[image: Discover University of Wales Trinity Saint David]



Module code: LCBB6001
Module Name: International Business Communications
Component 1: Coursework:  Individual Essay
Student Name : Iuliana Luminita Nica
Student Id : 2244846

[image: ]
















Contents
Introduction	3
Contextual Background	3
Main Body	4
Theoretical Context: Intercultural Communication Develops	4
Assessment of Communication Variations Between UK and Japanese Banking Teams	5
Direct vs. Indirect Communication Techniques	5
Formality, Hierarchy, and Decision-Making Methods	6
Verbal vs. Written Communication Preferences	7
Challenges and Effects in Cross-Cultural Team Management	8
Conclusion	9
References	11














[bookmark: _Toc200350356]Introduction
[bookmark: _Toc200350357]Being able to overcome the cross-cultural communication barrier is an important task for multinational companies to join the process of global financial integration. For instance, as Moller and Svahn (2004) argue, in the case of the banking industry, this fact is obvious as in order to comply with regulations and perform effectively in team work in global transactions there is a need for technical accuracy and cultural understanding. Besides, the majority of research works related to cultural barriers in general but no research works have been carried out on how the barriers in two companies’ cooperation materialize. That is why the author of this paper decided to research and analyze the actual communication problems that MUFG from Japan and HSBC from the UK encountered in international banking projects. Employing the cultural dimensions theory of Hofstede, Hall’s high-context versus low-context communication framework, and Trompenaars and Hampden-Turner’s dimensions of culture, the author aims to provide theoretical and evidence-based recommendations for cross-cultural cooperation in the banking sector.
Contextual Background
Global banking success demands an advanced understanding of economic factors and cultural norms due to the growing importance of cross-border relationships (Schäffner, 2003).  The HSBC and the Mitsubishi UFJ Financial Group (MUFG) stand as prominent examples of successful banking partnerships. HSBC maintains its headquarters in London, while maintaining a significant business presence throughout Asian and Pacific markets. The bank operates branches across more than 60 nations (HSBC Holdings plc, 2025). The strategic alliances they have formed have empowered them to expand their influence in culturally diverse regions including Japan. MUFG operates its headquarters in Tokyo and stands among the world’s top 10 banking organizations by asset size, while holding the position of Japan's largest financial institution. The bank's enduring connections with foreign financial institutions have enabled both expansion of its international operations and extension of its financial service offerings (MUFG, 2025). Although HSBC and MUFG share common goals like digital transformation and sustainable finance they operate and communicate differently because their cultural foundations set distinct operational paths. The United Kingdom's organizational culture shows a tendency towards low power distance and moderate individualism, while emphasizing task-focused communication. Japanese corporate culture demonstrates a greater power differential between levels of the organization alongside collective values and indirect ways of communication when juxtaposed with other corporate cultures. The corporate culture relies on the principles of group harmony together with decision-making processes that respect seniority levels (Balan and Vreja, 2013). This is a UK based project director of a cross-border project, a digital banking service to companies trading between the UK and Japan. The project needs technical integration between the cross-cultural teams, and the communication of the project goals and marketing in both markets. However, existing project documentation and communication methods are not currently performing well in these regards.
Additionally, the gap becomes more evident in collaborative projects like joint venture governance and syndicated loans because efficient communication holds the highest value here. Representatives from MUFG likely prioritize consensus building and indirect messages compared to HSBC representatives who prefer straightforward communication and individual accountability. Inadequate intercultural competence to navigate cultural communication patterns can result in project delays and purpose misunderstandings along with interpersonal friction during virtual or in-person meetings (Kirton and Greene, 2010).  These interactions demonstrate that cultural frameworks serve as useful tools for synchronizing expectations and reducing conflict to enhance international operational collaboration in the financial services sector instead of remaining theoretical academic concepts. The reason for this phenomenon exists in the deepening impact of globalisation.
