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Summary
Since the 1990s, with the rapid development of science and technology, economic globalisation has entered the fast lane. The scale and extent of cooperation between multinational companies has been increasing in the wave of globalisation. This cooperation is accompanied by continuous communication. However, if communication continues, cooperation will continue; if communication stops, cooperation will end.

Therefore, how to deal with cultural differences in communication and how to achieve effective cross-cultural communication is increasingly becoming a subject for in-depth study by companies in multinational cooperation.

This paper presents a case study of ME - the Japanese subsidiary of a British company. The exploration is based on the intercultural communication model, combined with the national cultural dimension theory and the high context low context culture theory, to find the deep-seated cultural reasons for the occurrence of intercultural communication conflict incidents. Based on these causes, strategies and suggestions are made to optimise cross-cultural communication issues in ME companies.
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[bookmark: _Toc118721655][bookmark: _Toc25628]1.0Introduction
This paper introduces the basic concepts of communication and intercultural communication, focusing on Gilder Hofstede's national culture theory and Edward Hall's theory of high and low contexts and cultural differences between Britain and Japan. Using the ME company as an empirical research object and several cross-cultural conflicts as case studies, the deep-seated cultural reasons for miscommunication are analysed and effective ways to optimise cross-cultural communication are explored, in the hope of providing some ideas for relevant companies and practitioners to draw on.

The parent company of ME is a research and development company with production and sales capabilities, mainly producing high precision sensors. The company employs 1,486 people, of which 768 are R&D staff. The company spends 20% of its annual sales on research and development. It is clear from the above that ME has a large and experienced R&D workforce, with a strong know-how and R&D capabilities, but has encountered many challenges in cross-cultural communication.

[bookmark: _Toc18458]2.0Main Findings
[bookmark: _Toc25855]2.1 Introduction to theory
Firstly I would like to introduce the Gilt-Hofstede theory of national cultural dimensions and the Edward Hall theory of high and low context

Context refers to the context of linguistic communication and contains both situational and cultural contexts. Situational context refers to the time when the verbal communication takes place, the place where the communication takes place, the manner in which the communication takes place, the content of the communication, the mutual relationship between the two parties and the social status of both parties. The cultural context refers to the socio-cultural background of the communicating parties when the verbal communication activity takes place.

Edward Hall classifies contexts into high and low contexts according to the degree of dependence of the message on the context in which it is conveyed. high Context means that in communication, very little information is conveyed through clear linguistic coding, and most information is hidden below the literal meaning and is conveyed through the context of speech, and therefore needs to be accessed through the context in which it is communicated. It is often the sub-literal meaning that is the true meaning of the sender. In order to understand the meaning of a message, it is necessary to understand it not only in terms of the words used, but also in the context in which it was produced.

Low Context, on the other hand, is the opposite: a great deal of information is encoded clearly, i.e. all or most of the information exchanged is expressed in clear, well-worded language. By understanding the literal meaning of what the other person says, one understands what he or she really means. In other words, the literal meaning is the true meaning of the other person.

Dutch management scientist and cultural guru Geert Hofstede conducted years of intensive cultural values research in the 1960s and summarized the four dimensions of national culture - Power Distance, Collectivism and Individualism,
In 2010, he proposed a fifth dimension of national culture, Long term and short term Orientation, based on the new observations of many scholars. In 2010, he added Indulgence and Restraint to the five dimensions, further enriching and developing the theory of the national culture dimension based on the new observations of many scholars.
[bookmark: _Toc28581]2.2 A comparison of the cultural dimensions of the countries of Britain and Japan
There is a large gap between the British and Japanese scores on power distance, collective/individualism, uncertainty avoidance, and permissiveness/restraint; there is a smaller gap on masculinity/femininity, with both countries focusing on gender equality and being neutral; and the long-term/short-term orientation is very close between the two countries. 

