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Introduction 
Cultural difference is a major factor that prevents numerous organisations in order to accelerate profits and annual revenue (Dhital, 2023). Due to this cultural variety, many organisations face difficulties related to employee engagement and collaboration. Along with that, the communication gap is the biggest barrier that has also been observed by several multinational companies like Unilever. This structure will introduce a detailed understanding of the cultural importance and internal conflicts surrounding this aspect. The customs variation between the UK and Asia will also be discussed below by providing effective examples. Additionally, the company background of Unilever will also be developed with numerical information. Two theories will be included, such as 'Hofstede's cultural dimension' and 'The 7 dimensions of culture', to evaluate the variations of traditions between British and Japanese employees. Those theories will be elaborated with effective justifications and illustrations of each step. A set of strategies will also be provided at the end in order to mitigate future complications related to communication between the UK and Asian staff at Unilever. 


Discussion 
Unilever is a multinational company in the UK that deals with consumer goods. In addition, multiple products are offered to the customers in order to generate a high amount of profit annually. For instance, beauty, nutrition and personal care are offered to the audience signifying a product diversification approach of this company. This organisation has employed about 125,000 workers all across the globe, and multiple brand names are also involved under this company in about 190 countries. Due to its effective marketing tactics and the right targeting approach, a number of 3.4 billion people utilise the products offered by this brand. Along with that, due to the emerging market of about 58%, a total number of €60.8 billion has been identified indicating higher profit levels for Unilever (Unilever, 2025). This company also includes multiple sustainability approaches that foster economic growth by balancing the environment and the overall ecosystem. This organisation also contributes a total amount of €1 billion in order to facilitate projects related to the ‘Climate & Nature Fund’ (Unilever, 2025). This company has also partnered with other companies like Alibaba, food panda and Lazada in relation to expanding its business in Asia (Foodpanda, 2021). 
The UK culture is different from the Asian culture, and so, cultural integration is necessary to mitigate communication issues in future. The UK companies are individualistic in nature and prefer to be involved in personal growth and development. In addition, independence is valued more rather than group activities. On the contrary, the Asian culture prioritises teamwork and provides values to the collectivist approach. The British culture often introduces precise and clear communication with colleagues (Europeanbusinessmagazine, 2022). However, in the Asian culture, communication is indirect and surrounded by non-verbal cues that can contribute to misunderstandings. As per the collected information, the social etiquette of the British people comes with politeness. The Asian people show respect to others with bowing customs. The work culture of the UK and Asian countries is also different from each other. For example, UK employees separate their work and personal lives; however, Asian employees prefer sharing thoughts and experiences. For this reason, a communication gap is observed between the UK and Asian people, which may produce internal conflicts. In order to eliminate this issue, two theories will be incorporated below in order to understand the cultural variation between the British and Japanese people. This evaluation can introduce a roadmap for Unilever in terms of establishing effective strategies to mitigate conflicts in communication between the UK and Asian employees after global expansion.  
Hofstede's cultural dimensions are considered a structural framework that helps in analysing the differences among individuals regarding communicational approaches and behaviours (Dhital, 2023). In addition, with the help of this theory, the misunderstandings among the individuals of Unilever can be recognised and evaluated more effectively. A communication gap has been recognised between the Japanese and UK teams, and so, to analyse those issues, this theory plays an intricate role in figuring out the misconceptions among the team members. This framework possesses about six stages, including 'Power Distance', 'Individualism vs. Collectivism', 'Masculinity vs. Femininity', 'Uncertainty Avoidance', 'Long-Term vs. Short-Term Orientation' and 'Indulgence vs. Restraint'. The power index refers to the ways individuals handle the inequality related to power distribution. In addition, the countries that have high power index often support and do not opt for justification from the hierarchies regarding this inequality (Dhital, 2023). On the other hand, the continents that have a low power index mostly question gaining equal opportunities in a certain context. For example, the UK is a country that mostly follows 'low power distance'. Therefore, the managers and the employees often collaborate with each other, and while making decisions, employees can participate indicating equal opportunities among the staff. On the contrary, Japanese individuals are more prone to support power inequality and maintain limits while communicating with a hierarchy that signifies 'high power distance'. Individualism refers to the prioritisation of the people between individuality and collectivity. In simple words, some people prefer to give importance to their individual goals and profits. In addition, independence is the first place for those persons who belong to individualism. On the other hand, in the context of collectivism, group activity is the topmost priority among individuals. In contrast, this culture enhances loyalty and maintains harmony among the group members. For example, the UK people mostly favour staying independent, which signifies an individualistic culture. As per a report, about 30% of the UK population lives alone, reflecting their independence characteristics (ONS, 2025). On the other hand, Japanese people are more involved in group work when compared to UK individuals. For instance, about 70% of the Japanese accepted their nature as a collectivist, according to a survey (Anglesjournal, 2021). 
