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[bookmark: _Toc193812561]1. Introduction

In the context of global trade, international business communication primarily centres on the exchange of ideas and knowledge among various civilisations. The key to achieving success in international business lies in how diverse communication styles and cultural elements interact and shape it (Deresky, 2017). The leading British international bank, Barclays, has expanded its operations globally and, more specifically, across several Asian countries, including Japan (BARCLAYS, 2025). Additionally, the company chose to partner with MUFG (Mitsubishi UFJ Financial Group), one of Japan's largest financial institutions, aiming to enhance financial services and expand market access (Mitsubishi Corporation, 2025). However, the cultural gap between the UK and Japan might cause some significant communication problems, leading to poor teamwork, inefficient decision-making, and a lack of motivation. In the UK, people are generally low-context communicators and want their information to be clear, straightforward, and structured (Tabata & Vrij, 2022). Japan, on the other hand, adheres to a high-context approach with a degree of more nuanced, indirect, and hierarchy-related communication; thus, these differences can cause misunderstandings, interfere with decision-making, and create inefficiencies if good strategies are not applied (Tabata & Vrij, 2022). This essay will explore the difficulties that Barclays UK and MUFG teams might experience regarding their communication and partnership. Furthermore, it will examine variances using Hofstede's Cultural Dimensions, high-context against low-context communication theory, and the Trompenaars's Seven Dimensions of Culture.
[bookmark: _Toc193812562]2. Hofstede’s Cultural Dimensions: Comparison between the UK and Japan
Hofstede's Cultural Dimensions is a comprehensive framework developed by Geert Hofstede that is a valuable tool for understanding and evaluating cultural values across various nations. Hofstede defined five essential dimensions of culture: Power Distance, Individualism versus Collectivism, Masculinity versus Femininity, Uncertainty Avoidance, and Long-Term versus Short-Term Orientation. In addition, these dimensions serve as analytical tools for identifying how cultural values shape behaviours in diverse contexts, including workplace dynamics and social interactions (Deresky, 2017).
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[bookmark: _Toc193812563]1. Power Distance

Japan has a greater power distance than many Western civilisations, including the UK; this is mostly evident in the dynamics of group communication and cooperation (Taoka et al., 2021). While Barclays takes a more egalitarian approach, allowing all employees, regardless of their level, to voice their ideas and challenge the authorities inside the firm, the Japanese company MUFG maintains a clear hierarchical structure, with decisions made by the seniors (Kiyohiro, 2020). However, the true challenge regarding how these companies conduct their business arises when British employees seek open discussion with their Japanese colleagues, who may be reluctant to express their opinions in meetings without prior approval from their seniors. An example can be found in a real business case, specifically the partnership between the two automotive companies Nissan and Renault. Nissan is a Japanese company that adheres to a strict hierarchical structure and has struggled with the open leadership of the French firm Renault, where junior managers directly challenge the executives. While Renault officials thought Nissan's approval-heavy approach was ineffective, Nissan officials considered this as disruptive. If decision-making procedures are not changed, a similar difficulty could arise in the Barclays-MUFG collaboration (Davel, et al., 2013).  A good recommendation for the companies is to establish structured communication frameworks that support hierarchical respect while promoting open dialogue (Hirose, 2022). For example, meetings can adopt a dual-approach strategy by starting with the initial phase, which should involve small group discussions led by senior members in order to make Japanese employees feel secure in sharing their thoughts before moving to a structured format that enables the larger team to review these insights (Wyant & Cionea, 2024). 
[bookmark: _Toc193812564]2. Individualism vs. Collectivism

