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[bookmark: _Toc228342782]1. Introduction
An increasingly globalized business world requires companies to work across borders to foster innovation and remain competitive. In international business ventures, different societal values and cultural systems impact a company's partnerships due to several variables and the complexities of how knowledge is shared and decisions are made. International business relies significantly on partnerships (Bird and Mendenhall, 2016). In the technology industry, communication gaps can be especially detrimental to its operations.
This paper investigates the communication gaps between Dyson, a British technology company, and Panasonic, a Japanese company. Both companies are technological giants, and it is important that their teams interact to develop products. However, collaborating with engineers from the UK and Japan can result in misunderstandings due to differences in their communication styles.
This paper analyses differences in collaboration and performance within the field of innovation in order to explain the gaps in communication between engineers from the UK and Japan. The paper utilizes two cross cultural paradigms, cultural intelligence and global leadership, to demonstrate the need to adjust communication styles for various companies and organizations (Ang and Van Dyne, 2015; Earley and Mosakowski, 2004).
[bookmark: _Toc228342783]2. Organisational and Cultural Context
[bookmark: _Toc228342784]2.1 UK Innovation Culture - Dyson Context
The UK innovation culture is quick and experimental with a strong emphasis on solving problems by oneself. In technology driven organisations like Dyson, employees are expected to refine and critique ideas and solutions. They are even welcomed to communicate their thoughts when it comes to accelerating product development. In this case, a strong value for a business culture that promotes straight forward communication and an agile workflow is placed. This can be proven through (Hollensen, 2020).
UK organisations are known for having flat hierarchies, and as a result, engineers and designers directly communicate and collaborate with those who are responsible for making decisions. Faster and less formal procedures help support innovation and helps employees deeply collaborate on team activities and discussions. Although, employees who communicate through this style may be seen as direct and brief at times, especially when working with employees belonging to more structured cultures.
[bookmark: _Toc228342785]2.2 Japanese Innovation Culture - Panasonic Context
The innovation culture in Japan emphasizes involvement in collective activities and long-term planning. In comparison to other firms, structured and coordinated communication results in improved performance for Panasonic. The Japanese innovation culture appreciates precision over speed and very few risks are taken as a result of the fact that the Japanese placed so much value on the thorough evaluation of decisions (Nonaka and Takeuchi, 1995).
Communication habits in Japan tend to be formal and organized around roles, and flowing along divisions. Employees may choose their words carefully, synthesizing messages so as not to disturb the proverbial peace. The Japanese style may be ideal for slow, deliberate, and thorough work, as it favors deep focus over multi-directional flow of messages. This may be beneficial in areas of work where rapid and constant information flow is essential. When working in partnership with the UK, Japan may slow down and complicate information flow once again, especially in the areas of establishing timeframes, definitions of clarity, and decision-making processes (Browaeys and Price, 2019).
[bookmark: _Toc228342786]3. Conceptual Framework
Setting the stage to comprehend differences in communication in the context of international teams for the purpose of innovation calls for the employment of theoretical models that are able to account for the great influence of culture on human behavior. For this purpose, one of the more useful models comes from the work of Hofstede on Cultural Dimensions and focuses on such dimensions of culture as uncertainty avoidance and collectivism. Where Japan is concerned, the dimension of uncertainty avoidance is, generally, regarded as high, and this leads to an organizational culture that favors compliance to thorough plans. In the UK, the dimension of uncertainty avoidance is low, and therefore, there tends to be greater value placed on flexibility, experimentation, and rapid decision-making (Browaeys and Price, 2019). It is clear that this is especially the case in the multidisciplinary areas of communication, where discussions of goals and plans of development tend to favor focusing on the monetary, life and development extents of the products.
High-context and low-context frameworks help differentiate how cultures interpret and convey meaning. The UK employs a low-context communication style. The Japanese employ a high-context communication style that relies more on interpretations made through shared experience and the use of implicit and non-verbal communication (Ting-Toomey, 2012). In such technical contexts, low-context communicators expect information to be direct and clear, while high-context communicators provide information more implicitly, assuming the information will be interpreted by the audience as they communicate.