Masculine and feminine traits are also involved while expanding the cultural dimensions between Japanese and British people. This stage indicates that the most preferred options are between competition and modesty. In addition, this dimension clarifies which country is more involved towards the feminine or masculine aspect. For example, British individuals mostly believe in the competitive aspect. While the Japanese culture starts to highlight the importance of teamwork. A report has revealed that about 13% of higher position holders in UK organisations were men. However, the number of women employed in those positions was relatively low, with a percentage of 8% (Francis-Devine, et al., 2025). According to the Japanese government, about 30% of higher positions should be held by female candidates, signifying a slight inclination towards the feminine dimension (Nippon, 2024). Uncertainty avoidance is also a step that helps in determining the cultural distinction between the UK and Japan. In this case, to avoid uncertainty, structural rules and regulations are introduced. On the other hand, some people like to take challenges and risks to develop growth in their lives. For instance, UK businesses take risks and generate new ideas to gain competitive advantages. On the contrary, Japanese companies follow a set of rules and regulations in order to eliminate any kind of risks or financial downturns. For example, a longer time taken by Japanese employees introduces delays in decision-making. The UK employees make instant decisions offering quick results but may face problems in the future (Workbeam, 2021). 'Long-term and short-term orientation' is crucial in terms of analysing the perspectives of individuals coming from different cultural backgrounds. Companies which focus on the long-term aspect, prioritise recognition and rewards in future. Apart from that, the organisations concentrate on past and current scenarios indicating a 'short-term designed culture'. In the case of the UK, these organisations prefer to make profits in the short term and so make quicker decisions than Japanese organisations. However, Japanese individuals are counted in 'long-term orientation' because taking a longer time for any kind of change in management. ‘Indulgence vs Restraint’ is a significant approach that assists in determining the ratio of enjoying life among people belonging to various cultures and norms (Workbeam, 2021). The people from Japan are more inclined to obey regulations instead of freeing themselves from regular life. On the other hand, the residents from the UK allow themselves to take leave and also encourage holidays to spend quality time. Trompenaars' Cultural Dimensions Model is famously known as the 7 Dimensions of Culture, which is instrumental in fostering working relations among people from diverse cultures. The first five dimensions are mainly involved in focusing on basic human relationships, reflecting our efforts in teamwork and smooth communication (Stanciu and Stanciu, 2023). Culture shapes our perspectives and furnishes our point of view about time as well as our connection with the environment, beyond human behaviour (Ziliute, 2024). The first dimension takes into account “Universalism vs Particularism” on the pretext of what should be prioritised-rules or relationships. Universalist cultures can be observed in nations like the UK, the US and Canada, where priority is given to rules over relationships. Here, a uniformity is maintained even in cases which involve near and dear ones. On the other hand, Latin America, Russia, and China nurture particularist cultures, keeping relationships above rules and regulations. This flexible culture allows for modulating the rules when close friends or family members are involved; every case is assessed based on its exclusive merits. The universalist cultures are consistent in keeping promises by explaining the actual logical reason behind a specific decision. The decision-making process in Particularist culture is influenced by relationship building and understanding the individual demands, adhering to key rules. Next comes the dimension, “Individualism vs Communitarianism”, centring around both self-care and the well-being of a community. While individualism prioritises, perspectives aimed at securing personal achievements and benefits, Communitarianism deals with collective welfare, taking everyone into collaboration. The individualistic cultures encourage individuals to take initial steps in alignment with the needs of that person. People are rewarded with recognition for how they perform. The group is showered with accolades for the overall performance in the case of Communitarian cultures. Although the group is publicly applauded and acknowledged, the individuals are also recognised for their able contribution in a private setup. Now, the "Neutral vs. Emotional” dimension illustrates the context of emotional expression. Neutral cultures are known to control the expression of free emotions and not display them in a public forum. A strict line is drawn between professional and personal relationships, with maintenance of formal body language and etiquette. On the contrary, emotional cultures indulge open sharing of feelings and body language is directly involved in conveying thoughts and addressing conflicts (Água, 2023). Then, the fourth in line, “Specific vs. Diffuse” dimension, explores perception of cultures in several aspects of life appropriately. Specific