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[bookmark: _Toc200350359]Theoretical Context: Intercultural Communication Develops
Intercultural communication theory presents essential insights for examining communication style differences between Japanese and British corporate teams. This analysis centers on three foundational cultural theories including Hofstede's 1980 cultural dimensions theory, Hall's 1976 high-context and low-context communication model and Trompenaars and Hampden-Turner's 1997 seven dimensions of culture, which together illuminate the systemic cultural drivers that influence individual and institutional behavior in international banking collaborations (Ozawa, et. al., 2019). The empirical foundation and practical usefulness of Hofstede's dimensions maintain their widespread recognition status. The relationship between HSBC and MUFG is profoundly influenced by power distance along with individualism versus collectivism and uncertainty avoidance. The United Kingdom exhibits a low power distance score according to Hofstede, (2011), demonstrating its egalitarian cultural orientation. This cultural framework promotes open communication from subordinates and distributes decision-making authority across various levels. In Japan people prefer distinct hierarchical systems and decision-making power remains at the upper levels unlike organizational cultures that favour equality and distributed decision-making authority. The United Kingdom maintains a strong emphasis on individuality, which contrasts sharply with Japan's widespread collectivist mindset. Japanese culture values collective agreement and social harmony more highly than personal expression according to Rygg, (2012).
Hall's 1976 model separates cultures into two categories: high-context and low-context. British culture practices low-context communication by focusing on explicitness together with directness and clarity. Japanese communication depends heavily on mutual understanding and interpretation of contextual cues and non-verbal signals during interactions. British professionals might see their Japanese colleagues as evasive or non-committal because of this theoretical difference, while Japanese teams perceive British directness as both aggressive and disruptive to social harmony (Gudykunst, 2004). However, the research is supplemented by the seven dimensions defined by Trompenaars and Hampden-Turner in 1997, which encompass both the achievement–ascription scale and the universalism–particularism dimension. British culture demonstrates a consistent application of norms because of its universalist and achievement-oriented nature, which emphasizes merit-based accomplishments. Japanese corporate culture operates through particularism where personal connections override standardized rules and ascription where seniority and position define role expectations. So, the potential misalignments in collaborative efforts between HSBC and MUFG reveal themselves when these frames of reference are combined. Misunderstandings typically emerge from deep-rooted cultural logics that affect signal encoding, processing, and response instead of language limitations. These cross-cultural misunderstandings represent an inherent structural challenge, which requires intentional leadership and strategic planning. Leaders develop the capability to predict potential conflicts, while creating cultural awareness communication protocols and fostering a work atmosphere of mutual respect and psychological safety through these models (Fischer, 2013). Operational success in global finance demands accuracy, trust and punctuality but cultural misunderstandings can disrupt this unless addressed through proactive intercultural competency.
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[bookmark: _Toc200350361]Direct vs. Indirect Communication Techniques
The primary difference between HSBC (UK) and MUFG (Japan) lies within their preferred methods of communication. The communication techniques used by each organization reflect the cultural characteristics of their respective countries. HSBC demonstrates its communication approach through structured and explicit email content and forceful meeting language, while prioritizing task-focused clarity. Japanese corporate communication practices operate deeply within a high-context framework. High-context communication methods involve suggesting messages indirectly, while deriving meaning from context, tone, and relationship dynamics (Hart and JaL, 2002).  The Japanese corporate communication system operates within a framework of high-context practices. In collaborative banking projects that depend on the timely and correct exchange of information for effectiveness, the consequences of this disparity produce significant repercussions. An HSBC manager might wrongly view a Japanese colleague's ambiguous response as indecisiveness or lack of commitment, while it actually reflects MUFG's policy to postpone decisions until full consensus is obtained (Yoshida, et. al., 2013).  The forceful nature of the British approach may appear threatening to the Japanese team members, which could result in broken trust between the parties.
