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The skill to negotiate cultural differences is no longer a choice in the modern globalised world, but the key aspect of the business success. This can be more witnessed in international negotiations where deals that were potentially fruitful can fall apart due to misunderstanding of communication styles, values and expectations. 
One such case is the failure of the joint venture between American and Japanese companies in the 1990s, when misalignment of cultures over decision making processes, hierarchy and indirect communication resulted in irreparable failures (Feely & Harzing, 2017). Although global business has developed since that time, the same problems remain. 
With companies engaging in cross-border relationships, mergers, and marketplaces, the managers are required to have competence in intercultural communication to cope with the difference.
This essay will discuss the effects of cultural difference in negotiation in international business with specific reference to the U.S. and Japanese business environment. It explores the cross-cultural communication issues resulting due to dissimilarity in cultural norms e.g. the high/low-contextual communication, power distance and time-related perceptions and examines the strategic measures that can be undertaken by international managers to address these cultural differences. 
Relating to intercultural communication theories and concepts, including Hofstede dimensions and Hall context model as well as to practical examples of companies, the essay is intended to provide the most practical suggestions to achieve better negotiations.
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The essay starts by reviewing important theories of intercultural communication then delves into detail and analyses the use of those theories in the U.S. Japan negotiation dynamics. It ends by reviewing the success of the chosen managerial strategies and considering the consequences of their future use in the international business practice.
Successful intercultural negotiation is based on a good knowledge of the influence culture has on communication. The intercultural communication theory offers the necessary instruments in the analysis of business interaction with cross-cultural boundaries that help understand obvious and unobvious, but misalignments that may lead to the loss of results.
The cultural dimensions theory by Hofstede is one of the most popular frameworks that have been used in international business. According to Hofstede (2011), there are six dimensions, including individualism vs collectivism and power distance, that are used to demonstrate the impact of the national culture on workplace behaviour. As an example, the American business culture, with a high level of individualism, and a low level of power distance, is more inclined to direct and result-oriented negotiation. Japanese culture, in its turn, is a high collectivism/high-power distance society, and it is more likely to focus on group agreement and obedience to the hierarchy (Hofstede Insights, 2024). Such contradictory values may lead to misunderstanding, particularly when the Americans would see the Japanese as being cautious, and the Japanese may see the Americans as being direct as being disrespectful. Although Hofstede model is a powerful tool, critics state that it simplifies culture and does not take into consideration regional, generational, or organisational differences (McSweeney, 2018).
To add to the macro-level approach of Hofstede, we can mention the theory of high-context and low-context communication developed by Hall (1976). The contexts of a high-context culture that includes Japan thrive in non-verbal communication, relationship and environment whereas low-context culture like the U.S. thrives on direct verbal communication. This gap can easily result in failure in international negotiation. Though fundamental, Hall model has been criticised as binary and too static to capture the changing styles of communication in the globalised business environments (Kittler et al., 2021).
One more acceptable concept is becoming more relevant that is Business English as a Lingua franca (BELF) that deals with the place of the English language in multinational business. As opposed to norms of native speakers, BELF emphasizes non-native speakers to understand English and each other (Louhiala-Salminen and Kankaanranta, 2017). 
The usage of BELF in U.S.-Japan negotiations can decrease the linguistic asymmetry of the negotiation and enable the Japanese to negotiate with more confidence and both parties to focus on clarity rather than idiomatic fluency. Nevertheless, BELF is not a panacea, and misunderstanding may still occur in the situations when a cultural assumption is installed in language use (Pullin, 2018).
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The success of the negotiation requires cultural competence or the skill to adapt the communication into various cultural backgrounds. It is an awareness of the cultural norms and flexibility of behaviour (Spitzberg and Changnon, 2009). 
As a manager, it implies that you can change the communication strategies depending on the audience, handle ambiguity, and interpret signals of context. Cultural competence is not just about the ability to understand the language, but requires patients to have emotional intelligence, active listening, and relational sensitivity. Nevertheless, the establishment of this competence is the continuous process, and it may be limited by the unconscious bias or organizational culture (Ang et al., 2015).
These theories are especially applicable in the theme of negotiation, in which the issues of trust, timing, relation-building, and interpretation of messages are paramount. Both models provide a prism of determining the points of friction in intercultural communication and a conceptual foundation of designing the measures to address the friction. What is good about them, however, is that they are to be applied, not prescribed. They should be employed as guiding principles by managers as opposed to strict templates.
The cultural context in negotiation between the American and the Japanese companies is an example of how the cultural aspect of business may be of major influence on the business environment. One such case is that of the merger between Daimler and Chrysler which is well documented where cultural misalignment rather than market incompatibility played a key role in the ultimate breakdown. Although not an experience of Japan, the case underscored the tensions between East and West negotiation styles that are common to the U.S. and Japan partnerships: the difference in communication styles, decision-making expectations, and trust-building strategies (Appelbaum et al., 2017).
 In the case of Japanese companies such as Nissan and Toyota, the negotiations with Western firms will in most instances involve a clash between ingrained values of hierarchy, group decision making and formality against the Western values of pace, directness and informality.
