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Introduction
Intercultural communication refers to a process that enables the exchange of messages and interpretation among people from diverse cultural backgrounds (Darvin and Sun, 2024). This type of communication has to be prioritised to make the operations of the business global and establish a successful interconnected relationship. Intercultural communication is a key component that fosters a sense of collaboration, adaptability, sensitivity, and active listening. In this essay, a detailed description of intercultural communication will be delivered, and it will help to assess the capability of communication to maintain international culture during business expansions. Here, to establish the argument, a UK-based company, Rolls-Royce Holdings Plc, will be chosen, which has expanded its business to one of the developed economies of Asia, Japan. It has built a strong collaboration with Kawasaki in the context of manufacturing the engines for aircraft. The essay will deliver a deep insight into business communication through understanding the cultural differences of two countries, the UK and Japan, using the Hofstede Cultural dimension model. 


Discussion
Rolls-Royce Holdings Plc is one of the most popular organisations that has been enhancing its brand value through delivering the optimum quality engines for defence and civil aircraft. The company has generated a revenue of 17,848 million GBP in the economic year 2024, which is more compared to the fiscal year 2023. The company has been operating in more than 50 countries and serving its global clients, such as energy producers and defence agencies (Rolls-Royce, 2025). The core values of this company are excellence, innovation, safety and integrity, which are very impactful in accomplishing its mission. The main projection of this business is to build a more customer-focused business in delivering sustainable power systems and innovative propulsion solutions to the clients. It has been seen that to hold the position in the market, this business house has established a good workplace culture. This workplace culture encourages individual accountability along with personal initiative to accentuate different metrics of performance. On a different note, the workplace of this company also promotes open communication, which helps to embrace the attributes of participative leadership. Kawasaki Heavy Industries (KHI) is another popular company of the global engineering manufacturing industry that has been collaborating with Rolls-Royce Holdings Plc to manufacture excellent aerospace engines. This business entity has incurred 11.076 billion GBP in the economic year 2024 due to its organisational culture, mission and vision (Kawasaki, 2025). This business house has gained this amount of revenue due to its craftsmanship attitude. The organisational culture of KHI has an immense impact on its business operation as it helps to maintain social harmony and group consensus to a huge extent. It is also noticed that with the assistance of a strong hierarchical pattern, seniority is always prioritised in this organisation for decision-making. All the decisions of this entity are taken after a long internal consultation through context-heavy communication. The leaders, that is the top authority of KHI, are very humble, stable and calm, and they prioritise tenure and loyalty over performing alone. The environment of business in Japan and the UK is quite different from the perspective of cultural norms, social norms, formality and hierarchy. The culture of the UK mainly accentuates a task-oriented and individualistic society, and it mainly prioritises punctuality, efficiency and responsibility of individuals (Suárez-Ortega et al., 2024). The people of the country have an ample potential to form distinct personal and professional relationships. In the society of the UK, informal communication is emphasised at different levels of the job. On the contrary, the Japanese mainly follow harmony-centric activity, and they show their collectivist attributes to lead their life. They have a prior focus on the conformity of the group, humility and loyalty, and, for this reason, in this country, relationship-based businesses are witnessed in a huge number. They nurture the belief of building trust slowly, and due to this, they are maintaining highly formal business language and hierarchy. The seniority in the workplace determines the manners and code of conduct that have to be maintained by the employees while addressing higher-level officials. Cross-cultural communication is very important from the perspective of the UK, as the British find the communication style of Japan to be overly cautious (Aririguzoh, 2022). On the other hand, Japanese people may think the tactics of communication of the British are very blunt, and there is a lack of respect. This kind of misalignment in the entire communication process eroded trust, which made an impact on the productivity of KHI and Rolls-Royce Holdings Plc. The partnership between the chosen two business houses will be successful while adaptation and cultural sensitivity are embraced by both.

