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1. Introduction 

Culture is one of the many interlocking factors influencing work organization and how the work is managed. Many definitions of organizational culture exist. After summarizing the most common, Robbins & Coulter (2008) state that culture comprises shared values defining acceptable and unacceptable workplace behaviours.
In cross-cultural business environments, the differences in cultural values, attitudes, and beliefs can impact negotiations, decision-making, and conflict resolution. Thus, it is vital to understand communication and its styles as a bonding factor to gain success. According to Griffin (2003), communication is a process of exchanging information or ideas between two or more individuals or groups (sender-receiver). Cross-cultural communication or “intercultural” is when people from diverse cultures interact (Francesco and Gold, 2005). Communication can be one-way or two-way. Two-way communication is more effective as it involves feedback.
The report's background is a case study of Energy Power Universal Elect Plc in the UK and UAE. Various departments need to work with colleagues in the UAE to ensure a smooth takeover in the UK. The most important task is the management of implementing change across diverse cultures. International business relationships are vital in the current global economy. It can benefit the parties involved, especially when they are aware of cultural differences. The report is built around this perspective. 
In the first part, this paper discusses the aspects of cultural influence on communication, negotiation, and best practices within the UK and UAE based on the Lewis Model. Then, evaluate the Ethnocentric and Polycentric Models according to the case study examples. The findings, including recommendations, are presented in the next part of this chapter. The last part provides the outcome of the Romanian student interview, followed by the examination of the validity of the Lewis Model. The paper finishes with a conclusion based on academic literature included within the report. 

1. Cultural Competence.

In the global economy, businesses operate in increasingly diverse cultural settings. As such, it is essential to understand the impact of culture on business practices, communication, and decision-making within international business M&A (Merger and Acquisition). According to Lewis (2021, p.16), “Re-organization is obviously imperative in the case of M&A, but where two cultures are involved, no meaningful organization can be achieved without first attending to the problem of conflicting national traits”. He also suggests that companies should start with cultural due diligence at the first stage (Lewis, 2021, pp 6-7). An explanation is available in Appendix A.
Thus, cultural differences can affect everything, from negotiation styles to management approaches and determine the success or failure of a business venture. Therefore, developing cultural awareness and sensitivity is vital for managers to navigate diverse cultural differences effectively. In this context, picture 1. represents the process of developing cultural competence in the workplace. It involves increasing awareness, knowledge, and skills to interact with individuals from diverse cultures. Also, it includes understanding cultural biases, learning about other cultures, adapting to different contexts, building communication skills, and recognizing cultural differences in the workplace. Individuals can enhance their cultural competence through education, training, and self-reflection. The cultural competence of employees is crucial for organizations to thrive in today's globalized world. Research conducted by scholars, including Bouquet & Birkinshaw (2011), Levy et al. (2007), and Nadkarni et al. (2011), supports this view. 

Picture 1. Developing cultural competence based on Bairatchnyi (2013).
[image: ]

2.1. The Lewis Model.

The Lewis model of cultural classification, developed by Richard D. Lewis in 2006, provides a framework for understanding cultural differences based on communication styles and behavioural patterns in business settings (Lewis, 2018). This model proposes three cultural categories:
Linear-active cultures, such as those in the UK, tend to be task-oriented, direct and focused on time management. 
Multi-active cultures, such as those in the UAE, tend to be relationship-oriented, expressive and focused on personal interaction. 
Reactive cultures, such as those countries in Asia, tend to be more reflective and indirect. They focus on keeping social harmony and are good listeners. Picture 2 below shows Lewis's Model of cultural categories by country.

Picture 2. Cultural classification based on Lewis (2018)
[image: ]

Understanding Lewi's classification can help managers at Universal Elect Plc to critically analyze and discuss how cultural differences may impact communication during negotiations and feedback processes between the UK and the UAE. This knowledge can help them navigate potential cultural barriers more effectively, leading to better collaboration and successful outcomes. Table 1 below contains the communication styles of all three categories developed by Lewis in its model. 
Table 1. Lewis's model of the communicative features of its categories (Lewis, 2012, p. 187).

