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Executive Summary
Globalization has led to changes in the way companies conduct business. Today's companies believe that the only way to survive is to expand, and that elements such as its market share, product diversification, superior craftsmanship, or whether it buys market share from competitors are all relevant to its growth, so companies have expanded their horizons around the world, and mergers, acquisitions and joint venture alliances are ubiquitous. The management of these cooperative alliances also involves differences in views, norms, values, etc. from one country to another and from one company to another, which can be understood as cultural differences. More than 50% of all alliance ventures fail. The reasons for this are that lack of experience in cross-cultural management and effective management tools are the main factors that lead to the failure of alliance ventures.

Hofstede's model is primarily used for the effective analysis of countries and companies with different cultures. When top management teams are involved in the management of international joint ventures, mergers or acquisitions, they are confronted with cultural conflicts from different countries and between companies. Resolution of these cultural conflicts can be facilitated by using Hofstede's model in the pre- and post-merger phase. Given the complexity of the model and the fact that ambiguities in the definition of culture can lead to difficulties in realistic operation, the practical value of the model for management teams in alliances can be increased by using only some of the dimensions of Hofstede's model for different corporate situations.

To accommodate the use of the Hofstede model for managing top management teams in joint ventures, mergers and acquisitions alliances, this thesis identifies the key factors influencing the success of alliances, based on Hofstede's cultural model, and relates these factors to different cultural dimensions to explore a cross-cultural management model of corporate joint venture communication - the cultural cube - in the context of the failed case of the DR joint venture, for The model is used to analyze the reasons for the failure of joint venture communication in the case company and to make recommendations for the target company or related companies to make reference to and learn from in future similar business activities.
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1.0– [bookmark: _Toc122732688]Introduction 
The aim of this thesis is to explore the intercultural management model of corporate joint venture communication based on Hofstede's cultural model, which can be used to analyze the reasons for the failure of joint venture communication in individual companies, and to make corresponding recommendations for the reference and reference of the target companies or related companies in their similar business activities in the future.

This paper identifies the theoretical basis for cross-cultural communication management in multinational investments, then presents the obstacles in joint venture communication and the practical value of the Hofstede culture model in cross-cultural communication and management. Finally, through the analysis of failed cases of joint venture behavior in my company, I present the implications for management practice.

The thesis adopts a single case study approach, with data collection through documents, archival records and relevant literature review, followed by data analysis and problem solving. The joint venture, the British-Japanese DR, is a typical 50%-50% joint venture headquartered in the UK and is of great relevance to the study of cross-cultural communication.
[bookmark: _Toc122732689]2.0– Main Findings
[bookmark: _Toc122732690]2.1- Why intercultural communication and culture are important and communication methods
Multinational companies need specialist skills when embarking on the road to internationalization because of the business activities they engage in when multiple cultures meet, merge and clash with each other in different cultural contexts. This management activity is adapted to local conditions, constantly innovating cultural management tools, redistributing and integrating the functions of business management and proposing new intercultural management strategies. Through the handling of these conflicts and contradictions, the company creates a management model unique to the multicultural context for different races, cultural types and different stages of cultural development, thus achieving the integration of different cultures, avoiding cultural conflicts, enabling both sides of the multinational enterprise partnership to reach a common understanding in terms of business models and values, and to coordinate with each other to promote the effective integration of corporate cultures In this way, we can achieve the best possible state of corporate development. Intercultural management requires the elimination of self-righteousness and self-conceitedness, adaptation to changes in the environment, continuous learning, complementing each other's strengths and weaknesses, and integration, and most importantly, understanding the cultural differences between different ethnic groups, regions and countries, improving communication with colleagues, customers, suppliers and partners from different cultural backgrounds, studying the behavior of people in different organizations in the context of economic globalization, training We will also be able to learn from the best cultures of the past and present and apply them to our business operations to create unique cross-cultural management capabilities and core competencies. By purposefully understanding the cultural values and aesthetics of people from different cultural backgrounds, multinational enterprises can adjust their management style to suit foreign markets. As an important part of a multinational company's culture building system, intercultural management plays a pivotal role in the building of corporate culture.

Now that we know the importance of communication let's move on to specific methods. This can be summarized as strategies and techniques for negotiating with buyers from different countries and regions.
For Asian businessmen, Asian businessmen are mostly influenced by Chinese culture, which is very different from Western businessmen. For example, Japanese businessmen. The Japanese are deeply influenced by traditional Chinese culture, and Confucianism and morality are deeply imprinted in their hearts and are reflected in their behavior. The Japanese work conscientiously, are polite and courteous in bargaining, focus on building harmonious interpersonal relationships and value the quality of their goods.
[bookmark: _Toc122732691]2.2 Hofstede Theory and how to define culture
In a questionnaire-based survey of IBM employees in a large multinational corporation, Hofstede (2007) found similarities and differences between employees from different countries and cultures but from roughly the same social strata in five areas: power distance, individualism versus collectivism, masculinity versus femininity, uncertainty avoidance, and long-term versus short-term orientation.