cultures maintain a clear boundary between the professional and personal lives. Conversely, diffuse cultures enhance the overlapping of personal and professional spheres with each other. The fifth dimension, “Achievement vs Ascription”, regards how cultures evaluate the value of persons based on their inherent attributes or individual capabilities. Achievement cultures judge people by their actions and reactions, with simultaneous validation. Ascription cultures gauge a person on the grounds of gender or age, attributing values and qualities to them, based on their specific role. Suppose a prince is considered great due to royal lineage, and politicians are labelled as dishonest solely for their profession. The dimension of “Sequential Time vs. Synchronous Time” delves into how cultures are involved in time management, whether multitasking is favoured or tasks are accomplished sequentially. In the final dimension, “Internal Direction vs. External Direction”, is crucial in our perception of whether individuals control their environment or the concerned atmosphere exerts control over people. In internal direction culture, individuals nourish the idea of manipulating their environment the achieve their expected goals (Onime, 2024). Individuals in the pretext of external culture facilitate collaboration with their environment to attain their objective. In the British multinational corporation, Unilever, the employees in its UK and Japan offices have differing communication styles about interaction. This can be attributed to numerous factors, the dimension of time culture being the foremost one. The workers in the UK follow a sequential time culture, showing notable punctuality in the completion of tasks as they highly appreciate the financial aspect of time. The Japanese are followers of synchronous time culture where multi-tasking is encouraged in the company operations with flexible plans and deadlines, punctuality taking a backseat in this case. Moreover, the employees in the UK office of Unilever are accustomed to an internal direction culture, where the individuals are allowed to design their plan of action within reasonable bounds. Unilever's team members in Japan are more familiar with external culture, adjusting to the course of work as per requirement, maintaining strong bonds over personal victories. 
Implementation of several communication styles is not adequate for the creation of proper communication within an organisation having a workforce consisting of members from diverse nations (Hyland-Wood et al., 2021). The Unilever can effectively bridge the communication gap, mitigating the barriers arising due to language by applying a few strategies in its quest to establish its business stronghold in Asia. A clear, concise language should be utilised for communicating among colleagues by avoiding critical jargon or technical terms which may pose unfamiliarity for some teammates. Since English is not the first language for the local employees in the Asian office, the managers from the UK counterpart should try speaking slowly for everyone to understand. This will be instrumental in fostering business in Unilver’s future endeavours, with the commencement of its services in Asia. Also, more care should be taken for the use of sarcasm and humour in the context of official meetings, as they work differently across diverse cultural backgrounds. Therefore, more visuals in the form of diagrams, images and charts can be used for explaining complex concepts more lucidly. This is because everyone may not have a similar level of language literacy or fluency, and visualisation is usually utilised to negate this issue. Cross-checking may be encouraged in case the subordinates are unable to understand a task fully (Hartle et al., 2022). By repeating the assignment in their own words, a clear picture of their understanding will be illustrated. It is more important to listen minutely to the perspectives and ideas while communicating with Asian colleagues. Assuming without paying heed to the speaker and arriving at conclusions will worsen things during interaction. Unilever, in its effort to expand its business in the Asian continent, should be respectful of the employees’ preferences based on their preconceived notions. Moreover, flexibility can be adopted to respect the preferences of team members on the Asian ground. Unilever can instil the confidence of the Asian employees by encouraging constructive feedback to identify and troubleshoot any misunderstanding arising due to incompetent communication skills.   


Conclusion 
This structure includes the core importance of effective communication among the individuals of a workplace. Unilever desired to expand its branches more in Asia, and to reduce complications, a partnership with Alibaba and Foodpanda has been introduced. This essay has signified the communicational challenge faced by the culturally differentiated people in a workplace. To reduce this problem, an effective analysis of the British and the UK has been included in terms of variation in traditional norms and values. To understand this phenomenon, 'Hofstede's cultural dimensions' and 'The 7 dimensions of culture' theories have been integrated for more detailed evaluation and justification. In conclusion, this analysis is vital for figuring out the necessary approaches that should be taken in minimising issues in communication between British and Asian workers. 
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