Japanese business culture frequently employs indirect communication to preserve social harmony (wa), while preventing conflicts from arising. Silence is not necessarily a sign of disengagement because it serves as a communication method that encourages introspection and demonstrates respect for hierarchical structures (Long, 2012).  During business conversations in the United Kingdom people commonly interpret silence as confusion or lack of engagement, which triggers premature follow-up questions or escalations. These disparities become more than cosmetic effects when acknowledgement is absent because they represent culturally determined interaction patterns, which can lead to comprehension gaps. Cross-cultural executives leading HSBC–MUFG teams must develop proficiency in understanding interaction subtleties and build multicultural literacy to ensure their messages remain accurate, while reducing friction and reinforcing trust in their collaborative capabilities.
[bookmark: _Toc200350362]Formality, Hierarchy, and Decision-Making Methods
The significant organizational hierarchy and decision-making method disparities between HSBC and MUFG result in clear consequences for their collaboration especially during critical financial operations. The British corporate culture maintains rigid hierarchical structures, yet HSBC's daily operations reflect an egalitarian approach. The British company operates within a cultural framework that reflects this approach. The decision-making process includes input from middle managers and relies on logical reasoning instead of status-based command. Hofstede's (2011) analysis shows that the United Kingdom displays low power distance, which promotes open communication throughout organizational levels and informal interaction between leaders and employees. These findings accurately reflect the United Kingdom's characterisation. Japanese corporate culture features a clear formal structure with rigid hierarchical distinctions. The structure of power and participation within this hierarchy relies on seniority along with both age and tenure. MUFG demonstrates the characteristics of such an organizational structure. The research from Hofstede Insights (2024) explains that Japan demonstrates high power distance and collectivism leading to vertical communication and group decision-making processes. Japan operates with high power distance and collectivism, which leads to vertical communication channels and consensus-driven decisions that require significant time investments. This selection strategy, which rotates recommendations upward for approval maintains group unity, but Western competitors view it as inefficient and overly cautious.
Structural differences can result in strategic misalignments when banks engage in cooperative activities. The first study shows British teams expect quick executive decisions yet Japanese teams may interpret this behavior as rushed or dismissive of their organizational procedures. MUFG project managers must wait for senior management approval before proceeding with initiatives, while HSBC project managers may delegate decision-making authority to functional specialists. Additionally, the differing perspectives extend beyond procedural concerns as they represent culturally ingrained principles of control and legitimacy. Both parties must establish accommodations to achieve successful cooperation (Schäffner, 2003).  British leadership needs to demonstrate patience with the Japanese approach to timelines, but Japanese business partners should learn about Western demands for quick and evidence-based decision-making. Without proper understanding of expectations differences can damage project success and inter-organizational collaboration.
[bookmark: _Toc200350363]Verbal vs. Written Communication Preferences
The different preferences for verbal and written communication between HSBC and MUFG create additional obstacles for their organizational cooperation. Business settings in the United Kingdom view written communication as essential to maintain clarity and accountability and provide legal references. Emails reports and contractual agreements particularly demonstrate this requirement in business operations. Salamon, (2015), explains that low-context communication preferences in the United Kingdom drive this cultural tendency. The setting requires explicitness to ensure minimal ambiguity. At HSBC institutional culture dictates that written correspondence serves to document decisions, while establishing expectations and monitoring action items. The primary communication method used in HSBC is through written correspondence, while verbal communication acts as an additional support. MUFG follows Japanese corporate culture, which values verbal discussions within trusted environments as more essential than in many other cultures. Companies frequently use informal verbal discussions to establish agreements before they issue formal written confirmations (Yoshida, et. al., 2013).  Written communication maintains its importance but typically follows decision-making processes instead of initiating them. Japanese corporate environments produce written documentation that tends to exhibit subtlety and indirectness, while maintaining respectfulness. (Garcia, 2016).  highlights that subtlety becomes essential for resolving differences and proposing suggestions. Professionals in the United Kingdom might interpret these nuanced writing styles as intentional avoidance or ambiguous language.