The communication style of Japan and the UK has a huge contrast due to their different cultural norms and societal norms. It has been seen that in the UK, people maintain low-context communication such as they convey their message in written words. In the workplace of the UK, people rarely notice the body language, tone and background knowledge (Koprowska, 2024).  Directness is another feature of communication and triggering by this nature they make constructive criticism through open communication. In a discussion a different sense of disagreement can be aroused and in the UK this kind of disagreement is always accepted. Informality in the communication is often found in the communication style of the people of Great Britain. In this country while people communicate with someone then they mainly depend on humour and casual language which helps to tailor friendly ambience. Depending on the task-oriented conversations the employees of the workplace of this country mainly focuses on goal-setting and problem-solving. On the contrary the companies of the chosen Asian country always emphasise on different non-verbal cues such as body language, pauses and tone during the communication (Widianti, 2021). In the workplace of this country while any message is conveyed to the employees then it will be implied rather than stated explicitly. People of that country are very humble and due to this they try to avoid any kind of strong disagreement and direct confrontation. This kind of attribute of the citizens of this country shows that they always prefer indirectness. Etiquette and formality are two very common things in Japanese communication style which follows some stringent rules of hierarchy and politeness. The leaders of any Japanese organisation prefer relationship-centric conversations which lead the negotiators to build trust rather than diving into jobs. Relationship-centric communication has so much importance in the work culture of the chosen partner country that decisions are postponed here until the professional relationship is established effectively. Different types of practical differences are noticed in the business communication of the UK-based companies and Japan-based organisations. In organisations like Rolls-Royce Holdings Plc, meetings are extremely agenda-centric and time-bound. Additionally, the companies which are rooted in the environment of the UK always encourage brainstorming, and it is expected here that junior employees are allowed to speak up. However, in the Japanese work environment, most of the decisions are taken in the pre-meeting consensus, and here junior members never try to challenge the views of their seniors in public (de Jongste, 2025). Feedback is delivered indirectly and privately in Japan, whereas in the UK, the feedback delivery is direct, and employees must have the endurance to accept constructive criticism. Due to these broad differences in the style of communication, some potential issues are marked in the collaboration of Rolls-Royce Holdings Plc and KHI. The prime issue that has emerged during the organisational expansion of the selected UK-based company is the directness of the UK team, which was disrespectful and aggressive to the authority of KHI. The emails which were sent to the higher officials of the selected Japanese company appeared abrupt to the recipients. For this purpose, the authority of KHI did not understand whether the tone of the UK company is the tone of urgency or not. The authority of Rolls-Royce Holdings expects that KHI should reply to them quickly so that they can make rapid decisions (Kaggwa et al., 2024). However, KHI takes a longer time for consultation, and this creates a sense of procrastination among the authority of the UK-based company.
The communication differences between both the two countries can be evaluated with the help of the Hofstede Cultural Dimension framework. This model can be incorporated in the context of understanding the cultural differences underpinning six parameters (Adamovic, 2023). Using this model, it has become understood that Japanese companies moderately accept the hierarchical order in the organisations of this country, and in this country, leaders maintain fairness and integrity. Through interpreting the metrics of ‘Power Distance’, it can be understood that in Great Britain,  power distance is very low and thus a flat organisational pattern is preferred. This organisational structure helps to encourage open communication and express opinions during the team meetings. The metrics show that UK companies have a more organised approach, whereas Japanese partners have an intense egalitarian model (Kawanishi, 2021). The culture of the UK is extremely focused on individuality, and the Japanese culture majorly tries to balance between group cohesion and personal goals. In the United Kingdom, all the companies accentuate the personal achievements, and in the chosen Asian country, the business houses lean towards collectivism. The masculine culture is extremely high in Japan, and thus, in that place, most of the employees are motivated towards success and achievement. It has a strong emphasis on competition, performance, success and achievement and the society of this country is built as a work-centric society. On the other side, despite having a masculine impact on the society of the UK, it is lower than in Japan. In the UK, work-life balance is more accepted than any kind of achievement. In the work culture of this country, people equally prioritise their personal life as well as their professional life. In the partner country, workers do not want to take any kind of calculated risk, and thus, in the companies of this country, the rate of uncertainty becomes very high (Ogasawara, 2023). They have a very strong preference for planning, structure and rules and avert the risks in their personal and professional arena. Contrarily, people of Great Britain are extremely comfortable in taking calculated risks. They are not afraid of any kind of ambiguity and change management, and thus they value adaptability. In the chosen company of the UK, many times different kinds of changes are invoked to ensure strategies growth of the company. The employees of that company have embraced those changes and are trying to cling to the mission and objectives of the organisation. According to the chosen model, long-term orientation is another determinant of cultural difference, and in this context, Japan is massively focused on long-term orientation. Business entities and the leaders of the organisations show very strong prioritisation on perseverance and rewards in the upcoming days. In the UK, people rarely emphasise long-term objectives as they want to strike a balance between future-oriented targets and the tradition of the UK. The culture of the two selected countries can be differentiated with the help of the factor ‘Indulgence’. It is noticed that countrymen of Great Britain are highly indulgent as they thoroughly support personal happiness, leisure and freedom of expression (Dunlop, 2024). Conversely, societal culture is highly restrained, and the impression of this culture is shown in the workplace also. Due to low indulgence, the companies of Japan, such as KHI, do not accentuate the enjoyment and leisure of their human capital.

