



Component 2: Essay

Programme: BA (Hons) Business Management
Module: International Business Communications
Module Code: LCBB6023





Student Name: Gabriel Chirosca
Student ID: 2244324
Lecturer: Piyumika Gamage
Word Count: 2000
Submission Deadline: 16/08/2026


Table of Contents
Introduction	3
Company and Market Background	3
AstraZeneca PLC (UK)	3
AstraZeneca K.K. (Japan)	3
UK and Japanese Business Environment	4
Theoretical Framework	4
Hofstede's Cultural Dimensions	4
Hall's High- and Low-Context Communication Theory	5
Communication Style Differences Between UK and Japanese Teams	5
Verbal Communication	5
Decision-Making Style	6
Giving Feedback	6
Leadership Expectations	6
Team Collaboration	7
Evaluation of Cross-Cultural Communication Challenges	7
Recommendations for Improving Communication	8
Conclusion	8
Reference list	9
Appendices	11
Appendix 1: Financial Highlights of AstraZeneca, 2025	11
Appendix 2: Cultural differences between USA and Japan based on Hofstede dimensions	12
Appendix 3: Hall’s High Context and Low Context Cultural Theory	13


[bookmark: _9ubghmtcphwd]

[bookmark: _4ubbgz93x5k3][bookmark: _Toc236072140]Introduction
Globalisation has allowed multinational companies to expand to different countries and engage with people from different cultures. It provides an environment for innovation and knowledge sharing, and supports business development and growth. Communication among people of different cultures is an essential part of doing well in international business activities, besides technology and finance. AstraZeneca plc belongs to one of the most established pharmaceutical firms in the UK, which expands into other countries (AstraZeneca plc, 2025). Among them, AstraZeneca K.K. is one of the important subsidiaries of the company in Japan. These companies work together on research, development and the marketing of drugs that can improve the health of individuals. For example, as a Country Director lead a team of employees from the UK & Japan, knowing their communication styles, working styles, and cultural practices. There will be conflicts and problems that will arise from cultural differences if they fail to communicate. The purpose of this essay is to make a comparison of the communication styles of the UK and Japan in employees with the help of Hofstede's Cultural Dimensions and Hall's Contextual Communication Theory.
[bookmark: _lq2p7q5k05en][bookmark: _Toc236072141]Company and Market Background
[bookmark: _75tb2hq1ed6p][bookmark: _Toc236072142]AstraZeneca PLC (UK)
AstraZeneca plc is an international pharmaceutical and biotechnology firm that was established in 1999 from the amalgamation of Astra AB of Sweden and Zeneca Group of the UK. It generated revenue of $58.7 billion in 2025 (AstraZeneca plc, 2025). The company has its headquarters in Cambridge, England. It aims to develop drugs which can contribute to the well-being and health of patients worldwide. AstraZeneca has four major business areas: oncology, cardiovascular diseases, rare diseases, and respiratory diseases. Today, the company works in more than 100 countries to make medicines available to millions of patients. Furthermore, the company has good financial health as indicated in Appendix 1. 
[bookmark: _vuwmln1wxg3g][bookmark: _Toc236072143]AstraZeneca K.K. (Japan)
AstraZeneca K.K. is a wholly-owned subsidiary of AstraZeneca plc operating in Japan. The company is headquartered in Osaka, where it manages the company’s operations in Japan. This subsidiary has an integral part to play in research collaborations, clinical trials, development of products, and marketing of pharmaceutical products. In addition, the subsidiary works in co-operation with hospitals, universities, health practitioners, and the government to implement new drugs in the country. In FY 2025, AstraZeneca recorded sales of $4,982 million (AstraZeneca Results, 2026). Through this collaboration, the subsidiary helps the parent company expand its presence in the market.
[bookmark: _el3vsr2doglh][bookmark: _Toc236072144]UK and Japanese Business Environment
The business culture of the UK is an individualistic one, where individuals are required to be encouraged to give their suggestions, speak freely and act independently in making decisions. In the UK, many organisations have reasonably low layers of hierarchy, and encourage people to talk and work on innovation (Osei et al., 2023). However, teamwork, hierarchy and consensus building are significant aspects of decision-making in Japan, with its group business culture present. Japanese organisations are generally concerned about developing long-term business relationships and considering the risks before making any decision. Such differences in cultures play a significant role while working together with UK and Japanese teams.
[bookmark: _7l1eul11ncxk][bookmark: _Toc236072145]Theoretical Framework
[bookmark: _vhv0gf13lwm][bookmark: _Toc236072146]Hofstede's Cultural Dimensions