[image: ]
Before the paper conducts future analysis, it needs to be pointed out that the Lewis model is not free from limitations. The critics argue that it may perpetuate cultural stereotypes and fail to capture the dynamic nature of culture. Communication styles may vary within a given culture. Thus, oversimplified categorization could hinder understanding individual and contextual differences. In a critique by Ting Tommey (2017), the author highlighted the limitations of perspective cultural models, including the Lewis model and emphasized the need to approach cultural understanding with the critical lens, considering the fluidity and complexity of cultural behaviours. 
Reactive cultures: These categories focus on harmony, consensus building, and indirect communication styles, like the multi-active ones. However, individuals in these cultures often accommodate group cohesion and tend to be more reserved in their communication. 
The multi-active cultural category is typified by countries such as the UAE, where individuals exhibit extroverted behaviour and a people-oriented disposition. According to Lewis and Warner (2006), they tend to be more communicative than receptive and have a divisive attention span resulting in distractions and interruptions. They exhibit expressiveness in their body language and gestures and willingly share personal information. Multi-actives have a flexible approach to truth and time. They are also emotional, impulsive, and warm while avoiding conflicts to maintaining harmony. 
Given the cultural diversity in today's global economy, understanding these characteristics is essential for effective communication with individuals within the multi-active category. However, to mitigate potential misunderstandings and conflicts, managers should be open-minded and flexible with their approach to solutions.
Therefore, while the Lewis model has its merits, there is a risk of oversimplifying complex cultural behaviours and neglecting individual differences within cultures. For example, Geert Hofstede's (2018) approach considers variations within cultural groups, making it more nuanced. 
The research conducted by Smith et al. (2016) underscores the perils of reducing cultural dimensions to simplistic categories and emphasizes the significance of contextual factors in avoiding cultural stereotypes. Thus, for the UK and UAE managers, it is crucial to possess a comprehensive understanding of cultural nuances to make informed decisions and avoid sweeping generalizations.

People from linear-active cultures, such as the UK, tend to be introverted in listening and speaking. According to the Lewis Model, linear-active cultures are characterized by a linear and sequential approach to time and communication. Individuals in these cultures often prioritize planning, organization, and individualism. Their communication, regardless of its style, focuses on seeking results. They have undivided attention and are structured but firm and specific in their communication. Also, they may display limited body language and gestures and plan their actions step by step. Sometimes, they can be impatient and stick to facts while referring to logic. They care about their reputation, respect the law, and value truth more than diplomacy. Additionally, they like privacy and separating their personal life from professional (Lewis and Warner, 2006). 
Meyer (2014) criticized the linear time concept, stating that it does not fully capture the individual's personality in how different cultures perceive and manage time. 
In an article by Ortman and Landis (2014), the authors also discussed the limitations of the linear time concept in the Lewis model, highlighting the need to consider cultural context and variations within cultures when studying communication patterns.
Negotiations: According to Rao and Schmidt (1998), business negotiation is a multifaceted interaction process between organizations from different countries seeking mutual benefit and interdependence. It requires careful planning, effective communication, and a willingness to understand each other's needs. Successful negotiation can lead to long-term partnerships and increased profitability. 
The multi-active culture concerns relationships and the value of hospitality, generosity and personal connections. Business negotiations often involve building trust and establishing rapport before proceeding with discussions and nonverbal communication. In the UAE, body language plays a significant role in interactions. Experts named this as a skill of “reading between the lines.” In high-context cultures like the UAE, non-verbal communication is more important than verbal or written comments, which thus are treated with less respect than what was unsaid but understood. Agreements are based on trust to some extent, and personal relationships often follow business.
In Arab culture, the handshake symbolizes the acceptance of a deal and carries more weight than words. It is crucial to use the right hand because the left hand is reserved for sanitary purposes. Using the left hand in a handshake, especially in public, would be disrespectful. Additionally, it is only acceptable to shake a woman's hand if she offers it first; otherwise, it is forbidden to touch her (Britannica, 2024). 
The Emirati culture is built around face-to-face meetings and body language, emphasizing a relationship-oriented nature. According to Lewis's model, the UAE only talks with the highest-positioning representatives. Therefore, the negotiations with Emiratis should be arranged in person and with the top Elect Plc directors. In this context, the UK should consider who in their hierarchy is best fit to lead the meeting and where. 