Culture can be broadly defined as how members of a paradigm group within the same framework and system interpret the world around them, and this collective pattern has been built up by drawing on past experiences.

Culture is a very complex issue that may not be fully grasped. One could argue that culture is representative of the country or an attribute of all that the country is. There are even those who say that these two views are not complementary, that they do not encompass each other and that they cannot be used simultaneously. In my view, culture as an attribute of a nation is the result of communication, and this in itself represents the nation to some extent. I believe that it is impossible to describe and analyze culture in its entirety. Culture is the result of communication from one generation to the next and has become something like a memory in some countries. that the circle of exchange is about artificial building blocks and embodies aspects that complement the cultural paradigm. This can hardly be country if a country has no culture.
[bookmark: _Toc122732692]2.3 A case-based analysis of the causes of cross-cultural management conflicts in companies
On his first day in the UK, Neo received a warm welcome from Hal, a British national, who drove to the airport to pick him up. He drove to the airport to pick Neo up at the hotel. But before the meal, Hal had arranged for a Western-style meal with local specialties wanted to get to know Hal over the meal and establish a good rapport with him. Neo was saddened by the fact that Hal went straight to the point, hoping to get to know him and build a rapport over dinner. The opening of the UK subsidiary then did not go as smoothly as expected, with the UK subsidiary having to submit a lot of paperwork during the initial approval stage. The UK subsidiary had to submit a large number of qualification assessments, tax certificates, etc. Neo went through the process with a strong sense of He was very conscientious about the approval process and was often still working at 12pm every night. He was often still working at 12 o'clock at night, while Hal, the UK distributor, left work on time every day. This caused Neo a great deal of This created a great imbalance in Neo's mind. The Englishman, Hal, felt that Neo had no idea of the importance of life and that he had been hired to do the job. He believes that he is employed and that he is not obliged to sacrifice his personal and family time to pursue the company's interests. Neo was again uncomfortable when, in a small meeting, Hal disagreed about a work issue and directly criticized Neo. Hal directly criticized Neo for not thinking through the issue and not taking into account the restrictions of US law. Although it later turned out to be Neo's problem, Neo was still comfortable with Hal's direct criticism of him. Neo felt that Hal was undermining a harmonious working environment, whereas Hal felt it was important to communicate his feelings openly. Neo felt that Hal was undermining a harmonious working environment, while Hal felt that he should communicate his feelings openly.
[bookmark: _Toc122732693]2.3.1 Conflicting ideologies of British and Japanese employees in the dimension of individualism and collectivism
Individualism refers to a society in which people are not closely connected to each other: they look after themselves and their nuclear family. Collectivism, on the contrary, refers to societies where people are brought up in a strong, tightly knit group that provides protection and needs in return for loyalty and obedience. It is about "I" and "we" and is concerned with the independence of the individual from the group or his dependence on it. Japan is typical of the collectivist dimension, while Britain is typical of the individualist dimension.

This example reflects the differences between British and Japanese perceptions of collectivism and individualism in the following ways. 
1. Collectivism asserts that relationships are greater than work tasks, that relationships precede work tasks, and that good relationships are the basis for excellent work tasks. The individualist dimension, on the other hand, asserts that work tasks precede human relationships and that transactions between two companies have nothing to do with the person making the transaction but with the two making the transaction, in marked contrast to the Arab countries. 

2. Collectivism asserts that the interests of the collective take precedence over those of the individual, that there is a strong sense of collective honor and that the interests of the individual should be subordinated to those of the collective first. Individualism, on the other hand, asserts that individualism comes first, that employees are employed, that they are independent individuals, that they are "economic people", and that people in individualist countries spend more time pursuing their own ideals and realizing their individual values in life. 