In terms of power distance, Japan scores 54 and is clearly a country with a high power distance, where there is an acceptance of unequal power in organisations and managers have a veto power. In Japan, managers can decide on almost everything. Even if they don't know anything about certain technologies, managers can still decide on these technical issues. It is not uncommon to hear the opinion in Japan that it is not technically feasible, but if the manager says it is, it must be. The UK scores 35 points, indicating that it is a country with a low power distance. The hierarchy in its organisation is set up to facilitate management, with each employee having their own authority and employees being able to make their own decisions within their own authority with little interference from managers. Managers rely heavily on the expertise and skills of their employees in business management, for example: technical matters are decided by technical experts, and if the technical experts say no, the managers are bound to say no too. We often hear people from Japanese companies say "I have met the general manager of your parent company many times and had dinner with him many times, we are buddies. This is the most direct manifestation of a strong power distance culture. 

On the collective/individualism scale, Japan scores 46 as a strong collectivist national culture compared to the UK which scores 89, while the UK is a strong individualist national culture. The Japanese believe that the collective good comes before everything else and that when the individual good and the collective good cannot be accommodated at the same time, the individual good must follow the collective good. Colleagues are divided into circles and people are warm to those within the circle and indifferent to those outside. The Chinese promote collective decision-making, and when a problem arises, the Japanese often say, "I'll tell you about it after we meet and discuss it. In contrast, the British mostly believe in the individual above all else, and when there is a conflict between individual and collective interests, individual interests should take precedence. At work, they aspire to complete tasks independently, enjoy challenges at work and push for individual decision-making. 

On uncertainty avoidance, Japan scored 92 and the UK scored 35, with Japan scoring more than twice as high as the UK, a huge difference between the two countries. It is clear that Japan is a country of strong uncertainty avoidance, while the UK is the opposite. The Japanese adhere strictly to the rules and regulations of their society and are so planned that they can even agree to a meeting several months later. Once a meeting has been agreed there is no need for any reconfirmation before the meeting starts and both parties will be on time at that time. The Japanese use clear and precise words and try very hard to avoid ambiguity. In the British, on the other hand, rules are enforced flexibly according to the situation. The British do not resent ambiguity and there are many words in the English language that have multiple meanings in their own right. The British and Japanese take very different measures when faced with uncertainty. For example: when someone says that a sum of money has recently been given out, if you receive it now you will only receive $100, if you receive it in three months you will receive $150. Most British people, fearing that they will not receive the money in three months, choose to take the money and leave immediately. Most Japanese, however, will first sign a contract or take other necessary steps to ensure that they receive the $150 in three months and then choose to receive the money in three months. 

As for masculinity/femininity, Japan scored 95 and the UK scored 66, both being masculinist countries. Both Japan and the UK are career success oriented and both Japanese and British are willing to give more to success and invest more time and effort in their work. It could be said that in this respect, people from both countries are sympathetic and share common values. 

In terms of long-term and short-term orientation, Japan scored 88 and the UK scored 51, with both countries emphasising long-term orientation. People in both countries pursue long-term goals, and people in both countries are pragmatic, hardworking and frugal. This is one of the reasons why people in both countries can appreciate each other

In terms of indulgence/restraint, Japan scored 42 and the UK scored 69, with Japan being more restrained than the UK. People in both countries are more in control of their desires and emotions, do not focus on leisure and entertainment, and believe that the meaning of life should be to live and strive. 
 


[bookmark: _Toc14305]2.3Comparison of high- and low-context cultural aspects between Germany and China 
In communication, the British often use absolute words such as "absolutely", "certainly" and "definitely" to express their certainty about the information, while the Japanese prefer to use words such as The Japanese like to use words such as "maybe", "possibly" and "not necessarily right" to avoid the listener thinking they are being arbitrary. The British only say what they are sure of and never readily say what they are not sure of; the Japanese are much more casual and will say what they are sure of as well as what they speculate. The reason for asking a British person a question and not getting an answer for a long time is probably that the British person does not know the answer to the question; whereas a Japanese person, when asked a question he does not know the answer to, will still respond promptly with an answer he presumes. When the British see a question, they ask it directly and answer it in the right way. The Japanese, on the other hand, will be facetious and will answer a question in a roundabout way. The Japanese feel that the British are too direct in their questions, and the British feel that the Japanese are wasting their time by answering questions that are not relevant.

With the British, as long as the information is not missing and is taken literally, there is nothing wrong. When communicating with the Japanese, it is important to consider not only the completeness of the message, but also the context of the conversation, the identity of the person talking, and the occasion of the conversation, so that you can understand it accurately.

