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[bookmark: _Toc235346486]1. Introduction
Globalisation has enabled international business collaborations to flourish at a rapid pace, leading companies to encounter not just business obstacles but also cultural challenges (Turner, 2024). Cultural understanding, effective communication, and flexibility in different national contexts are essential for successful collaboration. The essay focuses on the communication differences between Jaguar Land Rover, a UK-based multinational, and Toyota, a Japanese automotive company, as a model for UK–Japanese business cooperation. While the two organisations share a common vision, the goals and approaches of the teams could differ in their expectations on how to communicate, make decisions, communicate hierarchies, and handle relationships. To critically analyse these differences, this essay uses Hall (1976) theory of high-context and low-context communication and Hofstede (2011) dimensions of culture. The discussion maintains that cultural differences can be overcome if there is intercultural competence, but if not, they can lead to misunderstandings and communication problems that can have an impact on international business.

[bookmark: _Toc235346487]2. Main Body
A useful illustration of UK–Japanese business relationship in the automotive sector is the partnership between Jaguar Land Rover (JLR) and Toyota. JLR represents a British organisational culture, which tends to favour a direct style of communication, individual responsibility and efficiency (JLR, 2022). Whereas Toyota is a Japanese management style with a teamwork and hierarchical approach, which also prioritises consensus building (Toyota, 2023). Analysing the differences can give a clue to how the values of cultures affect communication between international teams. As a whole, businesses in the UK tend to be individualistic, communicating straight and focused, and focused on being efficient and accountable. Staff members are encouraged to voice their opinions and to question, challenge and openly discuss working issues. The processes of decision-making are usually faster, and managers tend to concentrate on obtaining clear goals and getting things done efficiently (Hallo et al., 2020). For instance, if a manager in the UK is in charge, he or she might want to raise issues in the meetings in a public way to solve the problems efficiently and quickly.

By comparison, Japanese society is very collectivist, emphasising harmony and the development of longterm relationships (Mnrai et al., 2019). Japanese companies tend to value team harmony, obeying authority and the positive interactions among workers. Communication is often indirect and employees are not free to disagree with senior managers to avoid conflict and foster harmony. Often the decision-making process includes nemawashi, informal discussions and consensus building prior to formal decision making. Teams from the UK are likely to appreciate speed and feedback, whereas Japanese teams will appreciate careful consideration and consensus (Brett et al., 2020). Such differences in culture have the potential to affect expectations, communication and working relationships within UK and Japanese teams working together on international partnerships.

Hall (1976) high-context and low-context communication theory is a useful tool for understanding the differences in communication between the UK and Japan. The UK is generally a low context culture, which means that direct, clear and explicit messages are used (Broeder, 2021). Japanese culture, by contrast, is high-context, where meaning relies on relationships, social status and context. Misunderstanding takes place when one culture analyses another culture in terms of their own communicative expectations. These differences are due to Hofstede (2011) cultural dimensions. This power distance aspect also affects communication and decision-making in Japan: the country's acceptance of hierarchy promotes formal communication, whereas the UK's acceptance of hierarchy promotes informal communication. Moreover, the Japanese value teamwork, the collective responsibility and consensus-building while the UK organisations put more stress on individual responsibility (Yeo et al., 2025).

The UK and Japanese teams differ in several key areas, including in terms of their communication styles. Hall (1976) asserts that the UK is a low-context communicator, meaning that they tend to communicate in an explicit manner, both verbally and in clear statements. Staff are expected to be straightforward in the UK, and managers are also expected to be direct about issues, even if they disagree with existing decisions (Kwon and Farndale, 2020). This will ensure transparency, expedite problem solving and enhance accountability.

In Japan, however, the communication style is more high-context, where relationships, social status, non-verbal communication clues or context can affect the meaning. The Japanese are not likely to disagree outright or refuse, as harmony and maintaining relationships is important (Roth, 2026). Negative feedback can then be expressed indirectly, with subtle expressions, and suggestions, instead of explicit rejection. In the UK-Japanese context, a nod along with a word of agreement may be considered as agreement in the UK, but not necessarily in Japan, and being direct might be interpreted as critical or confrontation in Japan. Thus, when working teams come from different cultures, where differences in communication styles can lead to misunderstandings, the teams need to learn more about each other, and adjust their ways of communicating (Levitt, 2022). These differences may be relevant in the context of a JLR–Toyota relationship, when project issues are discussed. Toyota team members might express concerns more subtly to preserve harmony, whereas a JLR manager might get a direct affirmation of issues.

Decision making influences on meeting behaviours is also shaped by cultural differences. Where Hofstede (2011) dimensions can help explain these variations, they are power distance and individualism versus collectivism. In most UK organisations, there is an expectation of a free flow of ideas in meetings with other members of the organisation, including managers and workers (Wiewiora et al., 2020). This is indicative of a low power distance culture where communication between manager and employees is more informal.

In contrast, however, the decision-making process in Japanese organisations tends to be hierarchical and collective. Nemawashi is a process of informal consultation and agreeing among relevant stakeholders before a formal decision is made (Nikka and Uchihira, 2024). This can take longer but can decrease conflict and help ensure group commitment. The result is that UK managers might feel Japanese decision making is slow or inefficient and Japanese managers might think that UK managers' decision making is too fast and not fully analysed. Understanding these differences enables international teams to take the UK's efficiency and the Japanese's careful consideration and collective support (Lu et al., 2022). These different approaches can impact the timing of projects and coordination in a mix with JLR–Toyota. It is possible that JLR managers may get key decisions at meetings and Toyota teams may need internal consultation before reaching a conclusion. The absence of cultural awareness can lead JLR workers to see this as a waste of time while for Toyota workers it can be seen as a lack of consideration for team members' perspectives when making quick decisions.

