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In the process of globalization, people from different cultural environments around the world can come together to discuss, and cross-cultural communication can not only promote economic growth, but also facilitate cultural exchange. In order to keep up with the economic development of globalization, all groups need cultural inclusivity. However, cultural stereotypes often hinder the smooth progress of cross-cultural communication, causing people to exaggerate differences between groups while ignoring individual differences, failing to view culture from a developmental perspective, and promoting ethnocentrism. In order to achieve the ultimate goal of cross-cultural communication, people need to take measures to reduce the negative impact of cultural stereotypes, deepen their understanding of each other's cultures, interact with different people, and change their ways of thinking. In this process, people will become culturally inclusive individuals. This article will critically evaluate and analyze the challenges faced by British managers when conducting business with Japan, with a focus on detailed explanations of cultural communication methods, decision-making, and business etiquette. This article will use established frameworks such as Hofstede's cultural dimension and Hall's high-low context theory to analyze barriers to cross-cultural communication and propose effective strategies for improving cross-cultural communication.
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[bookmark: _Toc28585]In a cross-cultural environment, business managers must possess certain cross-cultural management knowledge, the ability to identify cultural differences, and the ability to handle cross-cultural management issues in order to effectively manage the enterprise. Managers can only achieve long-term sustainable development of the enterprise by respecting cultural diversity and building management mechanisms that match it. The cross-cultural management issues faced by British managers in Japan due to cultural differences among employees and customer groups will become prominent. If the level of cross-cultural management cannot be improved quickly, it will seriously hinder the sustainable development strategy of British companies. Therefore, analysing and researching these issues, and proposing some countermeasures, have constructive significance for the future development of the British companies.
[bookmark: _Toc3508]Understanding Cultural Differences

[bookmark: _Toc6527]Hofstede’s Cultural Dimensions Theory

Power Distance
Power Distance primarily measures a society’s acceptance of power distribution. In different cultural environments, the level of emphasis on authority varies. Japanese culture is characterized by a high-power distance, where hierarchical levels are clearly defined. In Japanese workplaces, instructions from superiors must be followed unconditionally. Japanese companies have a large power distance, and employees generally do not dare to challenge their superiors (Hofstede et al., 2010). Employees doing the same job do not typically favour bosses who are open to discussion; instead, they prefer paternalistic or authoritarian leadership. Subordinates are highly dependent on their superiors. In contrast, in the UK, people have a low tolerance for inequality, and the values people respect emphasize independence, advocating that vulnerable groups should work harder to change their situation. Family education fosters more equality between parents and children, and teacher-student relationships in schools are more harmonious. Therefore, most UK companies believe that individuals only differ in their job functions, not in status. This results in a more widely implemented flat management structure in the UK, where a streamlined organizational hierarchy allows power to be decentralized and creates a relatively equal working environment (Lin & Lou, 2024). Discussions and communication between managers and employees are smoother. As a result, UK managers may feel dissatisfied with Japan's highly hierarchical and slow decision-making processes, while Japanese counterparts might view the UK's informality as disrespectful (Setti, Sommovigo & Argentero,2022).

Uncertainty Avoidance
Uncertainty Avoidance primarily measures a society's ability to cope with unforeseen events and tolerate risk. Societies with higher scores are more likely to seek methods for preventing and controlling uncertainty risks (Lin & Lou, 2024). In Japan, people have a tendency to be concerned about the future. The use of lifetime employment and seniority-based systems aims to provide employees with a secure external environment and reduce future uncertainty (Minkov & Hofstede, 2011). In the UK, people view future uncertainty as a part of life that should be approached with a calm, natural attitude, and they are curious and tolerant of mistakes. In corporate management, UK managers focus more on business strategy design and tend to rely on intuition and personal experience when making decisions. Since uncertainty is more accepted, control mechanisms are not as strict, and individual initiative can be more easily demonstrated within the organization (Rocha, 2024). As a result, UK managers might view Japan’s planning process as overly detailed. However, Japanese colleagues may not appreciate the flexibility in the UK, believing it reflects a lack of preparation.

Individualism vs. Collectivism
This dimension primarily measures the extent to which a society values individual versus collective interests (Rocha, 2024). A collectivist culture focuses on the interests of the group, while an individualist culture prioritizes personal interests. Japanese culture emphasizes collectivism, which is why teamwork, unity, and collaboration are integral to Japanese corporate culture (Trompenaars & Hampden-Turner, 2012). The dominant culture in Japanese companies is based on a sense of community spirit. In Japanese companies, individuals are subordinate to the collective, and the collective takes priority. In personnel assessments, Japanese companies emphasize long-term, holistic evaluations rather than short-term or individual assessments. Evaluations and promotions for employees typically occur after a decade of tenure. The individuality of an employee is integrated into the collective, and there is a tendency to conform to what others do. Due to Japan’s historical homogeneity and the Confucian cultural inheritance of "loyalty," the concept of collectivism extends beyond the company to society at large (Zander, 2024). This is reflected in the workplace, where Japanese employees are more unified and loyal to the company. They tend to prioritize the overall interests of the company, and individual interests are subordinated to the collective. Salary differences between employees and managers are often not significant. Decisions in Japanese companies usually follow a bottom-up approach (Arikan & Shenkar, 2021). Any decision typically begins with discussions among stakeholders, after which it is presented to upper management for further discussion. Once discussions are completed, the decision is formally finalized in a meeting, which is more of a formality. Once the decision is issued, all employees will fully commit to working according to it (Çuhadar,2022). 