However, the practical results of combined banking operations lead to significant outcomes. Imagine that HR managers at HSBC send their team members an email containing a detailed proposal that requires immediate attention and expect to receive written feedback within a designated timeframe. MUFG colleagues may introduce delays if they choose to review the proposal internally and informally before sending their formal response. The reason for this isn't due to disinterest but rather stems from procedural norms and cultural customs. Japanese team members might interpret the British insistence on quick written feedback as lacking personal touch or appearing too forward. These circumstances are especially applicable when trust and relationship context remain undeveloped between parties. Operations become inefficient and interpersonal tensions emerge when the preferences of individuals fail to align. Efficient international collaboration requires knowledge of Japanese banking culture's focus on verbal exchange and collective discussion and the British method emphasizing rapid communication and personal responsibility through written documentation. Cross-cultural leaders must create flexible techniques to establish clear expectations and procedural transparency, while protecting cultural integrity. Hybrid communication plans serve as a strategic approach by combining spoken alignment with subsequent written follow-ups.
[bookmark: _Toc200350364]Challenges and Effects in Cross-Cultural Team Management
During transnational cooperation between HSBC and MUFG the culture differences discussed earlier go beyond academic distinctions because they produce actual management challenges. The potential for interpretational inaccuracies represents the primary difficulty in the cooperation between HSBC and MUFG. Project delays and mismatched deliverables alongside strained relationships can result when both parties fail to sufficiently understand each other's communication styles, decision-making hierarchies and message preferences. British professionals tend to reject Japanese indirect criticism because they see it as evasive or noncommittal as noted by Gudykunst (2004). Japanese colleagues may perceive British direct feedback as aggressive. Varying perceptions of time serve as another primary challenge to overcome. British teams work according to a monochronic time perspective, which leads them to expect straightforward development processes and strict deadline observance. Japanese teams prioritize internal harmony and completeness over rigorous scheduling according to Fischer, (2013) study. Japanese teams operate primarily on a relational and event-based understanding of time. In time-sensitive financial collaborations like regulatory filings or syndicated loan structuring this temporal misalignment may hinder performance unless partners show mutual tolerance.
Moreover, the problem of unclear leadership continues to appear repeatedly in various settings. MUFG follows a hierarchical status system, which dictates authority and communication flows compared to HSBC, which uses flat structures to grant power to middle managers. Joint teams may struggle to pinpoint the right interlocutors when they lack clarity, which becomes critical during cross-functional collaboration and dispute resolution processes. When role acknowledgements go wrong people may inadvertently breach cultural norms for respect and legitimacy. Organisational leadership needs to prioritize intercultural competency as a fundamental operational necessity instead of viewing it as a soft talent in order to handle these challenges effectively. Cultural intelligence training (Rygg, 2012),  the establishment of cultural liaisons, and collaborative efforts to develop communication protocols function as methods to decrease the chances of misunderstandings. The capacity to manage cultural differences now serves as both a managerial requirement and an essential element that defines strategic success. Global banking operations maintain a necessity for significant cross-border cooperation.
[bookmark: _Toc200350365]Conclusion 
In this case, if the organizations will succeed in institutionalizing cultural sensitivity and adaptability in the leadership system, they will be able to utilize the diversity as a competitive advantage for a longer period. In this case, HSBC and MUFG need to hold joint cultural intelligence (CQ) training, create a cross-cultural communication protocol and a cultural liaison officer in the team. These steps will eliminate the cultural misunderstandings identified in this article immediately and enhance the trust and operation effectiveness of the two organizations. The second option to solve the problem is hybrid communication practices. In this case, written communication is preferred by the UK and verbal communication by the Japanese. Once again, this article underlines the importance of establishing integrated communication systems and cultural intelligence training for the specialists in the function and that the ability to go beyond culture is as important for the alignment of functions as for gaining a competitive advantage in international markets.
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