Hofstede's Cultural Dimensions Theory assists in understanding the relationship between values, behaviours, and communication patterns of people within workplaces as related to the culture of a country. This theory is useful for multinational companies to learn about the differences in cultures and foster effective collaboration among employees from various countries (Piotrowska and Piotrowski, 2023). The Individualism Index of the UK is 89, while the Individualism Index of Japan is only 62 (Refer to Appendix 2). It implies employees in the UK take personal responsibility and exercise individual judgment. In turn, employees from Japan prefer teamwork and consensus when making decisions. 
Power Distance is higher for the UK with a score of 35, while Japan shows a score of 54 (Refer to Appendix 2). It suggests that organisations in the UK are flatter, and that staff are comfortable giving input and feedback to managers. At the same time, Japanese employees are respectful towards the hierarchy and senior managers. The Uncertainty Avoidance index suggests that Japan scores very high at 92, UK scores 35 (Refer to Appendix 2). It involves careful planning, implementation of rules, and minimising risk before undertaking any action for Japanese staff. The uncertainty and changing perceptions are accepted by employees in the UK, as is innovation and change. The masculinity score of Japan is 95, compared to 66 for the UK (Refer to Appendix 2). There is greater competitiveness, hard work, and high performance in the case of the Japanese, and the emphasis on achievements is more pronounced in both cultures. These cultural differences might have an impact on communication, leadership, teamwork and decision-making in joint projects implemented by AstraZeneca UK and Japanese teams.
[bookmark: _z7qrmsf3v0xa][bookmark: _Toc236072147]Hall's High- and Low-Context Communication Theory
High-Context and Low-Context Communication Theory, as introduced by Hall, points to the different ways cultures communicate and communicate their meaning (Refer to Appendix 3). This theory will enable organisations to know the disparities of other countries in communication style (Broeder, 2021). The UK is one of the low-context countries. In the UK, staff tend to be open and speak directly. Often, they express their opinions freely and expect that the message be communicated clearly to others. Written communication, such as emails and reports, is widely used as a means to make sure that messages are understood well. Japan is another example of a high-context culture. The people who work there do not speak explicitly and tend to get more into building a relationship and harmony within groups (Kotera, Van Laethem and Ohshima, 2020). The different ways that the individuals might communicate can hurt the employees from both countries, as the UK employees may be looking for communication to be precise. The understanding of Hall's model can help multinationals such as AstraZeneca in forming effective cross-cultural communication and good rapport between UK and Japanese team members.
[bookmark: _cq73g5wyf33s][bookmark: _Toc236072148]Communication Style Differences Between UK and Japanese Teams
[bookmark: _1247oc4wu1xn][bookmark: _Toc236072149]Verbal Communication
There are some key differences between the UK and Japanese teams when it comes to verbal communication. In general, employees in the UK tend to be straightforward in their communication style. They are not afraid to express their views and to ask questions to get instant responses in return. They believe that open communication will resolve many issues and aid decision-making (Khan et al., 2026). Meanwhile, Japanese employees use indirect communication techniques to maintain harmony and prevent conflict. As a result, it may lead to misinterpretations as UK staff appear to be indecisive, and Japanese staff appear to be rude and tactless.
[bookmark: _b7l9o9ocjzve][bookmark: _Toc236072150]Decision-Making Style
The other disparity between the two nations is that they have. The other disparity between the two countries is in their decision-making styles. In the UK, decisions are taken quickly, and manager/individual puts decisions based on judgement. In a way, the workers have freedom to speak out and exercise autonomy in reaching their own decisions when necessary. In Japan, the Nemawashi style of decision-making is used, where the idea is discussed with various people and the decision made thereafter (Ansho, 2024). This type of discussion can help you reach an agreement which reduces further disagreements in the future. The employees from the UK may get frustrated with such slow decisions, while those in Japan may think that people from the UK make decisions fast without consulting everybody.
[bookmark: _qhl3fq616pp1][bookmark: _Toc236072151]Giving Feedback
The approach taken in the two cultural practices is also different regarding how the feedback is delivered. UK managers provide feedback regularly that is honest and direct to improve employees' work (Wood, 2021). The employees generally receive the criticism as a part of their job and want to know what they need to do differently. The Japanese are always giving criticism in a roundabout way to preserve the dignity of the person being criticised. However, roundabout feedback may not be well understood by UK employees since they might fail to see that someone is criticising them.
