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[bookmark: _Toc227059228]1. Introduction
Intercultural communication has emerged as a decisive factor in the success of international business relationships, especially where organisations conduct business in culturally different areas of the world, like the United Kingdom and Japan. With multinational companies becoming more and more involved in partnership with each other in order to innovate and enter new markets, both the skill of managing divergent communication styles has become mandatory and a strategic necessity. When speaking about collaboration between Unilever and Shiseido, the issue of communication is not only linguistic but also rooted in rigid cultural values ingrained within the meaning of communication and interpretation of it.
This essay will push in the argument that miscommunication between the UK and the Japanese team is core in the nature of communication styles as opposed to language barrier. Although, the cultural diversity can contribute to creativity and innovation, the variation between the low-context, individualistic culture of communication in the UK and high-context and collectivist culture of Japan creates systematic risks of misunderstanding. Such differences necessitate some conscious culturally aware management practices to achieve successful project implementation and collaboration.
[bookmark: _Toc227059229]2. Business and Cultural Context
The cultural environment in the United Kingdom dictates a very low-context business communication background, in which clarity, efficiency and explicit expression hold significant importance. Employees will be expected to express ideas in a straightforward manner, take personal responsibility and participate in fairly non formal interactions irrespective of the rank. Even though there are organisation structures, they do not pose a great barrier to upward communication and employees can challenge decisions and/or give their ideas without worrying much about the status. This practice represents a more general focus on responsibility and outcomes in which ambiguity can be easily construed as incompetence or lack of diligence (Abdellatif, 2022).
Conversely, the Japanese business culture has a high-context setting where communication resides in the context of shared understanding, relationships and implicit cues. It has a greater impact with hierarchy influencing decision-making and patterns of communication. Wa (harmony) as a concept promotes people not to confront each other directly, but uphold group unity is important. As a result, communication is indirect, and the meaning is expressed by the tone and context and non-verbal cues.
Such disparities entrenched within social and organisational norms but not veneer styles. They can cause tension in such partnership as Unilever and Shiseido where UK directness may be viewed as insensitiveness and Japanese indirectness as inefficiency and result to a misinterpretation of the systems.
[bookmark: _Toc227059230]3. Theoretical Framework
3.1 Hofstede’s Cultural Dimensions
The cultural dimensions of Hofstede allow us to have a good perspective of the latent forces behind communication variations in the UK and Japan. The UK scores high on individualism and low on power distance, a fitting cultural choice towards independence, equality and openness. It is hoped that employees should speak up and also own decision making, and this has seen a communication approach that upholds the importance of being straightforward and clear. On the contrary, Japan is a country with a collectivism orientation and high-power distance and uncertainty avoidance. This pairing facilitates group unity, obedience to the hierarchical authority and alignment to formal, well-thought-out communication. Although the Hofstede model is a successful tool to understand why clear communication is valued by UK employees and harmony by Japanese employees by assigning the entire national cultures to the same category, it faces the risk of overgeneralisation due to its homogenous nature of national cultures. It fails to completely explain differences in organisations, or the role played by global business practices. Despite that it is helpful in bringing out structural variations which inform communication expectations and behaviours (YOSHINO and Maximilian, 2024).
3.2 Hall’s High and Low Context Communication
In the intercultural interaction, Hall provides a more direct explanation to the way meaning is transferred with his differentiation between high-context and low-context communication. The low-context communication of the UK is based on straightforward verbal communication where information is properly articulated and misinterpretations reduced as much as possible by being direct. On the contrary, the high-context communication in Japan relies more on implicit knowledge, mutual experiences and non-verbal communication. Meaning is usually not declared but obtained implicatively and it needs a high degree of cultural sensitivity by the participants (Löwstedt and Hatarova, 2024).
It is described as a very useful framework when explaining the reasons why silence, indirectness and nuance are misconstrued so often when dealing with the UK Japan. Nevertheless, its dichotomous category might over-generalise the communication behaviours because people might change their style based on the context, organisational culture or international contact. This notwithstanding, the model is very pertinent in the understanding cross-cultural interpretation issues (Liu et al. 2023).
3.3 Trompenaars’ Cultural Dimensions
The framework created by Trampenar serves to further explain differences in communication through highlighting the differences like universalism and particularism and neutral and emotional expression (Monceri, 2026). The UK has a universalist practice that focuses on the uniformity of rules and principles that favour straightforward and open communication. Japan is more of a particularist type and focusses more on relationships and context affecting the framing and interpretation of messages. Besides, communication among the Japanese is more neutral with emotional control being employed to preserve harmony but in the UK; communication is much more open within the professional level (Junaid et al. 2026).
Despite the understanding of relational and emotional elements of communication that the model of Trompenaars offers, it is less accurate in the explanation of the disruption of communication during a specific time slot. It is valuable in being supplementary to other theories since it provides a wider insight on the role of cultural values on pattern of interactions (Chanwaiwit and Mori, 2024).
[bookmark: _Toc227059231]4. Comparative Analysis of Communication Styles
4.1 Direct vs Indirect Communication
UK organisations also tend to have a high degree of direct, explicit and task-focused communication, as they value clarity and efficiency. Messages are designed in such a way that there should be as little ambiguity as possible and people should be able to state their issues and demands. Conversely, Japanese communication is indirect and quite contextual where the message may be implied, but not declared. The process is based on mutual respect and empathy to social signals and therefore enables the participants to stay in unison when they express complicated concepts. Direct communication is efficient and minimises uncertainty but it may be a problem in high context settings. Direct questions are deemed challenging in Japanese contexts, especially when it undermines the chain of command or agreement (Fäcke, 2025). To illustrate this, when an enquiring UK manager seeks clarification, he/she might be taken to mean he/she is criticising, which will yield indistinct answers to avoid confrontation. This breeds a transparency vacuum cycle between UK teams seeing no transparency in them. The problem is less about capability but rather about variations in expectations whereby communication is informational in the UK but relational in Japan (Inada, 2023).