3. Collectivism advocates that a good collective atmosphere should be maintained, and that conflicts and contradictions can be dealt with privately or expressed politely, whereas individualism advocates that one should express one's innermost thoughts openly.
[bookmark: _Toc122732694]2.3.2 Masculinity-femininity dimension of ideological conflict
Hofstede interpreted masculinity-femininity as the popularity of prideful and modest behavior, and although the Japanese showed aggressive masculinity in Hofstede's survey, Japanese modesty is more or less inherited from generation to generation through their fathers and grandfathers, even if it is not deliberately emphasized, due to the deep-rooted Confucianism. This is reflected in the fact that Neo has had to put up with Hal's rhetoric over and over again about his expertise in business thinking, believing that modesty is a quality and pride is a sign of arrogance, but the reality is that the British have been brought up in such an atmosphere.
[bookmark: _Toc122732695]2.3.3 Ideological conflict in the long-term orientation - short-term orientation dimension
Hofstede interpreted long-term orientation in terms of Confucian culture as encouraging and nurturing a character oriented towards the pursuit of future reporting. The actual meaning of long-term orientation is more clearly expressed in terms of whether to focus on long-term or immediate interests. This is in line with the long-term focus of overseas M&A in Asian countries. Returning to the case of Neo and Hal, there are numerous examples of conflict between the two parties on this dimension, from the smallest of things such as Hal's love of alcohol, where Neo reminded Hal on more than one occasion that he should cut back on his drinking, to Hal's reply that he must "Live free, live happy, live now! Neo advocates hiring legal specialists in advance to deal with possible legal approvals, while Hal says, "Wait until the day the need arises before hiring. When it comes to investment, the Japanese advocate investing first and then reaping the rewards, while the British advocate seeing an immediate return on investment.
[bookmark: _Toc122732696]2.4 Conflict in business organization
Different countries have different power distances and uncertainty avoidance, which means that they have different organizational structures. Japan has a high-power distance compared to the main European and American countries, which means that the Japanese are used to a different, if not completely different, way of making decisions than the European and American countries, i.e., they are in conflict. Secondly, the low uncertainty avoidance in Japan means that there is a greater tendency to adopt a human approach to solving emergencies, which would be very uncomfortable for European and American countries because, for one thing, the lower power distance in Europe and the US makes them used to a free-flowing working and communication environment, which would be very uncomfortable for expatriate employees if the organization were structured in the Japanese cultural dimension, i.e. the human approach. This can be very uncomfortable for foreign employees.

In 2004, when DR acquired the company, a group of executives from the original business unit were sent to Japan to take charge of various important departments, and they were given a salary increase to the same level as in the UK, not knowing that there was a huge difference between Japan and the UK in terms of power distance. British employees expect to be able to discuss issues with their superiors on an equal footing, whereas traditional Japanese executives have long been accustomed to monopolizing power and are not used to discussing and consulting with employees before making decisions. British employees, on the other hand, do not want their superiors to be the only ones to decide how to handle an issue. This alone makes it clear that the organizational structure was bound to fail.

Therefore, in terms of organizational structure, as Japan is the opposite of Europe and the US in terms of power distance and uncertainty avoidance, or a high degree of mismatch, this means that British companies cannot blindly copy the British model of organizational structure when it comes to cultural integration in overseas mergers and acquisitions. This means that British companies should not blindly copy the British organizational model when it comes to cultural integration, as there is clearly a mismatch between the two.
[bookmark: _Toc122732697]3.0– Conclusion
There is no doubt that the Hofstede model of culture quantifies a system of cultural assessment that is relevant across time and sets a new milestone for cross-cultural studies. But as no theory in the world is static, it needs to be enriched and refined as society changes with the times to meet the needs of the real world.

The case study used in this thesis is able to elaborate in depth and in depth on its evidence in relation to the thesis, which also ensures the credibility of the case study, but the aim of all research is to apply the theory better in practice and to make a positive contribution to real production life, Conflicts in international intercultural management arise mainly from conflicts in the ideology of employees and in the organizational structure of the post-merger company.
[bookmark: _Toc122732698]4.0—Recommendations
It is recommended that In the face of irreconcilable organizational conflicts, it is advisable to adopt an alliance-based approach to integration, i.e., not to interfere with the operations of the acquired company in the early stages of internationalization, and to manage the acquired company in a calm manner. The purpose of an M&A is not to conquer the acquired company, but to obtain technology or market resources from the acquired company, and the organizational conflicts caused by cultural differences do not allow the UK to forcibly take over the acquired company.

Establishing shared values. For attitudes, both parties need to respect each other's cultures, work patiently and diligently to overcome cultural differences on the basis of mutual understanding, and engage in mutual integration and adaptation in order to reduce the conflicts caused by cultural differences.
In terms of approach, both investing parties should understand each other's customs, develop a workable code of conduct and make appropriate recommendations, while also retaining the advantages of management. In all aspects of organizational forms and social activities, more collective and interactive activities can be organized to promote mutual understanding and exchange. In establishing shared values, it is important to first acknowledge the existence of cultural differences and then to combine the two cultures on reaching a certain cultural identity that brings out the strengths of each. When cultural identity is completed and common values are formed, this new culture enhances the centripetal force and cohesion of employees. When people work together towards a common goal, their strength will transcend the various discordant factors caused by culture clashes
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