On the other hand, the UK values individualism, where personal interests take precedence over collective interests. Employees place high value on their personal experiences and maintain a clear distinction between personal and professional life, advocating for a candid working atmosphere. British companies focus on individual skills, and there is a contractual relationship between employees and the company. As a result, UK managers’ emphasis on individual initiative and direct feedback may not align with the Japanese preference for group-oriented decision-making and indirect communication (Setti, Sommovigo & Argentero,2022).

Long-term vs. Short-term Orientation
This dimension measures the degree to which a society values spiritual and material needs. Short-term-oriented people focus on the present, while long-term-oriented individuals are more focused on the future (Rocha, 2024). Long-term vs. short-term orientation refers to the degree to which a culture values tradition. Cultures with a long-term orientation focus on the future, emphasizing frugality and perseverance, and people consider how current actions may impact the future (Hofstede et al., 2010). Short-term-oriented cultures focus more on immediate results, and managers’ evaluations of employees are often based on short-term outcomes. Japanese companies focus on long-term goals, with the aim of long-term market dominance rather than short-term profits (Minkov, 2024; Zander, 2024). Due to Japan’s geographically narrow territory, there is a focus on balancing both short-term and long-term interests. Companies tend to invest in employees with a long-term view, focusing on gradual progress and long-term goals rather than annual profits (Welch, et al., 2022). In the UK, which has a short-term orientation, people place more importance on current life and enjoyment, unwilling to sacrifice present interests for future benefits (Earley & Mosakowski,2000). Work and life are relatively more tolerant. UK companies focus on current profits and financial status, advocating for fair treatment of all clients. The British preference for quick results may not align with Japan’s values of lasting relationships and gradual progress (Trompenaars & Hampden-Turner, 2012).

[bookmark: _Toc20985][bookmark: _Toc1195]Hall’s High and Low Context Theory
Cross-cultural communication is not merely a matter of overcoming language barriers or relying on accurate translations (Alizadeh Afrouzi,2021). In many situations, communication styles and contextual factors significantly influence the individuals involved, which becomes a key reason for information distortion in communication. Sociologist Edward Hall identified one of the most significant non-verbal obstacles in cross-cultural communication as the difference between "high-context communication" and "low-context communication (Berrell,2021)."High-context communication places more emphasis on the methods of expression, gestures, and tone of voice compared to language itself. In such situations, the transmission of information is largely indirect. A listener's understanding of the speaker's background, sensitivity in analysis, and use of surrounding external information all contribute to the completeness of the information conveyed (Abdelhady, & Alkinj, 2023; Broeder, 2021). 

Low-context communication, on the other hand, emphasizes direct and explicit communication, focusing more on the clear and straightforward expression of language. Listeners do not need to further process background and context to understand the message (Bozkurt & Aydın,2021). These differences often lead to situations where one party fails to grasp the implied meaning in the other’s communication, and the other party perceives them as “rigid and unresponsive.” As a result, both sides may assume that the other lacks the intention to cooperate, ultimately abandoning the opportunity for communication and the possibility of establishing a collaborative relationship (Kim& Lee, 2020). High-context cultures not only emphasize what is said but also how it is said. Proper modes of expression form the foundation for accurate information transmission. Excellent communication in such cultures requires appropriate timing, observing subtleties, adopting others’ perspectives, and being flexible (Kim& Lee, 2020). In contrast, low-context cultures emphasize straightforwardness and self-expression. British culture follows a low-context communication model where expressions are very direct, and the transmission of information does not require much decoding. Thoughts and ideas can be conveyed and understood directly, with no obscure expressions or "hints," facilitating communication between employees and managers (Broeder, 2021). In contrast, Japanese culture, as a high-context culture, relies on implicit and non-verbal communication. These differences underscore the need for heightened cultural sensitivity. British managers may perceive Japanese counterparts as indecisive, while Japanese colleagues may view British managers as overly confident.

[bookmark: _Toc27705][bookmark: _Toc23021]Challenges in British-Japanese Business Communication

Conflict between values and culture. The values of a company are the beliefs held by the company in evaluating things and guiding behavior (Ryszka, 2024; Winch, 2024). The values of members from the UK and Japan have certain differences. In terms of risk perception, influenced by the traditional Japanese culture of seeking stability and fearing change, Japanese managers lack risk awareness and adventurous spirit, make conservative decisions, and miss opportunities in fierce market competition (Kaplina, 2021; Jonsen et al., 2021). British members, on the other hand, place more emphasis on being proactive and daring to take risks. The Japanese people are relatively conservative, and they may believe that the adventurous spirit of the British people is due to their indifference to the surrounding things, while the British people believe that the Japanese people lack initiative and a sense of responsibility.

