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Collaborations that involve many nations have become commonplace in today’s world, and are very important for those who want to innovate and expand their market areas as well as increase their efficiency. Particularly notable in the UK automotive industry is the significance of international cooperation with regard to the annual turnover of over £93 billion and for employment of some 813,000 individuals across the automotive industry (Large, 2024). However, key factor in the success of international partnerships is the effective intercultural communication because cultural values differences can affect teamwork, decision-making processes and organisational performance. Misunderstandings, conflicts, and reduced collaboration are possible outcomes of communication expectations that vary between members of multinational teams if not managed appropriately. 
This essay will explore the cross-cultural communication challenge between Jaguar Land Rover (JLR), headquartered in Coventry, United Kingdom and Toyota Motor Corporation (TMC), a Japanese automotive company. Collaboration between Jaguar Land Rover and Toyota is in advanced technologies in the automobile industry, such as electric cars, sustainable mobility technologies and production innovation. Jaguar Land Rover contributes its skills in design of luxury cars, while Toyota supplies hybrid technologies. This collaboration needs intercultural communication due to the difference in organizational practices. Effectively coordinating JLR's manufacturing operations across the world is important and Toyota's internationally recognized Toyota Production System (TPS) values continuous improvement (Kaizen), team working and collective problem solving. 
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Cross-Cultural Communication Theories: Insights and Limitations
Cultural Dimensions Theory, Hofstede, is a model to examine how national cultural values might influence communication and behaviour in the workplace. For instance, Hofstede’s cultural values show clear disparities between the UK and Japan, especially concerning individualism and uncertainty avoidance, where the UK receives scores of 89 and 35, while Japan has scores of 46 and 92 (Komisarof and Akaliyski, 2025). In the context of UK–Japanese business collaboration, the individualism–collectivism, power distance, uncertainty avoidance and long-term orientation constructs offer helpful insights into the possible communication gap between the Jaguar Land Rover and Toyota teams. UK tends to be linked with greater individualism and therefore employees might prefer autonomy, personal responsibility and independent decision-making. On the other hand, Japanese are more collectivist in their thinking, emphasizing teamwork, group harmony and consensus (Ito et al., 2025). This difference could have an impact on collaboration, as UK workers might prefer to make quicker decisions individually, while Japanese workers may prefer to consult before taking action.
Likewise, variations in power distance can impact communication. In many UK organisations, there is a more informal relationship between managers and employees and many Japanese organisations are more hierarchical and are more respectful of seniority. Thus, if a conflict is introduced to the UK worker face-to-face, they could misinterpret it as it is seen differently by the Japanese person who values respect and harmony more. In addition, Japanese organisations may be more structured in their planning and more risk averse, Japanese society may be more long-term oriented and this could influence organisations in the UK to be more tolerant of uncertainty.
However, Hofstede's framework has been criticised for being too static of a concept of national cultures (Kole and Kirwa, 2025). This can be based on assumptions, which fail to take account of variations within countries, industry and organisation. Organisational values, work experiences, and experiences of exposure to other cultures can create hybrid cultural identities among employees of an organisation. Therefore, Hofstede should only be used as an analytical framework and not as a predictor of behaviour.
Hall's High-Context and Low-Context Communication Theory also provides an understanding of communication differences between the UK and Japan. The UK is a lower context culture, meaning that communication is mainly based on direct messages and explicit information and open feedback (Winstone, 2022). On the other hand, it is said that Japanese culture is a high context culture which relies on relationship, context, and tacit knowledge in their meaning. However, Hall's approach can be problematic as it seems to neglect the more contemporary context of the multinational communication in which employees are increasingly adapting their communication style in the process of international cooperation. Thus, cultural theories provide some understanding of communication behaviour, but are not enough in themselves and must be augmented by organizational and individual factors to achieve a holistic understanding of communication behaviour.
Application of Cultural Theories 
The intercultural communication theories applied to Jaguar Land Rover (JLR) and Toyota indicate that cultural values influence the communication attitudes, decision-making process and team integration within multinational team (Shivaraj et al., 2026). However, cultural differences do not always have to be seen as insurmountable obstacles, and their impact depends on cultural differences that are recognised and addressed in a fashion that varies from the others.
It is useful to have an understanding of the differences in communication with UK and Japan, as Hall's HC-LC Communication Theory can help you with this. JLR operates in the UK context, which tends to be low-context, and in which employees may prefer to communicate directly, explicitly and openly. How difficult it is to communicate across a range of different cultures is demonstrated by JLR's global operations. With operations in more than 170 markets and approximately 40,000 employees across the globe, Jaguar Land Rover requires effective communication and coordination between teams and stakeholders in various geographic locations (Blackman, 2026).  This can make work more efficient, eliminate ambiguity and enable a quick resolution. Moreover, the culture of the UK would be more individualistic, which would enable the workers to lead in a teamwork with their personal opinion and responsibility.
On the other hand, Toyota's communication practices are similar to those of higher-context communication styles, which is defined by factors such as relationships, shared understanding and situational factors. The Japanese organizations place great importance on reaching consensus and harmony. This could mean that the employees would like to think carefully before voicing their disagreement. This can lead to more trust and team commitment but can create issues in teams that do require immediate feedback and response. When discussing the development of an electric car, JLR engineers will speak directly about issues that may affect the design or deadlines, while Toyota engineers will refrain from disagreeing openly in order to maintain harmony. This could result in confusion, because JLR may perceive lack of argumentation as agreement, while Toyota may consider direct disagreement as disruptive.
Therefore, in high context communication, where keeping the relationship intact is crucial, direct communication may lead to interpersonal conflict while in low context communication it may help to clarify and accelerate the process of decision making (Levitt, 2022). However, indirect communication can facilitate cooperation, but can also cause misunderstandings if international teams understand the lack of communication or doubt differently.