In business negotiations, the British are used to bringing up all the terms and conditions for discussion at once and discussing them in a unified manner to ensure completeness. The Japanese, on the other hand, are used to asking and testing, presenting some of the terms first and then adding others after they have been reached. Often, however, because the preceding and following clauses are linked, and thus after leading to new clauses, previously agreed clauses must be discussed again, resulting in a back-and-forth of negotiations. For example: price and payment methods in business terms. The Japanese generally start by talking only about price, and after several rounds of negotiations the British agree to give in on price. Then the Japanese ask to negotiate only on the mode of payment, and the British disagree. The British believed that price and payment terms were linked and could not be negotiated separately, and that if the payment terms changed, the price would naturally have to change as well.
 
[bookmark: _Toc16909]2.4Examples of ME companies and how to solve problems
One day, the manager of the purchasing department of Company S, a regular customer of ME, called. He said that the managing director of the company was going to attend a trade show in the UK in a month's time and would have two days free during his trip. Company S is one of ME's most important customers and ME's management was very pleased to receive the call and took it very seriously, immediately contacting the parent company to ask if the visit could be arranged and starting to plan and coordinate the visit.

However, the parent company replied that since everything was going well, there were no issues to be resolved and no specific matters to be discussed between the two leaders, a courtesy visit was not necessary. If Company S still wished to visit, then only a regular salesperson would be available.

The UK is a country with a culture of weak power distance. Each employee has his or her own authority, and employees can do their own thing within their own authority, with little interference from the managing director. Japan, however, is a country with a strong power distance culture. The status of leaders is much higher than that of ordinary employees. It is perfectly fine for the middle management of a Japanese company to visit the ME parent company and not be received, but it is totally unacceptable for the managing director of a Japanese company to visit the ME parent company and not be received. He would feel that the British did not treat him with the importance and respect he deserved, and that the British did not value their own company. Such a reception would have created a potential problem for later cooperation.
 
To sum up, there are two main reasons for this visit fiasco. Reason one, unconscious self-centredness. The second reason is the difference between the British and Japanese cultures in terms of the cultural dimension of power distance. Therefore, cultural training is necessary in ME companies. When communicating with the parent company, ME employees should encode their messages according to British culture, so as to reduce the influence of cultural differences and noise in the transmission of information, reduce the probability of misinterpretation of information by the technical staff of the parent company, and improve the accuracy of information transmission, thus achieving effective transmission of information. When receiving information, information should also be decoded according to British culture to reduce the negative impact of unconscious self-cultural centres on the interpretation of information, so as to clearly understand the true meaning of the parent company's technical staff, reduce the number of times the same issue is communicated, speed up the communication process and improve time utilisation.


[bookmark: _Toc118721662][bookmark: _Toc26779]3.0Conclusion 
Starting from the cultural dimension theory and the high context low context culture theory, this paper compares the British and Japanese cultures and finds that there are significant differences between the British and Japanese cultures in the following four aspects: Firstly, the two countries differ significantly on the power distance dimension, with Japanese culture being a strong power distance culture and British culture being a weak power distance culture. Secondly, there are significant differences in the collective/individual dimension, with Japanese culture being a collectivist culture and British culture being an individualist culture. Thirdly, the two countries differ significantly on the uncertainty avoidance dimension. Most British people are more planned, use precise words and avoid ambiguity; some Japanese people are more casual and do not avoid ambiguity. Fourthly, Japanese culture is a high-context culture and British culture is a low-context culture. ME companies can make reference to this when developing cross-cultural communication management practices.
[bookmark: _Toc118721663][bookmark: _Toc7343]4.0 Recommendation
This paper proposes strategies to optimise intercultural communication in response to the above reasons. First, establish a training mechanism: through language training, reduce semantic differences and misunderstandings caused by non-native language communication. Second, create a harmonious and efficient intercultural communication team to reduce the language ability requirements of individuals and the ability to accept other cultures in intercultural communication; optimise the communication network to improve the timeliness of communication; adjust the communication plan to ensure the orderliness of communication. Thirdly, the use of effective questioning and the production of sound written technical documentation ensures the integrity and accuracy of information in cross-cultural communication at ME and improves the efficiency of communication.
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