The conflict of explicit culture. Perception is people’s subjective perception of the external environment (Child, Karmowska & Shenkar, 2022). However, due to cultural differences, misunderstandings that arise cannot be well understood, resulting in inconsistent perceptual cognition. Additionally, the lack of cross-cultural awareness leads to deeper misunderstandings among employees from different cultural backgrounds, ultimately leading to a decrease in cohesion within the company. For example, in the UK, a blank silence towards others' enthusiasm implies unfriendliness, while in Japan, ordinary employees often show a humble demeanor and quickly avoid situations when they see leaders who hold positions much higher than their own (Kim& Lee, 2020). The differences in cultural backgrounds not only affect the way both parties get along, but also the way they express their views. The British are used to actively promoting and openly questioning or accepting a proposal. Japanese people are unlikely to use public and arbitrary conclusive language (Katsikeas,Leonidou & Zeriti, 2020). 

Conflict of institutional culture. Western companies generally operate and manage under strict and comprehensive legal conditions, and naturally use legal provisions as the basis for their words and actions, and are committed to environmental protection, employee safety, and social welfare undertakings. The British concept of "rule of law" is deeply rooted. Enterprises mainly rely on strict laws and regulations for management (Kim& Lee, 2020). Everyone is equal before the system. The enterprise management system is long-term and consistent. The main manifestation of a company's employment concept is to select personnel within and outside the company according to legal procedures, and determine their status within the company based on their individual abilities. Japanese companies are influenced by Confucianism, and their management is based on harmonious and trusting interpersonal relationships, with a strong emphasis on "rule by man" centered on emotions（Ryszka，2024；Winch，2024). Due to different standards and criteria for the behavior of both parties, conflicts are inevitable.

[bookmark: _Toc25301][bookmark: _Toc3717]Strategies to Overcome Challenges

Establish a shared management culture model. Co-managing culture means finding the intersection of two cultures, fully leveraging their advantages, and establishing a unified set of values suitable for local management. It is necessary to acknowledge these differences, understand them through mutual communication, and ultimately form a mutually agreed management concept. British managers need to follow the principle of "mutual respect, equal coexistence, and cooperation", adopt effective measures such as mutual understanding of each other's national history, cultural traditions, and moral norms, strengthen communication and discussion, improve personnel quality, and institutionalize, gradually unify the management concepts of both parties, and form a management culture suitable for Japanese characteristics.
Conduct cultural sensitivity training. 

In terms of cultural sensitivity training for British companies in Japan, cultural sensitivity training mainly includes two aspects: first, British managers provide systematic training to Japanese employees, enabling them to fully understand the differences between Japanese culture and British culture from various aspects such as origin, faith, values, and national conditions, and gradually understand the business philosophy of British companies; The second is to provide training to British employees stationed in Japan, so that they can understand the cultural characteristics of Japan, and thus understand which ways of thinking and behavioral habits are cultural taboos in Japan, effectively avoiding unnecessary misunderstandings. 

The main purpose of cultural sensitivity training is to enable employees to establish cross-cultural management awareness, be able to approach heterogeneous cultures without preconceptions, and not judge heterogeneous cultures based on their home country culture. They can actively learn and understand heterogeneous cultures, so that they can cope with different cultural environments with ease and adaptability, and improve their cross-cultural adaptability. The main content of cultural sensitivity training includes: introduction to the cultures of both the UK and Japan, training on employee cultural awareness, training on employee cognitive transformation, training on employee experience, and training on communication methods. British managers can complete cultural sensitivity training through vivid methods such as situational dialogues, environmental simulations, role-playing, professional knowledge training, and team field visits. Through cultural sensitivity training, employees from both the UK and Japan can be provided with a learning platform, which is beneficial for them to understand and communicate, break down national boundaries, overcome cultural barriers, and reposition their roles. This will help them better understand the similarities and differences between cultures, enhance their adaptability and understanding of different cultures, and promote the cultivation of cooperation awareness.

[bookmark: _Toc23965][bookmark: _Toc10647]Conclusion
Cross cultural enterprise management is the key to the success or failure of foreign-funded enterprises and joint ventures in other countries, as well as the spiritual pillar of modern enterprise management. Therefore, British managers working with their Japanese counterparts need to understand cultural differences in order to minimize conflicts caused by cultural differences. This article draws on Hofstede's dimensions, Hall's contextual theory to analyze cultural differences between the UK and Japan, helping British managers identify potential obstacles and propose effective strategies. Respecting cultural norms and adaptability is the guarantee for the harmonious development of international partnerships.
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