The Hofstede's dimensions of Collectivism and uncertainty avoidance can provide a more insight into the difference in decision making between JLR and Toyota. Philosophy of operations at Toyota, especially the TPS system and Kaizen approach, revolves around continuous improvement, involvement of employees and structured problem solving. Toyota is also an example of international working in which they employ more than 380,000 people worldwide and have manufacturing facilities in several nations (Toyota Motor Corporation, 2025). In order to achieve this international expansion, it is necessary to have a continuous communication process and to adjust to the other cultural environments.  The collaborative decision-making approach provides an opportunity for all to have a say before the implementation takes place and can improve employee involvement and reduce operational errors. In making any changes regarding production, managers from JLR could go for a quick decision-making process using engineering intuition while Toyota might go for wider consultation before making any decisions. Even though Toyota’s method takes longer to implement, it will help increase commitment and implementation. On the other hand, JLR’s method increases flexibility.
On the other hand, JLR is able to make quick decisions and respond faster due to its agility in making decisions especially in the car manufacturing industry. However, the two approaches are not necessarily the best. This consultative approach can be time consuming when decisions have to be made quickly and may not yield results as quickly as a more directive approach if stakeholders are not ready to sign up, but in the long term, terms can save the day. However, faster decision-making may result in higher flexibility and less engagement and commitment of the employees (Ogu, 2024).
This illustrates the importance of taking advantage of the efficient and relational analysis. The combination of quick decision making with stability offered by collective consultation is needed for organisations to work well in a multinational context.
Language issues can also be a barrier to communication between the JLR and Toyota teams, especially in terms of leadership. A high respect for hierarchy and seniority exists within the organisation in Japan, which can affect relations between employee/manger and in giving feedback. However, in the UK, there is more non-formal and open dialogue and relationship building between organisations, but this is less common in other countries.
The JLR-Toyota deal might be missing on the understanding. It is important to be aware that staff in Japan may be hesitant to disagree with higher-level staff, and UK managers may think that if the feedback is weak, it implies acceptance. In terms of prototype reviews, Toyota engineers may give their objections in an indirect manner using expressions like “requiring further consideration” on the one hand, whereas JLR managers would want to have direct criticism from the other hand. The misunderstanding may lead to postponement of the problem solution. This is a possible pitfall in assuming that silence is an indication of acceptance as communication patterns are influenced by the cultural norms surrounding authority, respect and disagreement.
Another aspect that shows cultural differences is conflict management. Communication in UK work environments may promote healthy arguments and discussion about problems; criticising each other may be considered as part of the process of improvement (Zara, Nordin and Isha, 2023). On the other hand, communication in Japan may strive for preserving harmony.
Nevertheless, conflict does not necessarily need to be negative. Productive conflict will foster creativity; on the other hand, unresolved conflict will create barriers to cooperation. Thus, communication practices for effective integration must include positive integration of diverse cultural viewpoints into communication and at the same time reduce misunderstandings.
Strategic Implications for Managing UK–Japanese Collaboration 
Organisations must go beyond the stage of recognising cultural differences, and create strategies that allow for communication adaptability in the management of UK-Japanese collaboration. While cultural frameworks may help to understand possible barriers, the incorporation of cultural expectations for communication is a skill that is essential to successful international partnerships (Sharipova, 2025).
Firstly, it is required that cultural intelligence of managers and employees be developed in the organisations. Cultural Intelligence (CQ) of managers and employees needs to be built first in organisations. Cultural intelligence allows people to perceive cultural differences, modify their communication style and react appropriately to different cultural situations (Alifuddin and Widodo, 2022). The CQ development could help to explain differences in feedback style, decision-making expectations and attitudes to workplace relationship with the CQ managers of JLR and Toyota. However, cultural training is not a panacea to remove communication problems, as personality and professional experience of the members as well as the culture of the organization play a role in the behaviour of the members in the workplace. Thus, CQ should be considered as a process instead of being a training programme.
Secondly, organisations need to develop their hybrid communication practices that embed complementary strengths of culture. Toyota's focus on consultation, consensus building and development of long-term relationships will help to bring about cooperation and employee buy-in while JLR's direct communication style could help to speed up information flow and decision making (Horvat, Lisec and Bobek, 2025). However, using just one of the communications styles can be an operational disadvantage and a balance of the styles is needed for efficient operations and to sustain the relationships.
Finally, cross-cultural leadership development and communication needs and inclusive meeting formats need to be reinforced in international team leadership practices. Employers should ensure that the workplace is conducive to employees to voice opinions and ideas in a respectful way. This can help to minimise misunderstandings and enhance cross-cultural collaboration.
Therefore, a successful joint venture between JLR and Toyota should not replace one form of communication with another, but rather managers need to learn to use practices that build on the complementary strengths of the national culture and recognise that relying solely on the national cultural assumption is not desirable.
[bookmark: _Toc236667178]CONCLUSION
Multinational collaborations in relation to information sharing and decision making and team relations between Jaguar Land Rover and Toyota have significant impact on communication. The Cultural Dimensions Model by Hofstede and the High-Context and Low-Context Communication Model by Hall can be employed to help explain the differences between communication between the UK and Japan. However, it will not be used to explain the behaviour of a company's employees as this is also determined by the company's culture, experience in working in the company and personal characteristics. Therefore, working together internationally cannot be done if it is only a matter of knowing about national culture differences. Both JLR and Toyota in practice will have to engage in adaptive communication strategies, build cultural intelligence and understand the importance of using complementary strategies to make the cross-cultural cooperation durable and efficient.
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