[bookmark: _Int_ltTjOvP4]The linear-active cultures tend to be direct and logical, relying on facts and data to support their arguments during negotiations. When negotiating with each other, representatives from the UAE and the UK may face some challenges due to their different negotiation styles. Individuals from the UAE may perceive those from the UK as too task-oriented, rigid, and impersonal. Meanwhile, those from the UK may perceive people from the UAE as being too emotional, indirect, and unreliable. In low-context cultures, such as the UK, communication is often verbal. There is more emphasis on what is being said and written. Trust is followed by a legal agreement, and personal relationships are usually separated from business.
During intensive discussions, the Brits should avoid directness in a confrontational environment and use politeness when communicating, because the Emiratis value indirectness and could respond emotionally, especially when they feel exposed to conflict or uncertainty (Lewis, 2006).
The Lewis Model classification may have oversimplified the influence of globalization and evolving cultural dynamics within a society. The UK has a multicultural population, and the linear-active classification may not capture the full spectrum of expressions and behaviours within the multinational country. 
Similarly, the UAE is a diverse and rapidly evolving society, and the multi-active categorization may overlook the nuances of its cultural dynamics and its experience. Furthermore, the modest application of general cultural traits to a specific country may lead to oversimplification and potential misinterpretation of individual interactions and behaviours.
Additionally, the model’s categorizations of cultures may perpetuate stereotypes and limit the understanding of individual differences and variations within cultural dynamics such as organizational, occupational or gender.
Perception and conflict: Tim Hicks (2001) further highlights the close relationship between culture, perception, and conflict. He states that identity and reality constructs make the conflict too difficult to break up. Many conflicts are rooted in one source or another but are floating on an undercurrent of identity and reality-perception issues. Thus, experts recommend hiring consultants who understand the other party's culture and have a legal background in organizational negotiations. They guide cultural and legal nuances, increasing the chances of success (Singh and Singh, 2014). 
In this perspective, the Lewis model's effectiveness lies in the primary features of each cultural type and interaction. Cross-cultural communication could create conflicts and misunderstandings between leaner-active and multi-active countries. But, in many cases, the same communication is used respectively to overcome these challenges. 
According to Stadler (2019), interactions with others serve both - the content function (what needs to be said) and the relationship (how it should be said). Even when one country's communication style is task-oriented, such as the UK, the importance of relational purposes in interactions during negotiations cannot be overlooked. Stadler (2019) also argues that understanding the concept of relationships is crucial for successful communication across cultural boundaries. This insight can guide the UK and the UAE representatives during negotiations. Linear-active countries, like the UK, can achieve content-oriented goals by building and maintaining meaningful relationships with the UAE. 
The Lewis diagram in Picture 3 shows the correlations in this aspect. The above research adds to the diagram's credibility, making it a reliable source of information.
Picture 3. Modified by E. Kander based on Lewis (2018).
[image: ]

When cultural differences give rise to conflicting behavioural norms, mediators have several avenues to explore. Educating parties about each other's norms and the values they stem from can help reduce confusion and promote understanding. Additionally, techniques like “role-modelling, skill-practice training sessions, and feedback coaching” may be employed to enhance the parties' conflict management abilities and enable them to handle conflicts suitably and adaptively (Ting-Toomey and Takai, 2006, p. 717).
Feedback practices. 
As Macnamara (2004) highlighted, cultural differences can lead to different interpretations of the conveyed message. Words may not always carry the same connotation and significance across languages and cultures. This is important, especially when giving feedback. Examples of misunderstanding the English language are presented in Appendix B.
Based on Lewis’s model, in the UK, feedback is often given directly and is expected to be candid and specific, reflecting the linear-active cultural type. 
In the UAE, feedback is given subtly and never in front of a group to keep harmony and face-saving plays a vital role in a multi-active cultural type. 
These differences can impact the way feedback is perceived, the willingness to give and receive feedback, and the interpretation of constructive criticism. 
Managers must understand that diverse cultures perceive feedback differently and should focus on similarities, observe employees, and pay attention to non-verbal cues (Ting-Toomey and Tenzin, 2019). Embracing inclusivity in communication leads to improved teamwork and productivity. A one-size-fits-all approach does not work, so managers must adapt to cultural differences to build a culture of trust and respect. 
2.2. Summary
The Lewis model provides a solid foundation for considering successful cross-cultural communication from various perspectives. Regarding Universal Elect Plc, the knowledge of Lewis classification can ease managers' ability to critically discuss and analyze how diverse cultures may influence their communication, especially during the negotiations and feedback processes between the UK and the UAE.
