be understood by Edward T. Hall's theory.  Low context is the style of the UK (Levitt, 2022). Words are the most important thing in this style, with a little hidden meaning in conversational.  It is the responsibility of the speaker to be clear about the message. On the other hand, the Japanese style is of high context, where words are only a part of the overall message. Rest of the meaning comes from body language, the rank of the person and the situation.  This means individuals should understand what someone wants without them speaking it.
Next theory which can be aligned with this discussion is Trompenaars Seven Dimensions. The first dimension is universalism vs particularism (Stanciu and Stanciu, 2023). The UK has always been a universalist. It means that a rule is a rule for every member.  Clear legal documents and contracts are liked by them. On the other hand, a particularist culture is present in Japan, where they focus on relationships rather than rules. Companies in Japan might change a contract if it helps their partner. A team in the UK might look at it as unprofessional, while the team in Japan might see the focus on the contract to be distrustful and cold. Next dimension is neutral vs affective. People show their emotions in an affective culture. The UK is more expressive compared to Japan. Business culture in Japan is natural. A lack of self-control is highlighted by showing too much anger or too much excitement.  Hence, a team from the UK might think the Japanese teams to be uninterested or bored while the Japanese team is trying to remain respectful and professional. 
There can be several practical misunderstandings in a workplace. The most immediate friction can be from office interactions on a daily basis, while Premier Inn works with colleagues from Nomura real estate.  They are caused by invisible rules in each cute and not by a lack of professional skills (Dan and Han, 2025).  Silence in a professional setting in the UK is seen as a vacuum that should be filled. For example, if a manager of Premier Inn asks a question and gets no answer immediately, they might think the Japanese team is uninterested or confused. Consequently, the team from the UK might keep talking and offer more explanations without answering their questions. 
On the other hand, silence is a respected form of communication in Japan (Buckley, 2023).  The space between works is represented where reflection to takes place. For Nomura, staying silent can be a sign of respect and deep thinking about the topic.  It can lead to a cycle where the UK team feels of being ignored at work while the team from Japan feels they are silenced and interrupted. The purpose of the meeting is different in both countries, with different goals.  For the staff of Premier Inn, meetings can be a debate arena. The ideas can be changed, and voices can be raised in healthy disagreements where a final decision is made.   The UK team might waste their time if the meeting ends without a clear outcome. On the other hand, a meeting can be a formal ceremony for the Nomura team.  The real decisions might always have been taken before the meeting in their culture. Moreover, the culture of meeting is to announce that everyone is aligned with the same goals and direction. The Japanese team might view an attempt to debate or change the plant as disrespectful and an insult to the hard work. 
Additionally, casualness from the UK team can be leading to misunderstandings.  Building a friendly atmosphere in the UK is related to lowering stress.  Managers might try to be friendly with the team members and be formal. However, in the corporate world of Japan, formality is the tool to show respect (Mehra, 2025).  Therefore, the Nomura team might perceive the UK team as barbarians who are not willing to take partnerships seriously if Premier ignores the Japanese rituals. Another important consideration should be feedback and criticism.  Being thick-skinned is seen as a virtue in the business environment of the UK. Moreover, direct feedback is provided in a polite British tone.  The team in the UK might see this as an efficient way to solve problems. On the other hand, the concept of face or “mentsu” is paramount in Japan. It is considered a severe social error to give direct negative feedback. The resentment is caused by losing face and can be damaging to working relationships.  Moreover, an employee from Japan might be focusing on the complaints and issues, and is the subject of criticism. Moreover, they might feel hurt by the criticism and will not take the feedback positively. 
The strategies for successful implementation should include managing the timeline of decision-making and using cultural bridge facilitators (Clark et al., 2024).  Expectations regarding time should be managed by the Country Director.  Team in the UK should be taught that the slow start in Japan is an investment to finish the work quickly.  Everyone is involved in the decision-making process in Japan.  Hence, the implementation is fast due to no internal resistance once the decision is made.  The team of the UK might be making decisions quickly. However, they may spend months fighting the internal policies to get the work done.  Hence, a buffer time should be built into the schedule of the project for Japan, where the frustration of the UK staff can be reduced. Another effective strategy is the appointment of culture brokers. 
They are the individuals from within Nouma who worked and lived in Japan and the UK.  Their job is to translate intent and not just translate words. Their job is to translate intent and not just words.  On the other hand, they can be helping the team of the UK to analyse the situation during a disagreement with the Japanese team. A dual confirmation system should be adopted for avoiding the pitfalls of high-context communication (Yunhan, 2024). A written summary should be sent in both Japanese and English after every meeting.  The summaries should include the next steps and agreements.  Hence, the high-context Japanese team will be forced to be more explicit. Consequently, the low-cost team for the UK will have a chance to analyse any misunderstanding.
The country director should be adjusting the ways of motivating a team (Sott and Bender, 2025). Project should be celebrating team milestones as compared to employee of the month awards.  Hence, the direction will be respecting the collectivist culture of Japan, while the British desire for agile results will be satisfied by rewarding both cultures at once.  A sense of harmony can be created across the overall team. As discussed before, the Japanese teams build trust through human relationships, while the UK team-built trust through performance. Therefore, for bridging this, the country director should be encouraging information socialisation within the team.  The strict hierarchy of Japan might loosen in these settings.  The trust and feelings might be shared in these meetings away from the office. In the context of Premier Inn, these are the most important business meetings. Establishment of these methods will allow the team from Japan to feel safe and be direct with their partners from the UK. 
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The differences between the communication styles of Japan and the UK have been highlighted in the above essay.  Hofstede's cultural dimensions were implemented in the discussion, which indicates the differences in cultures.  The focus on the UK is on risk-taking, whereas the focus of Japan is on safety.  The partnership between Nomura and Premier Inn will have a bright future. However, both sides need to be adaptable and flexible, with the country director acting as the balance. It must be ensured that the efficiency of the UK model does not crush the harmony of Japan. Looking ahead, the two teams can create a hybrid culture if they succeed to communicate effective. It will help in combining the innovation and speed of Britain with the hospitality and precision of Japan. Moreover, the partnership can be a model for different companies in the UK to enter Asia. Bridges must be built between different cultures to succeed in Japan. Nomura and Premier Inn can be achieving great things together by respecting the rules of each country. 
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