Cultural intelligence (CQ) also assists in the understanding of the handling of issues when the different cultures meet one another. By being able to recognize varied styles and adjust adaptive cultural environments, persons in global companies have the ability and the high levels of the cultural intelligence (CQ) level to perceive behaviors that are alien to the cultures they are working in, thereby decreasing the possibility of misunderstandings and enhancing the working relationships. This is especially crucial for teams that have a high level of innovation and require communication, as they need to share knowledge and solve issues (Earley and Mosakowski, 2004).
[bookmark: _Toc228342787]4. Critical Analysis of Cross-Cultural Communication Barriers in Innovation Teams
[bookmark: _Toc228342788]4.1 Communication Clarity in Technical Discussions
For teams that are highly innovation-driven and whose focus is on the technology and dealing with the exchange of information that is highly sophisticated, communication clarity is of critical focus. In the UK, direct and explicit communication allows employees to present technical issues and ideas in a clear manner, as is the case in companies like Dyson. In contexts low on the communication continuum, communication that is direct and clear allows for rapid resolution of issues (Ting-Toomey, 2012).
Japanese companies, within the context of the foundational tools, value indirect and context-driven communication. Engineers and managers may address certain issues in silence, expecting others to understand the meaning of communication through interpretative meaning, and also using verbal and non-verbal communication techniques. This may promote less friction and address issues of communication, but in situations where communication may be cross-cultural, it may become a problem. The UK team may tend to overlook such implicit messages, which may result in misinterpretation of the issues of technical specifications and project requirements. (Brannen and Doz, 2012)
Inevitably, when it comes to issues of communication in the cross-collaboration of projects, differences in communication clarity value emerge. In product development, misinterpretation and delay in issues may lead to a higher risk of quality errors, and in order to reach a level of expectation, they require more than the usual level of clarity. Communication of even the most basic forms is expected to be clear and precise, and above all, adjustable in order to ensure a level of understanding that is acceptable across a plethora of participating countries in communication of the projects undertaken.
[bookmark: _Toc228342789]4.2. Speed versus Precision in Decision-Making
Yet even more countries face a barrier to distance in relation to the differences in the methodology of decision-making embraced by the UK and the Japanese countries. UK companies, more likely Dyson, will experience fewer hardships in issues of communication where the focus is on flexibility, speed, and even the extreme rapidity of both of these, where innovation is highly valued.
Japanese companies, such as Panasonic, also place higher value on clarity and, most importantly, on the certainty of the decision that has been reached. At this point, Puis illustrates the fact that in the Japanese way of thinking, there is more than one meaning, and collective decision-making is but one of those.
These different methods can create friction and strain on collaborative work. UK teams might find Jaypee methods to be slow and overly rational. JP teams can find UK methods to be abrupt and underdeveloped. This friction creates challenges in matching tasks and also can lead to dispersion in the schedule, causing collaboration to lose its purpose.
[bookmark: _Toc228342790]4.3 Knowledge Sharing and Information Flow
Knowledge sharing is vital in companies that work in innovation, as the exchange of ideas and expertise improves the productivity of the company. UK companies, like Dyson, have liberal communicative work processes, which leads to employees being able to exchange information and ideas, regardless of their location in the company, and this gives way to productivity as there are less rigid structures that slow the processes down that are part of innovation (Hollensen, 2020).
Japanese companies like Panasonic, on the other hand, have laid down and concrete work processes, which slow down the process of knowledge sharing and exchange of ideas, as there is before-elaborated work hierarchy and structures that processes have to go through (Stahl et al., 2010).
In the Japanese and UK structures collaborating, work friction can be caused in one of the teams when the other team places too great of expectations in something as simple as the exchange of information. Examples of having to deal with work friction caused across teams under different work models can be delays in processes, confused team members, and generally loss of motivation to carry out work that leads to innovation. This glaringly illustrates how the structures of collaboration can get in the way of effectiveness in work carried out cross-nationally.