However, relying too heavily on any one model of cultural behaviour is not wise. The Lewis model can serve as a starting point for considering how to communicate effectively across borders. Some critics have pointed out that the model may lack scientific backing and rely too heavily on cultural generalizations. Thus, it is worth remembering that cultures are multifaceted and dynamic and thus cannot be oversimplified. Categorization may not fully capture the nuances and complexities of an individual. Therefore, it is essential to approach cultural understanding with sensitivity to individual variation and cultural evaluations.
3. Evaluation of the Ethnocentric and Polycentric Model 
Ethnocentric and Polycentric Models: The ethnocentric and polycentric models are two approaches to international management. They can provide insights into management areas applicable during the takeover of Elect Plc between the UK and the UAE. 
3.1. The Ethnocentric Model: According to Bizumic & Duckitt (2008), ethnocentrism refers to the belief that one's group holds greater significance than others. In its most extreme forms, this can lead to an "ethnocratic" state where one particular ethnic group holds all the power (Yiftachel, 2002, 2004). Nevertheless, such an approach has proven unsuccessful and fails to recognize the diverse social positions held by individuals. It is crucial to acknowledge the detrimental effects of ethnocentrism. Thus, it is better to strive to create a more inclusive society. Looking at Ethnic groups in the UAE, only 11.6% are pure Emiratis (Picture 4). However, despite the 38.2% of Indians, the Muslim religion of 62% dominates all others (Picture 5).
Picture 4. UAE ethnic composition, sources Britannica (2024).
[image: ]
Picture 5. UAE religious composition, sources Britannica (2024).
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In a balanced environment, ethnocentrism is characterized by a centralized management approach, where decisions are made at the headquarters and implemented globally. This model assumes that the values and practices of the parent company are superior to those of the host country. As a result, the parent company retains control over all majors' decisions, and expatriates are often sent to manage subsidiaries in foreign countries. In the context of the takeover case, the Ethnocentric model may be applicable in areas such as finance and accounting, where centralized decision-making can lead to greater efficiency and standardization.
3.2. Polycentric Model: This model, on the other hand, assumes that the host country's values and practices are relevant, and local managers are given more autonomy to make decisions. According to Schoon et al. (2015), polycentric governance offers opportunities for enhanced learning and experimentation, broader levels of participation, improved connectivity, response diversity, and error minimization. Although increasingly advocated in policymaking, the concept's exact definition and benefits remain unclear. Management based on the Polycentric Model may be more appropriate on the regional ground as local knowledge and expertise are critical to success in marketing and sales. 
3.3 Evaluation with examples. 
The ethnocentric model has several advantages. First, it allows for greater control over subsidiary operations, which can help to ensure that company values and practices are maintained across all locations. Second, it provides opportunities for expatriates to gain international experience and develop a global perspective. 
However, there are also some drawbacks to the ethnocentric model. One major issue is that it can lead to cultural clashes between the parent company and subsidiary employees. This can result in poor communication, low morale, and high turnover rates among local employees.
The polycentric model also has several advantages. First, it allows for greater flexibility and responsiveness to local market conditions. This can help to improve the company's competitiveness in foreign markets. Second, it can help to build stronger relationships with local customers and business partners, which can be critical for long-term success. 
However, Carlisle and Gruby (2019) identify key characteristics and circumstances for functional polycentric governance advantages at their best. They named them as “attributes” and “enabling conditions.” Table 2 below summarizes these factors, promoting efficient decision-making and enhancing governance strategies by this theory. 

Table 2. Attributes and enabling conditions for functional polycentric governance by Carlisle and Gruby (2019).
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There are also some disadvantages to the polycentric model. One major issue is that it can be challenging to maintain consistent standards across all subsidiaries. This can lead to inconsistency of company values and practices and erode the company's brand image and reputation.
Examples:
Human Resources (HR): In human resources, the Ethnocentric model could be used for making policies, procedures, and employee benefits. Energy Power could implement its HR policies and procedures in line with its global standards, which would help ensure consistency across all locations. However, to mitigate any negative impact of the Ethnocentric model, Energy Power could work with Universal Elect Plc's HR team to identify and incorporate unique practices or benefits that align with the company's culture and values. 