4.2 Decision-Making and Hierarchy 
Contrasting communication styles between UK and Japanese organisations can also be seen in decision-making processes. Decisions in UK can be made at haste, and those in charge are required to make decisions without seeking consultation. Relationships are straightforward and result-oriented, and communication helps to be flexible in changing business situations. Conversely, the Japanese organisations are characterised by consensus-based approach where decisions are formulated as a collective effort and need to pass through hierarchical lines (Thellefsen, 2024). This style enhances conformity and minimises the risk because various opinions are taken into account, before implementation. Nevertheless, it may reduce the progress especially in projects that are time-sensitive. On the other hand, the UK model will allow speed but can also ignore the essence of collective agreement, which will result in opposition in implementation. These differences may cause tension, where UK teams may view delays as inefficiency and Japanese teams as considering rapid decisions to be non-assessed enough. The dispute indicates disparities in priorities between efficiency and compliance, suggesting that adaptive communication that enables efficiency and inclusivity in cross-cultural work is required (Aririguzoh, 2022).
4.3 Feedback and Conflict Management 
In UK organisations, feedback is generally frank, constructive and open and based more in transparency and continuous improvement. Employees are allowed to question ideas and discuss issues in an explicit manner which reinforces accountability. Japanese communication on the other hand does not confront the situation and feedback is provided in an indirect manner to maintain harmony and avoid loss of face among the group.
Direct feedback also encourages brevity and quick resolution of problems, but this can be seen as being too harsh in high-context societies and may hurt relationships. Such feedback can be seen as personal communication by the Japanese employees, which diminishes trust and interest. On the other hand, indirect feedback keeps the group united but can lead to ambiguity that will restrict the ability to act effectively. Practically, this establishes a misalignment of expectations with the UK managers anticipating an immediate read between the lines but the employees in Japan looking to the unspoken word. Effective communication will therefore be a balanced action combined by being clear and sensitive that will make sure that feedback is not only understood but also culturally relevant (Ozieranski et al. 2023).
4.4 Non-verbal Communication and Silence 
One of the main differences in business practices in the UK and Japan is non-verbal communication and the meaning of silence. Silence in Japan also has meaning and can either be reflection, consent or even disapproval depending on the context. It enables people to process information but at the same time be harmonious and not confrontational (Jiang et al. 2023). Conversely, communication in the UK is more focused on articulation, and silence may be viewed as disengagement, and confusion or non-contribution. This deviation poses difficulties in cross-cultural relations. Japanese use of non-verbal communication promotes nuanced interpretation within contexts of familiarity, but leaves counterparts of the UK participants confused by wanting clear answers. Consequently, silence can be misunderstood to be an agreement and then disagreement can be found afterwards leading to frustration and to mismatch. This may destroy trust and break the communication of the project. The problem brings to the limelight how cultural norms influence not only communication behaviour but interpretation as well. The solution to such problems should be to acknowledge that silence is not a lack of reaction in intercultural interactions but as a communicative device.
[bookmark: _Toc227059232]5. Implications for Business Communication
The differences in communication between the teams in the UK and Japan have critical implications on the business performance, especially regarding the aspects of project schedule, development of trust as well as decision-making effectiveness. Different expectations of clarity, consensus and feedback are more likely to create delays in cases where there is misinterpretation of messages or there is an assumption of agreement instead of direct confirmation. Indirect or silence by the Japanese counterparts can be misinterpreted as approval by the UK teams and cause the expectations to misalign and only realise that at a later stage. This will interfere with workflow and can cause frustration because both parties might think the other is inefficient or uncommitted (Nam et al. 2023).
Evaluatively, these challenges can be enhanced by the lack of cultural awareness, as people are inclined to evaluate the efficiency of communication in terms of their cultural normatively. It can contribute to incorrect assumptions regarding effectiveness or intention, and in the end, undermines trust and decreases team unity. But these differences can be used to gain a competitive edge when they are identified and addressed in a strategic manner. Integration of UK directness with the Japanese deliberation will enhance quality and speed of the decision-making process.
In order to do this, organisations need to use specific intercultural strategies such as the adaptive communication methods, cultural mediators. Management of diversity is needed to balance efficiency and relationship harmony as well as to achieve effective collaboration.
[bookmark: _Toc227059233]6. Conclusion
The fact that the UK and Japanese team both have communication differences can be fundamentally rooted in the heritage of cultural values and theoretical premises that are ingrained in the way messages are received as well as they are passed on. The analysis shows that the differences in the direct and indirect communication, decision-making methods, manner and the meaning of feedback, as well as the meaning and interpretation of silence are the key points of deviation in cross-cultural business. All such differences are not indications of deficiencies but different cultural priorities that determine communication behaviour.
Finally, to be effective in global collaboration, organisations need to go past ethnocentric assumptions and learn adaptive communication strategies that are guided by intercultural theory. Instead of forcing a selective model of communication, it might be much more successful to identify, assess and prudently incorporate the multi-fold communication models in order to fulfil the organisational goals and sustainable cross-cultural relations.
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