The cultural difference has a huge impact on the project execution and team dynamics of Rolls-Royce Holdings Plc and Kawasaki Heavy Industries. The low context communication of the UK company makes its approach detailed and straightforward, and due to this reason, it becomes tougher for the company to interpret the indirectness of the other company. This kind of contextual barrier brings ample shortcomings in the clarity of the business operations, which directly affect the productivity of the company. It has been seen that while the UK-based company delivers feedback to the employees of the partner company directly, then that may become embarrassing to the employees of KHI. The decision-making procedure in the UK organisation is very quick, and the Japanese company follows the consensus-building approach. Due to this reason, the authority of the UK office may be frustrated, and the Japanese partner feels pressure to meet the demands of the company extensively. The cultural difference makes a huge impact on different kinds of unresolved issues, as it can lead to passive resistance at the time of executing the project. While the partner team of Rolls-Royce Holdings Plc feel the pressure, the organisation of the UK has to extend the timeline for launching any product. They have to reschedule the launch and have to bear the cost burden for the project effectively. The cultural contrast may affect the productivity of KHI and Rolls-Royce Holdings simultaneously regarding team participation (Abane et al., 2022). The company shows sound intention to engage their juniors, whereas KHI do not engage their junior employees in high-level meetings. This kind of attribute of KHI becomes a potential reason for reducing the retention rate of employees. Due to this overlooked approach of KHI, they cannot establish a good relationship with their human resources, which may impact their overall growth. The cross-cultural communication is very effective in overcoming the intercultural barriers of the chosen two business entities. In order to implement effective cross-cultural communication, both companies have to introduce a training program with different kinds of role-plays based on practical studies. Diverse areas have to be considered to understand cultural norms, communication styles, business etiquette and protocols of decision-making. This kind of approach will be very impactful from the perspective of promoting cultural awareness mutually and reducing the chances of misinterpretation. Both companies should implement cultural liaisons workshops through which sensitive communication can be designed and the tone of communication can be clarified easily. It will be very instrumental in order to manage project timelines and manage the expectations of each other so that a smooth internal communication can be tailored. Shared protocol of communication can also be informed to both the authorities, which will be very supportive in the context of standardising presentations and emails (Ayele et al., 2024). These guidelines have an immense potential to deliver a structured report to the recipient company so that there will be no confusion regarding product manufacturing.


Conclusion
The above essay has delivered a detailed essay about cross-cultural collaboration with the help of intercultural communication in different industries and sectors. It has discussed major barriers that can bring adversities to maintain cultural dimensions, which can lead any company towards delays and miscommunication. A detailed analysis of the Hofstede Cultural dimensions has been conducted in this essay. With the support of this particular model, uncertainty avoidance, trust building, and power distance of both countries have been considered precisely. The impact of the cultural contrast has also been evaluated in the operational activity of the organisation. It has also been seen that cultural agility is such a component that has a great contribution to the growth of any commercial house.
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