The Polycentric model could be applied in talent management and performance management. Energy Power could provide support and resources to Universal Elect Plc's HR team to help them develop their programs and allow them to maintain their unique practices and values internally. 
Sales and Marketing: In sales and marketing, the Ethnocentric model could be used for areas such as branding and promotional activities. Energy Power could leverage its global brand and marketing expertise to develop a consistent brand identity and messaging across all locations. The Polycentric model could be applied in areas such as local market analysis and customer engagement. Universal Elect Plc's sales and marketing teams could use their knowledge of the local market to develop effective customer engagement strategies that resonate with local consumers. 
Operations: The Ethnocentric model could be used for supply chain management and procurement. Energy Power could leverage its global network and expertise to streamline procurement processes and optimize the supply chain. This would help ensure that the acquired company is aligned with Energy Power's global standards and best practices. The Polycentric model could be applied in production operations. Universal Elect Plc's operations team could continue to use the production processes that allow them to foster their practices and policies while benefiting from Energy Power's support and resources. 
In conclusion, both the ethnocentric and polycentric models have their strengths and weaknesses. Companies must carefully consider their goals, resources, and the local business environment before deciding which approach to adopt. Ultimately, the key to success in international management is to strike a balance between global consistency and local responsiveness.
By applying the Ethnocentric and Polycentric models in specific departments, Energy Power and Universal Elect Plc can ensure that the integration process is efficient, effective, and respectful of each company's culture and values.
3.4 The Hofstede and its Cultural Dimensions. 
Hofstede's identification of cultural categories has been incredibly beneficial in corporate and business life. These categories include power distance, individualism versus collectivism, masculinity versus femininity, and uncertainty avoidance.  
Applying Hofstede's framework can help facilitate effective communication and collaboration between Energy Power and Universal Elect Plc teams in the UK and UAE in many ways. For example, one of the most significant differences between the UK and the UAE is their power distance index. The UK has a relatively low power distance index, whereas the UAE has a high-power distance index of 90. This means that people in the UAE tend to accept and expect a hierarchical order in which everyone has a place, and no further justification is needed. In contrast, people in the UK tend to be more comfortable with a flatter organizational structure.
According to Hofstede-Insights (2018) study, the Emirati population has a low score for individualism and a middle position in terms of masculinity (50). 
However, Moghadam (1993) argues that in Arabic culture, traditional gender roles tend to favour masculinity. Women are expected to be wives and mothers, and only wealthy girls have better educational opportunities. Men provide financially and have higher education levels. 
Emiratis also score high on uncertainty avoidance. Picture 6 presents the Hofstede index for the UAE.
Picture 6. The UAE index is based on Hofstede-Insights, 2018. 
[image: ] The validity of the Hofstede index is available in the Appendix C.
Another practical example of applying Hofstede's framework would be in the domain of uncertainty avoidance (Hofstede, 2018). The UAE has a relatively high uncertainty avoidance index, while the UK has a lower one. This means that people in the UAE prefer structure, predictability, and clear rules, while those in the UK may be more comfortable with ambiguity and uncertainty. In a business context, understanding these differences can help both teams develop a shared understanding of what is expected from them and minimize misunderstandings that may arise from different approaches to decision-making. 
The relationship between Hofstede's framework and the polycentric and ethnocentric models lies in how they approach cross-cultural management. The polycentric model assumes that each country has unique cultural characteristics and should be managed differently. In the context of the polycentric model, Energy Power and Universal Elect Plc should adopt different management styles in the UK and the UAE, respectively, to accommodate the differences in power distance and uncertainty avoidance. This approach recognizes and respects cultural differences and seeks to adapt to them. On the other hand, the ethnocentric model assumes that the parent company's culture is superior and should be imposed on subsidiaries. In the example's context, the ethnocentric model suggests that Energy Power should apply the same management style in the UK and the UAE, regardless of cultural differences. This approach is known as universalism and does not acknowledge cultural differences and can lead to misunderstandings and conflicts. Thus, the polycentric model aligns more closely with Hofstede's framework as it accommodates cultural differences, while the ethnocentric model does not. 