Another area for cultural differences that impact collaboration is feedback and conflict management. In the UK, constructive criticism is considered open criticism which enables teams to discover their weaknesses and enhance performance (Vuong and Nguyen, 2022). Staff and managers can have frank exchanges and an unvarnished discussion in order to make effective solutions. In Japanese working environment, harmony is valued more than anything else and they do not like to cause embarrassment or any harm to the relationship (Watanabe and Kanazawa, 2021). This means that criticism can be conveyed indirectly, or in judicious language. This will aid to good working relationships but can be an issue if there is need to get clarification quickly in an international team. They may, for example, fail to attend meetings and raise concerns, and leave it to UK managers to believe that everyone is happy with a decision. This can cause hidden aggravation and over time, frustration with each other and their team. A part of effective cross-cultural communication is to develop an environment where Japanese employees can express their self, respect and harmony (Razdorskaya, 2025).

In a JLR-Toyota partnership these differences may have an impact on engineering considerations and problem solving. The employees of JLR might openly disagree with technical concepts or raise project issues openly in meetings, while the employees of Toyota may have different opinions that they wish to discuss in a more confidential manner to keep the team harmonious (Batth, 2021). When applied incorrectly, the application of these methods can lead to misunderstandings about the way communication and feedback is applied between British managers and Japanese employees.

There are also deep cultural differences in how relationships and trust are established in business between the UK and the Japanese. In the UK, competence, reliability and successful completion of tasks are the means of building the professional trust (Ten Cate and Schumacher, 2022). When forming business relationships, managers can very quickly become engrossed in the objectives, performance outcomes, and contractual obligations.
In Japan, trust is often cultivated over time, through shared experiences, relationships, and interactions. In the Japanese context, businesses tend to build up expectations first, then make substantial commitments (Whitehill, 2022). The building of relationships can thus be seen not only as a social responsibility but as part of the collaboration process itself.

The varying expectations can lead to difficulties in the UK–Japanese partnership. British managers might see an extensive process of relationship building as wasted time, while Japanese companies might see only the business outcome as an indication of commitment or personal investment (Wu and Vahlne, 2022). So, both cultures need to accept the benefits of the other approach, if they are to collaborate effectively. These differences when viewed with the viewpoint of JLR-Toyota may impact on the way they are able to build cooperation and collaboration between teams. The project targets, deadlines and performance outcomes may be important for JLR managers but important for Toyota representatives are developing trust and mutual understanding before increasing cooperation (Kanri, 2026). Both organisations will benefit from increased understanding of these expectations to help establish a more effective working partnership and greater relationship.

Cultural differences between UK and Japanese teams may impact on international business collaboration, particularly in relation to communication as well as meetings and decision making. There can be misunderstandings when hearing direct UK messages by Japanese employees, and indirect Japanese messages may be misinterpreted by UK managers. Likewise, UK teams tend to involve in an open discussion and move quickly to decisions, while Japanese teams might focus on careful consideration and consensus (Dyer Jr and Dyer, 2019). The differences can cause delayed decision making, lower involvement in the workplace, and frustration. For instance, limited verbal involvement with Japanese colleagues could be interpreted as being not involved by the UK employees and direct criticism by the Japanese employees could be regarded as uncomfortable. But cultural differences do not indicate a disadvantage. They can be used to improve innovation, problem-solving, and collaboration, while bringing together the flexibility and openness of the UK with the teamwork, careful analysis, and long-term strategic thinking of the Japanese (Holbeche, 2023).

Organisations need strategies to address communication issues between team members from the UK and Japan to foster understanding and adaptability across cultures. To raise awareness of Japanese Communication, traits such as indirect communication, respect for hierarchy and the importance of maintaining harmony, first, cross-cultural training should be conducted for employees (Huysveld, 2025). This type of training can minimise cultural assumptions and make the organisations' employees more likely to understand the messages.

Secondly, managers could build communication flexibility by changing the degree of directness, the style of approach and feedback of meetings with people in different cultural backgrounds based on their cultural expectations (Shaikh and Makhecha, 2019). Managers in the UK dealing with Japanese employees might need to be more sensitive to communicating with the team, and more clear, meanwhile; Japanese employees might need to be encouraged to discuss issues at the right forum but a bit more open.

Thirdly, the communication style should be regulated, with a balance between openness in the UK and sensitivity to relationships in Japan (Bojadjiev et al., 2023). In this way, a team can remain transparent, and respect cultural norms pertaining to how the trust and consensus are developed. Finally, collaboration requires the ability to work with others, which is important for interpersonal skills. There are opportunities to have informal conversations, do team activities and face-to-face interaction to build trust and improve cooperation. 

[bookmark: _Toc235346488]3. Conclusion
In brief, there are cultural differences and business differences between the UK and Japanese that mean that the teams do not communicate in the same way. The primary distinction is communication methods: The UK team tends to communicate explicitly and directly, while the Japanese team communicates implicitly and through a relational approach. Hall (1976) theory of high context and low context communication provides a good explanation as to how these communication styles can lead to misunderstandings in international collaborations. Furthermore, Hofstede (2011) cultural dimensions reveal that the variations in hierarchy, individualism and collectivism have implications for decision-making, work relationships and expectations of management. But cultural differences should not be perceived as hindering opportunities for successful relationships. Differences, however, can also be strengths if organisations foster intercultural competence and include the right training and flexibility in communication. International teams can benefit from UK efficiency and openness and Japanese collaboration and long-term relationship orientation to deliver better sustainable business performance and innovation through improved collaboration.
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