[bookmark: _pq7vcd8ymxk3][bookmark: _Toc236072152]Leadership Expectations
The UK and Japan also have a difference in how they expect leaders to qualify. Many organisations in the UK frequently have participative leadership styles, meaning that the manager is open to team members expressing and consulting in the decision-making process. Usually, employees feel at ease when they have to share their views with the leaders (Benmira and Agboola, 2021). This way, there is a spirit of cooperation and collaboration in the team. However, leadership in Japan is mostly dependent on the hierarchy and respect for seniority.
[bookmark: _afk8ct6xuz65][bookmark: _Toc236072153]Team Collaboration
To achieve efficient interaction between British and Japanese teams, they must understand different perceptions of responsibility, trust, conflict and team goals in both cultures. Employees in the UK will take personal responsibility and be comfortable discussing their differences to come up with solutions. In Japan, workers will have to pay extra close attention to their shared responsibility, develop trust and avoid public brawls to maintain harmony (Takahashi et al., 2020). They will see solutions that have to do with the success of the team, rather than their own. Such differences will have an impact on the execution of projects. However, without cultural competence, misunderstandings might hamper the process. 
[bookmark: _o3e99enfi0ca][bookmark: _Toc236072154]Evaluation of Cross-Cultural Communication Challenges
Cross-cultural communication among UK and Japanese staff will not only bring some problems but will give AstraZeneca an opportunity to see some benefits from cross-cultural communication. Miscommunication might be a problem. Standard email communication with straightforward messages and expecting timely and clear responses from others is the usual approach by staff of companies in the UK (Arnold, Goldschmitt and Rigotti, 2023). However, Japanese staff tend to speak politely and indirectly. Hence, it is possible that an important message could not be correctly received in emails, meetings, and project updates. It also refers to the fact that a Japanese person would rather not offend or disagree with another person's idea to not negatively affect the relationship, whereas a UK person would think that everyone agreed to the idea. The one additional issue will be the slow pace of decision-making within a Japanese team. UK teams prefer to make decisions promptly and start work. In contrast, Japanese teams tend to consult everybody about every detail before deciding (Hashiguchi et al., 2020). This type of behaviour mitigates risks, but slows the project development timeline. Another disparity that cannot be overlooked has to do with trust building. Employees in the UK focus primarily on task efficiency and project goals, whereas the Japanese employees focus on establishing trust-building relationships first to enter the work process with others. However, despite all difficulties that exist, this union will contribute to more innovative work. As a result, integrated decision-making, reduced risk and successful development of innovative pharmaceutical products.
[bookmark: _i2skmrb7wxzz][bookmark: _Toc236072155]Recommendations for Improving Communication
AstraZeneca should introduce cross-cultural training so that workers from Britain and Japan can acclimatise to the communication mannerisms and attitudes in the working environment. Communication sessions would improve their skills for constructive criticism, conflict resolution and listening (Malling et al., 2020). Mixed project groups where they can share knowledge and build relations amongst each other are also recommended. Having scheduled meetings regularly about project developments via video would be beneficial for achieving mutual clarity among the workers. Lastly, the company must also have good communication procedures and, if applicable, bilingual documents to better understand the situation.
[bookmark: _8wxkxk7b4rq4][bookmark: _Toc236072156]Conclusion
There are many differences in cultures between the UK and Japan, which is a part of the collaboration between AstraZeneca plc and AstraZeneca K.K., and good communication is fundamental in the sharing process. The different cultural values distinguish them in their communication style, decision-making, leadership, feedback, and teamwork. The staff members will be able to prevent misunderstandings and communicate and collaborate effectively with the help of knowledge about the culture of both nations. Hofstede's cultural dimensions and Hall's HC and LC Communication Theory would be useful to understand these communication styles. This will enable the teams to build better relationships and to be successful in their innovation development process.
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