3.5.  Recommendations and Conclusion
Recommendations: By acknowledging and respecting each other's cultural differences, the teams from the UK and the UAE in Elect Plc can communicate effectively, negotiate fairly, and implement best practices that work for both cultures. Organizations can also provide cross-cultural training to employees to help them understand and navigate cultural differences and promote diversity and inclusion in the workplace.
Conclusion: In conclusion, while all of Hofstede's dimensions are important, the power distance and uncertainty avoidance indexes are particularly relevant for ensuring conflict management between the teams in the UK and UAE. Understanding and appreciating the differences in these domains can help both teams communicate more effectively, collaborate more efficiently, and ultimately achieve their shared goals and solve problems.
According to Hofstede's framework, Energy Power and Universal Elect Plc can adopt a more polycentric approach to cross-cultural management and ensure a smooth takeover by adapting to the distinct cultural characteristics of the UK and the UAE.
It is crucial to approach intercultural interactions with an open-minded and nuanced outlook that acknowledges the complexities of cultural differences. 
4. Validation of Lewis Model based on Interview with Romanian Student.
Interview Approach: The validation of the Lewis model, proposed by British linguist Richard D. Lewis (2006), seeks to understand cultural communication styles based on the concepts of linear-active, multi-active and reactive categories. The author interviewed a Romanian student from a multi-active cultural background to validate the Lewis Model. The insights gathered from this interview offer an opportunity to evaluate the accuracy and applicability of the Lewis model. The interview’s original script is provided in Appendix D. 
Student Background: Melania Chelu was born and raised in Romania until she came to live in the UK seven years ago. Melania describes her experience living in the UK as very interesting. During this time, she had the opportunity of exploring British culture, customs, and way of life. Now, Melania is studying at UWTSD (University of Wales Trinity Saint David) (the University of Wales Trinity Saint David) for a Level 6 BA degree in Leadership and Management Skills for the Workplace on the Birmingham Campus.
Methodology: Melania was interviewed by the author in February 2024 and answered the sets of questions in the Table below.
[image: ]
4.1. Evaluation of Lewis Model Validity: The student's communication style reflects a balanced approach to expressing emotions and adapting their communication based on group dynamics, which aligns with the principles of the Lewis model, particularly for individuals with a multi-active background. Here is a summary of the interview using specific citations to evaluate the Lewis model's validity. 
The student expressed flexible schedules and a tendency to engage in multiple activities simultaneously. That is reflected in their identity as a multi-active category. However, to achieve her goals, Melania likes to have a clear structure and strictly follow the plan by deadlines. As this characteristic belongs to the leaner-active cultural category, it could suggest that everyone has a different personality that shapes individual habits. In some cases, moving between countries or extensive travel impacts people within the same cultural category. Regarding prioritization, the student makes the decisions “depends on the specific requirements of each day and the goals I need to achieve”.
Melania's communication style confirms that emotional expression and nonverbal cues are part of her open nature, which is linked with a multi-active cultural background. However, she controls her behavior and gestures during professional interactions to avoid unnecessary distractions. In this case, the student represents blending communication styles from multi-active and leaner-active characteristics. 
Answering question number three, the student emphasized the importance of inclusivity and empathy in decision-making and problem-solving, stating, “(...) I believe it is crucial to consider the feelings and opinions of others, even if it means taking longer to reach a consensus”. Melania further highlighted the long-term benefits of gathering diverse perspectives and ensuring everyone is heard, saying, “(...)Taking time to gather a diverse perspective and ensuring everyone is heard can lead to sustainable solutions in the long-term.”  
The student also expressed the value of prioritizing inclusivity and empathy to build ardent team collaboration, stating, “By prioritizing inclusivity and empathy, I can foster collaboration where others feel valued and included in decision-making.” Collectivism is typical for multi-active cultures, especially in group settings. Thus, this proves the Lewis Model classifications of its cultural categories. 
Melania’s answer to question four emphasized the importance of keeping a composed demeanor while appropriately expressing attitudes and emotions, saying, “In a professional setting, I maintain a composed demeanor while still expressing my attitudes and emotion appropriately.” Here, the student demonstrates the most typical traits of the multi-active category described by Lewis in his model. In personal life, people from this group are well-known for being emotional and expressive with their body language, but in a professional setting, the behaviour changes according to the hierarchy and power. 
The student also pointed out the significance of professionalism and mutual respect in official interactions. On top of that, Melania admits that being a good observer helps to adjust her communication skills based on the conversation/group dynamic to adapt and feel comfortable.