The UK is a country with an individualistic culture, and Barclays employees are accustomed to a work environment characterised by autonomy of choice, self-expression, and individual success appreciated(Agarici, 2021). On the other side, Japan tends to be more about collectivism, where team harmony, loyalty, and making decisions together are more important (Hirose, 2022). 
An excellent example of two companies, one with an individualistic approach and the other with a collectivistic approach, is the 1999 partnership between Daimler (Germany) and Chrysler (USA). Daimler’s hierarchical, consensus-driven leadership conflicted with Chrysler's individualistic philosophy, which overemphasised speed and results, leading to the merger's failure. If issues regarding teamwork and individual initiative are not addressed, similar challenges may arise between Barclays and MUFG (Neubauer & Steger, 2000). The best way to prevent this from occurring is to organise joint decision-making workshops, which will be enriching and enable each party to share their perspective. Another method is the “Ringi” system, designed to provide an easy way for employees to make suggestions to executives, who will give approvals before a decision is finalised. Teams can share proposals without executives viewing them. If teams incorporate some aspects of the Ringi structure into the broader company, they will form teams whose decisions meet all Japanese tolerance requirements and maintain peak efficiency (Tabata & Vrij, 2022).
[bookmark: _Toc193812565]3.  Uncertainty Avoidance

The UK has a low uncertainty avoidance tendency, suggesting that individuals are at ease with uncertainty and more comfortable making changes or taking risks. Barclays employees are open to changing strategies and taking risks even if they cannot be sure what the outcome would be (Jung-Soo, 2021). However, Japan has a high uncertainty avoidance level, and MUFG staff consequently avoid risks. As a result, they stick to regimented environments and careful planning, and predictability is extremely valued there. There may be some potential conflicts between the two teams since Barclays employees may be apt to make decisions in a rush without much preparation, while the MUFG team may need to conduct risk assessments and analyses before making any move. A good example is the partnership between the Japanese company Sony and the Swedish company Ericsson, which encountered these challenges, as Sony preferred a more structured decision-making process, while Ericsson adopted a more risk-taking approach. As a result, Sony bought Ericsson’s stake in the venture (BBC, 2011). To prevent this from occurring, a viable option is the dual-strategy planning framework, whereby Barclays can implement new strategies while meeting MUFG's demand for comprehensive risk analysis.  Additionally, shared risk management teams can balance both perspectives to align Barclays' innovations with MUFG's risk prevention strategy (Tamilarasu, et al., 2023). 
[bookmark: _Toc193812566]4. Masculinity vs. Femininity

Hofstede's explanation of masculinity and femininity comprises competitiveness, ambition, success, teamwork, well-being, and quality of life in society. The UK culture is moderately masculine, and the workers at Barclays focus more on individual performance, achievement, and career progression (Minkov & Kaasa, 2021). 
In contrast, Japan presents a more masculine culture, where employees at MUFG focus on performance and competitiveness, but in a collectivist way. Organisational commitment is high, and employees place greater value on the company’s success rather than their individual achievements, which leads to long working hours and a strong sense of obligation to the company. All such differences are likely to create leadership expectations and workplace motivational conflicts. The expansion of the Swedish company IKEA into Japan serves as an example because the company originates from a feminine culture that emphasises employee well-being, work-life balance, and egalitarian leadership. However, since Japan is a highly masculine culture and they are completely dedicated to the company, these changes led to some difficulties in employee satisfaction. The Japanese employees had issues with the IKEA-type organisation, which does not have the competitive performance they were accustomed to. On the other side, for the company’s Swedish managers, it was difficult to adapt to the Japanese team's formal leadership approach (IKEA, 2025). To overcome these challenges, IKEA incorporated elements of Japan’s masculine culture while still promoting work-life balance and well-being. They introduced team-based bonuses instead of only offering individual rewards, which aligns with both Japan’s collective mindset and IKEA’s feminine cultural values (IKEA, 2025). Therefore, a good recommendation is the hybrid leadership approach that will integrate Barclays' outcome-orientated culture and MUGB's long-term commitment philosophy. Furthermore, flexible performance management systems that reward individual initiative and team success can build an inclusive work environment where employees from both cultures feel respected and motivated (Minkov & Kaasa, 2021).