[bookmark: _Toc228342791]4.4. Managing Disagreement in Innovation Processes
Differing cultures affect how disagreement is managed. The UK has a favorable disposition towards open communication, where disagreements are constructive. This is especially true in cultures where innovation is viewed as important. In Dyson, for example, decisions may be questioned as part of the problem-solving process, and alternative methods may be offered (Bird and Mendenhall, 2016).
In Japan, business cultures are designed around the avoidance of direct disagreements. The Japanese value the need for social order and the avoidance of conflicts. In a company like Panasonic, disagreement may be expressed outside the official setting, where it may be addressed in informal conversations and in secret. This may reduce conflicts, but may also create a system where decision making is bound by a lack of transparency (Fang, 2012).
These may lead to problematic joint innovation projects. The Japanese may have indirect and discreet methods of addressing concerns, while the UK may have open and direct ways of providing concern. This may lead to ambiguity and a number of unintended errors in the end product. This is a relatively clear indication that joint flexibility is culturally bound in a system of collaboration strategies and agreements that are specific to methods of dealing with disagreements.
[bookmark: _Toc228342792]4.5. The Effect on Product Development and Teamwork
The cumulative effect of these communication styles has the potential to skew product development and teamwork. The relatively clear instance of partnerships such as Dyson and Panasonic may lead to delays, miscommunications, and inefficiencies. The balance of conflict, knowledge sharing, and decision making may not be clear if the communication styles are significantly different.
Whereas problems declare the significance that cultural intelligence holds when managing overseas teams, teams must identify and adapt to the various formats of communication to be able to work within such teams (Ang and Van Dyne, 2015).
Ineffective functioning of cross-border communication will result in the lamentable under realisation of the benefits that can be gained from the international collaboration of distressed fulfilment of the promises that can stem from the collaboration when viewed from a positive perspective. Therefore, organisations that operate across borders must fashion an order in which communication serves to cement the invention and productivity of the organisation.
[bookmark: _Toc228342793]5. Steps to Foster Efficient Cross-Border Communication
To mute the discord in the international community of teams who engage in innovative pursuits, there are a plethora of measures that can be employed, the most prominent of which is the elevation of most of the workforce to a degree of cultural intelligence (CQ). Having such an elevation will allow the population to be cognizant of the existence and effects of differences in communication behaviours of people and help them in adopting the required practices to engender the missing consensus in the employee populace. This, in turn, will help in the achievement of the mutual understanding within the heterogeneous workforce (Ang and Van Dyne, 2015). The presence of such activities will allow larger degrees of the workforces within the social settings of organisations like Dyson and Panasonic. This, in turn, will foster the communication and functioning of mutuality in the discourses on the nature and value of the work that will be required of them.
Organizations can build adaptive communication practices within teams. This can be done through systems of communication, for instance, in meetings, documentation, and feedback channels. The balance of power also exists through leadership in an inclusive framework that is respectful of communication styles and how they are managed (Neeley, 2017).
Focusing on adaptive communication and cultural intelligence training can minimize collaboration barriers and, over time, optimize innovation and execution without compromising performance.
[bookmark: _Toc228342794]6. Conclusion
This essay has provided an understanding of the communication and collaboration differences between UK and Japanese teams in teams with a strong focus on innovation. It has also contributed to a greater understanding of the effect of this collaboration on business performance. Dyson and Panasonic are examples of how positive and negative differences in communication are created through conflicting cultural dimensions.
This analysis also indicates UK business communication is typically direct, tend to use short and precise communication, while Japanese business communication is typically indirect, precise, and tends to be in the interest of balancing the communication needs of the group. Since UK and Japanese cultures tend to have structured systems for communication, they would be at risk of delayed and low-quality communication in areas of time sensitive discussions, decisions, and agency, and how communication and information is generally shared (Ang and Van Dyne, 2015). These communication gaps can be characterized by delays and low quality which become barriers to communication.
The study posits that such challenges can be mitigated by fostering cultural awareness, creating flexible communication alternatives, and advancing strong leadership. By understanding and addressing cultural plurality, firms are able to enhance relationships and maximize the gains from global alliances, thus augmenting the potential for sustained business success and innovation.
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