Additionally, she found herself with the emphasis on building and supporting relationships, the willingness to adapt to changing circumstances, and the inclination towards spontaneity and creativity. All of these are linked with the multi-active cultural communication tendencies described in the Lewis Model. 
Furthermore, the student examples provide concrete evidence of the relevance of multi-active communication characteristics in her personal and professional interactions. The interview outcome reinforces the validity of the Lewis model within the context of the student's cultural background.
The student acknowledged the importance of striking a balance between authenticity and professionalism in communication, which aligns with the notion of emotional expressiveness within the Lewis model. According to Lewis in his book “When Cultures Collide”, individuals with a multi-active background tend to express emotion openly while emphasizing the significance of maintaining professionalism and respect in interactions (Lewis, 2018). 
Furthermore, the student's approach to adapting their communication style is based on group dynamics and emphasizing respect in effective communication resonates with the principles of the Lewis model. Lewis (2018) discusses how individuals from multi-active cultures tend to actively engage in discussions, express their thoughts and ideas openly while prioritizing building positive relationships in their communication style within the group (Lewis, 2005). 
4.2. Investigation of Interview Outcome
Upon interviewing the Romanian Student, it became evident that many of the characteristics and communication patterns described in the Lewis model multi-active category were well confirmed primarily by the students' experiences and perspectives.
4.3. Conclusion
The student's ability to balance emotional expressiveness, adaptability in group communication and emphasis on fostering positive relationships are linked with the characteristics associated with individuals from multi-active backgrounds within the Lewis model. The evidence of the student’s experiences, values, beliefs and attitudes also widely confirms the adequate model classification. Therefore, the paper concludes that the interview outcome effectively validated the Lewis model characterization of the communication style within a multi-active cultural framework. It also underscores its relevance and accuracy in understanding cultural communication dynamics.
However, it is necessary to remember that the Lewis model has limitations. It is crucial to stay open-minded and respect that individuals have diverse personalities even in the same cultural context.
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6. Appendixes.
Appendix A. Cultural Due Diligence by Lewis (2021).
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Appendix B. Meaning and understanding of the British Language (Skarbek, 2021).
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Appendix C. Validity of Hofstede’s Index.
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Appendix D. Script for the interview with Melania Chelu (Romanian student).
[Interviewer]: "Hello Melania, thank you for joining me today. To start, could you tell me a bit about your background and your experience living in the UK?"
[Melania]: “My name is Melania Chelu! I was born and raised in Romania, and my experience living in the UK has been very interesting. I've had the opportunity to live in the UK for seven years now and experience British culture, customs, and way of life. It was a wonderful time during which I learned many new things and met some fantastic people”.
[Interviewer]:
1. " How do you typically approach time management and scheduling of tasks and activities in your daily life? Do you prefer to have a flexible approach to your schedule, or do you generally adhere to a strict timetable?"
[Melania]: “In my daily life, I typically approach time management and scheduling tasks and activities based on my needs and priorities. Sometimes, I prefer to have a flexible approach to my schedule, allowing me to adjust tasks according to any unexpected changes or surprises that may arise throughout the day. Other times, however, I rely on a strict timetable to ensure efficient completion of tasks and maintain a clear structure to my day. My decision depends on the specific requirements of each day and the goals I need to achieve”.
[Interviewer]:
2. "When working in a group setting, how would you describe your communication style? Do you tend to engage in lively discussions, express emotions openly, and prioritize building relationships with your colleagues, or do you prefer more reserved and formal interactions?"
[Melania]: “When working in a group setting, I tend to adapt my communication style based on the dynamics of the group and the nature of the task at hand. I strive to maintain a balance between actively engaging in discussions, expressing my thoughts and ideas openly, and fostering positive relationships with my colleagues. I believe in the importance of collaboration and effective communication, so I am comfortable expressing my emotions, when necessary, but I also value professionalism and respect in interactions. Overall, I aim to be approachable, supportive, and adaptable to ensure productive and harmonious teamwork”.

[Interviewer]:
3. "In terms of decision-making and problem-solving, do you find it important to consider the feelings and opinions of others, even if it means taking longer to reach a consensus? Or do you prioritize efficiency and prefer to make quick decisions based on logical reasoning?"