[bookmark: _Toc193812567]5. Long term vs short term

Hofstede’s division between long and short-term orientation (LTO vs. STO) focuses on how different cultures understand the passing of time and subsequent strategic thinking. An LTO culture implements strategies with a strong focus on the future, traditions, and hard work, while an STO culture focuses on strategies that yield immediate sociological and economic benefits (Chun et al, 2021). More broadly, the UK has a short-term orientation, which explains Barclays’ focus on immediate financial results and quarterly performance.
In contrast, Japan has a long-term orientation and MUFG prioritises market stability, building trust and keeping strong relationship with long-term clients (Chun, et al., 2021). Japanese companies follow policies of lifetime employment, while UK firms follow the hire-and-fire culture in pursuit of success through promotion and career advancement. This cultural gap can create strains on the execution of decisions and the coordination of strategies. For example, executives at Barclays might favour quicker product rollouts and greater short-term returns, whereas leaders at MUFG may prefer more conservative, long-range approaches. To address this gap, both companies might implement joint decision-making processes that simultaneously account for short-term financial objectives and long-term viability (Chun, et al., 2021).
[bookmark: _Toc193812568]3. High-Context vs. Low-Context Communication

Theories of high-context and low-context communications explain how different cultures encode and decode information. High-context communication differs from verbal communication because more information is embedded in the surrounding environment, nonverbal cues, and shared contexts. Many Asian civilisations, like Japan, exhibit this manner, among other societies where connections and social hierarchies are more critical (Changyi et al., 2024). Thus, for MUFG employees, silence may express respect or contemplation, and they may anticipate their business partners to “read between the lines” and sidestep confrontation. Additionally, their business meetings might be taking longer, as they need more extended discussions until they reach the point. However, the UK follows a low-context communication style, meaning that Barclays employees usually depend on written agreements, exact terminology, and thorough explanations. Moreover, the business meetings and discussions are task-orientated and regimented, focusing on clearly reaching the point (Changyi, et al., 2024). These two different communication styles might lead to some challenges since people from low-context backgrounds may ignore or misunderstand the subtle signals appreciated by high-context civilisations. For example, the indirect responses of the MUFG colleagues might be taken as a lack of commitment by a Barclays employee, and Barclay’s employees’ directness might be seen as rude or too aggressive by the MUFG staff. Another example related to the written communication between the two companies is that sometimes, the Japanese employees may not respond to an email from the UK team because they may be awaiting a group decision before replying (Tabata & Vrij, 2022). However, this could be perceived as unprofessional by the UK employees. Both teams should be educated on each other’s communication styles to overcome these challenges by getting cross-cultural training. The Barclays team should work on being more sensitive to the subtleties of the discussion and nonverbal signals, which may involve asking clarifying questions, to understand better without being confrontational. On the other hand, the MUFG team should focus more on expressing their opinions during business meetings, as this would enhance collaboration and create a more dynamic team environment with their Barclays colleagues (Jung-Soo, 2021). 
[bookmark: _Toc193812569]4. Trompenaars’s Seven Dimensions of Culture

Trompenaars’s Seven Dimensions of Culture is yet another helpful model regarding cultural disparities, especially in the context of international business. The seven dimensions consist of Universalism versus Particularism, Individualism versus Communitarianism, Neutral versus Emotional, Specific versus Diffuse, Achievement versus Ascription, Time Orientation, and Environment (Deresky, 2017).
[bookmark: _Toc193812570]Universalism vs Particularism

In the business field, Japan has a particularist approach; as for them, the company decisions are based on personal trust and relationships. The UK, however, leans towards a universalistic approach, as businesses prioritise consistent rules and transparency no matter the relationships. The difference can cause conflict between the companies, as MUFG promotes flexibility depending on the situation, while Barclays requires contracts to be strictly complied with. Integrating formal agreements with initiatives focused on relationship-building could help to close this gap between the two companies and encourage enhanced cooperation through a balanced approach (Hirose, 2022).
[bookmark: _Toc193812571]Individualism vs. Communitarianism