The difficulty in communication in these environments is based on the extreme differences in the cultural dimensions. The model created by Hofstede also emphasizes individualism in the U.S. and collectivism in Japan where business decision-making is guided by consensus in the team and the development of long-term relationships (Hofstede Insights, 2024). American negotiators work in low power distance settings, and thus, they usually want quick and independent decision-making and view stalling as opposition. In Japan, however, decisions must go through formal hierarchies and therefore silence or delayed reaction is only an indication of internalization but not lack of interest. This has caused frustration, mistrust in the previous negotiations.
There are also high and low-context communication differences that make communication more complicated. Hall (1976) suggests that the high-context culture of Japan in which a lot is implied, silent, and is non-verbal, whereas the American negotiator is based in a low-context culture where clarity and expressiveness are natured. To illustrate, in initial Nissan-Renault negotiations, the French and Japanese teams came to conflict in the style of emails and face-to-face communication; the former Japanese counterparts made the French partners feel that they were not committed, and the latter made their Japanese colleagues appear rude (Clegg et al., 2018).
Language may also be a major obstacle. The purpose and style of using English vary even when using the English language. According to BELF studies, native fluency is not crucial but mutual intelligibility, which allows achieving successful communication in cross-border teams (Kankaanranta and Louhiala-Salminen, 2018). The American parties have unknowingly shut Japanese out by overreliance on idiomatic English in the U.S. negotiations with Japan. In addition, Japanese speak very formal or ambiguous English, so that they not to face confrontation, which may be misunderstood as evasive or not clear.
To address these issues, the global companies have taken up diverse strategies, especially those that are based on cultural intelligence (CQ). CQ is the ability to adjust across cultures, and it has four elements, namely metacognitive, cognitive, motivational, and behavioural (Ang et al., 2015). High-CQ managers can read the culture better, make changes to their negotiation tactics, and narrow the distance. As an example, the cultural flexibility of Carlos Ghosn partly contributed to the success of his leadership of Nissan in the turnaround since 1999, as he withheld decisions until Japanese managers reached an internal consensus, and covertly added accountability (Martin and Schmidt, 2019). The language strategy is also an issue. There are other companies that implement the BELF principles directly and offer English communication principles that are aimed at being clear, simple, and inclusive. Unilever, as an example, trains its international teams not to use idioms, acronyms, and assumptions of native fluency when making cross-border negotiations (Forbes, 2021). Google has excelled by integrating intercultural communication training in the leadership development programmes. Managers are taught to recognize the patterns of high- vs low-context communication, ponder over their own bias, and become more adaptive and culturally aware (HBR, 2020).
Another strategic decision is the adaptation vs standardisation in communication. When the stakes are high, adaptation can usually be more effective. The American companies that conduct business with the Japanese have changed towards the length of their negotiation time, more formal introduction, tolerance of silence, and pre-meeting rituals as they endeavour to build trust first before negotiating the terms. Even though this can slow down the deals process, it enhances the quality of relations and minimizes the conflict after the agreement (Deresky, 2017). Nevertheless, there are limits to adaptation, as it may prove to be time consuming and expensive, particularly when the company is dealing with several international partners at once.
The key to these strategies is leadership and training. Firms that invest in more than mere tips on the surface of cultural training report improved results of negotiations. The example is the operations of Toyota in the United States: at that, American managers are regularly trained on the expectations of Japanese communication, and the opposite, which facilitates a better coordination of projects and minimizes the misalignment of goals and timelines (BBC, 2019).
Regardless of these attempts, results differ. 
Such strategies as CQ development, and usage of BELF make it clear and decrease conflict but they cannot clear the deep cultural value differences. The problem of misunderstandings can still occur because of being unconsciously biased or having different expectations of hierarchy and formality. In addition, certain strategies may lead to the superficiality of implementation such as the check-the-box training sessions without behavioural change.
When considering these strategies, we can see that cultural intelligence, use of specific language strategies and culturally sensitive leadership are seen to aid in better negotiation results in the U.S.–Japan business environment. The success of managers such as Ghosn at Nissan and prepared communication protocols of Unilever and Google indicate that with the right application of these tools, the friction is minimized, and long-term international relationship is established. These strategies are not however general-purpose. The best results are achieved when companies make their strategies fit to the negotiating situation, industry culture, and relationship. The main lesson that the international managers should learn is that preparation should not stop at logistics, legalities, communication patterns, power structures, and cultural values should be understood and not negotiated.
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This essay has revealed that cultural differences play a large role in influencing communication through international business negotiations and the context between the U.S and Japan has demonstrated how different values and communication styles may eliminate or lead to a breakup. The dimensions by Hofstede and Hall context model indicated the main spheres of tension, including the different attitude to hierarchy, time, and message delivery. Pragmatic examples of NissanRenault and Google intercultural programs proved the possibility to cope with the lack of alignment applying specific strategies.
The main issue, which is, how does culture play with negotiation and what managers can do to overcome the situation, was resolved with references to the discussion of the communication theory and effective business reactions. 
Such strategic measures as the development of cultural intelligence, policy of BELF-oriented language and adaptive negotiation styles turned out to be critical in terms of minimizing miscommunication and trust-building.
Success in cross-cultural negotiations to international managers is now more of a matter of soft skills cultural awareness, emotional intelligence, and behavioural flexibility, than of technical competence. 
With the world of business becoming increasingly global, individuals that can perceive cultural signals, adjust their communication, and lead with empathy will be in the best place to navigate the world of complexity and facilitate international cooperation.
Finally, intercultural competence is not a peripheral feature it is essential leadership skill of the global business world.
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