[Melania]: “In decision-making and problem-solving, I believe it is crucial to consider the feelings and opinions of others, even if it means taking longer to reach a consensus. While efficiency is important, especially in fast-paced environments, taking the time to gather diverse perspectives and ensure everyone feels heard can lead to more well-rounded and sustainable solutions in the long run. By prioritizing inclusivity and empathy, we can foster a collaborative environment where individuals feel valued and invested in the decision-making process, ultimately leading to stronger team cohesion and better outcomes”.
[Interviewer]:
4. "How do you typically express your attitudes and emotions, especially in professional or academic settings? Do you tend to show a wide range of emotions and gestures when communicating, or do you generally maintain a more restrained and composed demeanor?"
[Melania]: “In professional or academic settings, I typically maintain a composed demeanor while still expressing my attitudes and emotions appropriately. I believe in the importance of professionalism and maintaining a level-headed approach, especially when dealing with challenging situations or sensitive topics. While I am comfortable expressing enthusiasm, concern, or empathy, when necessary, I strive to do so in a measured and controlled manner, avoiding excessive displays of emotion or gestures that may detract from the professionalism of the interaction. Overall, I aim to strike a balance between authenticity and professionalism in my communication style”.
[Interviewer]:
5. "When handling unexpected or challenging situations, do you prefer to adapt and respond with flexibility and creativity, even if it means deviating from a pre-defined plan? Or do you feel more comfortable sticking to established procedures and guidelines, even in uncertain circumstances?"
[Melania]: “When facing unexpected or challenging situations, I tend to adapt and respond with flexibility and creativity. While established procedures and guidelines can provide a valuable framework, I believe in the importance of being able to think on my feet and find innovative solutions when circumstances change. By remaining open-minded and flexible, I can effectively navigate uncertainties and overcome obstacles as they arise. However, I also recognize the value of established protocols in certain situations and will adhere to them when appropriate. Ultimately, my approach depends on the specific context and the best course of action to achieve the desired outcome”.
[Interviewer]:
6. "Given your background in a multi-active culture, how have you found the transition to living in the UK, which is part of the Linear-Active cultural category in the Lewis Model?"
[Melania]: “Transitioning from a multi-active cultural background to living in the UK, which is classified as a linear-active culture according to the Lewis Model, has presented some interesting adjustments for me. Coming from a culture where emotions are expressed openly, and relationships are highly valued, I initially found the more reserved and structured communication style in the UK to be quite different.
[Interviewer]: 
7. "That is interesting to hear. Based on your experiences, do you think the Lewis Model's categorization of cultural traits still holds in today's interconnected world?"
[Melania]: “The emphasis on efficiency, punctuality, and adherence to rules and procedures in the UK required some adaptation on my part. It took time to navigate the social norms, such as understanding personal space boundaries and the level of directness in communication. 
However, I have found ways to adapt and thrive in this new cultural environment. By remaining open-minded, observant, and willing to learn, I have been able to integrate into the local culture while still maintaining aspects of my own cultural identity. Building relationships, seeking support from fellow expatriates or cultural integration programs, and embracing cultural differences have all been key in easing the transition process for me”.
[Interviewer]: "Thank you for sharing your perspectives. Your experiences support the relevance of the Lewis Model in understanding cultural dynamics in today's world to a large extent. Your insights have been valuable, and I appreciate your time today."
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Alternatively, in the Energy Power Universal Elect Plc case,
the UK and the UAE could invest time and resources in
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amounts of time and resources otherwise wasted in
misunderstandings and delays as work progresses (Lewis,
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both sides of the agreement to discuss and agree on
solutions to issues arising and build stronger relationships.
Prioritizing cultural due diligence is a sound strategy for
increasing the likelihood of success when working
internationally.
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In one of his articles, Lewis suggests undertaking cultural due diligence for international
business compar at the very first stage (Lewis, 2021, pp. 6-7). This is a crucial process
which entails examining the values and attitudes of each organization in their respective
departments. Also, identifying areas of different working methods could lead to
misunderstandings, conflicts, and disagreements. By doing so, managers can proactively
resolve issues that might arise and collaborate effectively. Unfortunately, many companies
neglect cultural due diligence, resulting in an estimated 50% of joint ventures, mergers, and
acquisitions failing to meet their projected share value (The Economist Intelligence Unit,
2012).
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