As previously noted in Hofstede’s dimensions, the UK exhibits an individualistic culture in which personal success holds great significance, whereas Japan places a high value on group harmony. This may lead to teamwork challenges among the teams, as MUFG seeks to achieve a group consensus, whereas Barclays might prioritise individual ideas. A proposed strategy is Japan’s nemawashi, which involves informal discussions before meetings to complement Barclay’s open forum approach, thereby achieving better collaboration between the teams (Taoka, et al., 2021).
[bookmark: _Toc193812572]Specific vs. Diffuse

In the UK, much like in Germany and the USA, people maintain a clear separation between their personal lives and their work. In contrast, in Japan, workplace relationships often extend further into their personal lives. Therefore, the Barclays team may decline to participate in social engagements after working hours, whereas for the MUFG team, this could be essential for building relationships. The most effective way to engage the teams is by organising social occasions where discussions about both personal interests and work can occur (Wyant & Cionea, 2024).
[bookmark: _Toc193812573]Neutral vs. Affective

Both Japan and the UK are neutral countries that do not express their emotions openly in public. However, the difference between them is that Japan values nonverbal cues rather than being overly direct like people in the UK. For Barclay’s employees, this may come across as indecisiveness and cross-cultural training could help to close this gap (Changyi, et al., 2024).
[bookmark: _Toc193812574]Achievement vs. Ascription
At Barclays, an achievement-orientated culture prevails, where promotions are awarded based on merit. In contrast, MUFG adopts an ascription-based approach, where seniority and experience are held in high regard. (Hirose, 2022). British employees may anticipate swift advancement in their careers, whereas Japanese workers expect to ascend the ladder gradually. A blend of a seniority system with merit-based pay can enhance motivation and retention (Hirose, 2022).
[bookmark: _Toc193812575]Sequential vs. Synchronic

The British business culture is task-orientated and executed sequentially. Japan is more synchronic, where multiple tasks are done in conjunction with one another and there is a lot of independence (Tamilarasu et al., 2023). Employees of Barclays might get annoyed with MUFG’s lengthy decision-making processes. Efficiency could be increased by employing a middle ground, such as defining specific goals and allowing liberty in how to reach them (Tamilarasu, et al., 2023).
[bookmark: _Toc193812576]Internal vs. External Control

In the UK, individuals believe they shape their success through internal control. The Japanese align more with external control, adapting to circumstances rather than forcing results (Neubauer & Steger, 2000). Employees in Britain may push aggressively for results, while those in Japan may prefer a measured, long-term strategy. It is possible to balance short-term and long-term business goals by encouraging mutual adaptation (Neubauer & Steger, 2000).
[bookmark: _Toc193812577]5. Conclusion

In conclusion, a successful business relationship between UK and Japanese teams requires a good understanding of the communication differences between the two countries. For the company Barclays and its employees, it is important to have direct communication, clear rules, and structured decision-making, which is low-context, universalistic, and individualistic. On the other hand, the Japanese company MUFG and its employees operate in a highly contextual, particularist, and collectivist environment that emphasises implicit communication, trust-based relationships, and group consensus. Therefore, collaboration between these companies might be challenging due to these differences, as they can lead to misunderstandings, delays in decision-making, and conflicting expectations regarding hierarchy and feedback. With the help of Hofstede's cultural dimensions and Trompenaars' seven dimensions, organizations can formulate strategies for bridging these gaps. Promoting cultural awareness training, adaptive leadership, and hybrid communication strategies can enhance efficiency and cooperation. Additionally, UK teams should be sensitive to the importance of relationship-building in Japan, while Japanese teams can embrace more explicit communication frameworks when interacting with UK counterparts. Lastly, effective cooperation between Barclays and MUFG relies on mutual understanding and compromise. Synergistic planning that respects each cultural model and embraces flexibility can enhance communication, strengthen trust, and sustain long-term partnerships. The organisations that proactively accommodate these cultural differences will be better positioned in the global marketplace (Taoka, et al., 2021).
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