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Executive Summary 
This portfolio has described about the various information on people management and the model of Lewis model. There is a section that has discussed the way culture is able to influence the various practices present in the organisation. The content also showed various information on the ethnocentric and polycentric model of management. There is also an interview analysis provided at the bottom section. 
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[bookmark: _Toc161822335]Introduction
The assignment will be based on the subject of learning various scope and information included in the development of the leadership and management skills for the organisation and its workplace. The various changes that may occur within the premises of the organisation based on the relationship with the environmental changes and the capability of the organisation will also be discussed in the content of the assignment. 
The nature of the changes that are occurring on the premises along with the conceptual study of the changes based on the leadership styles that are followed in the organisation will be given in the assignment. Cultural and organisational changes will also be discussed in the content with the references to the Lewis model with the help of a case study. 


[bookmark: _Toc161822336]Part 1
	Culture 

	1. Description 

	Culture is a term that can be referred to as a subject or a central concept in “anthropology”. It is helpful in encompassing a wide range of phenomena that has been transmitted along with the phenomena that have been transmitted with the help of human society operative based on the functionality of the organisation and understanding the strategic implementation of the strategy such that changes are made on the following of these changes on the infrastructure of the organisation (Coe and Gaoue, 2020).                                             

	2. Significance 

	There are many points based on the determination of the significance of the culture to be maintained by the organisation as well as the employees to be able to exchange the forms of ideas that are helpful in the development of the organisation. Aspects such as the perception of the individuals on the working premises of the organisation as well as the organisational behaviour for the development of the employees and the overall infrastructure of the organisation (Coe and Gaoue, 2020). 

	3. Theories & Implications

	There are many theories such as the Force Field theories, and contingency theories are among the topmost well-known theories to be included in the practices that are promotional with the activities that influence culture based on the aspects of communication, feedback and negotiation (Coe and Gaoue, 2020). 





[bookmark: _Toc161822337]Lewis Model 
History
The design of the Lewis model was first made in the era of the 1954 by Sir Arthur Lewis. The background of the individual is strongly grasped in the subject of Economics. It was the background for the inspiration that led to the inspiration of the socioeconomic change. The concept of this framework is based on the working of the labour to be supplied in the organisation from a particular place to another particular place. It is also essential to describe that is based on the growth of the “capitalist sector” that is employed for the growing share of the excess labour (Coghlan, 2021). 
Description  
As compared to the other models and theories of the economics, the model of Lewis theory as well as model is based on the application of the various strategies that will be beneficial in the growth of the labour to be supplied on the premises of the organisations from a place to another. It is quite essential specifically for the growing economies for the escaping of poverty and the production of wealth. 

[bookmark: _Toc161822338]Application of the Model on Culture 
	Stage
	Description
	Application

	Linear-Active 
	The first stage of the framework of the model that has been developed by the Lewis is called “Linear-Active”.  This stage is known to deal with the management of the perception as well as the objectives that have been developed by the individuals or a group. These are essential for the preparation of the stakeholders that are supposed to be affected based on the changes within the premises of the organisation (Harrison et al., 2021). 
Effective changes in the communication are known to play a key role in this stage of the model. This role is essential in obtaining the desired support and employees along with the teams that are functional in the individuals for the change in the management of the organisation and within its premises. Another essential feature of this stage is that it helps in designing the breakdown of the status quo that is being existential for the building of a new procedure that helps in the development of the strategic plan for development (Ratana et al., 2020). 
The various procedures that are undertaken in this stage may include with the starting of the conducting an analysis of the complete business procedure that is being performed on the premises of the organisation. It is also helpful in getting buy-in from the organisation and the activities that occur based on the performance of the employees. It is also helpful in the development of a strategic visions and missions of the organisation. Communication is helpful in a compelling method that helps to initiate innovation and change on the premises of the organisation (Todaro and Smith, 2020). 
	The procedure of communication is known to play a key role in this stage in the form of cultural exchange of both the countries including the United Kingdom and that of UAE. The culture in the communication is a way an individual or a group of people are able to interact and communicate with each other such that they belong to different cultural backgrounds with individualistic practices and beliefs. It can be also represented as the techniques or methods these individuals are able to address a form of conversation with each other (Thelen and Formanchuk, 2022). 
These differences in the culture are able to have an in-depth impact on the performance of the employees working on the premises of the organisation Universal Elect Plc. One of the most well-known impacts of the cultural exchanges of the United Kingdom and UAE is that it helps in the improvement of the set of skills that are included in the characteristics of the people that are working on the premises of the organisation with different cultural backgrounds. It will be helpful in influencing the ways, people are viewing a scenario of growth or even a challenge (Harrison et al., 2021). 
It is also helpful in serving as a medium to hold a clearer exchange of ideas between the countries and avoid chances of political and other tension that may be subjected based on the occurrence of miscommunication. With the help of creative and innovative ideas, there will be increased chances of growth for both the countries and the organisation Universal Elect Plc leading to progress (Ratana et al., 2020). 

	Reactive or Turning point 
	The second stage of the framework model that has been developed by Lewis is called “Reactive”. It is represented as the stage that is responsible for the changes that may occur to the case scenario after the occurrence of the disruption such that the various changes are implemented within the organisation and its premises in this stage. This phase is essential for consideration of the iterative and agile approach of the procedure that is to be included in the feedback of the employees. It will be helpful in smoothing the transition to be occurred based on the changes in the premises and behavioural tones of the employees (Fernández, 2022). 
This stage also marks the various changes to be made in the premises of the organisation based on the feedback collected of the employees as well as the management of the organisation. It is also significant in trying to resolve conflicts and tension that may arise for the strategic development of the organisation and the employees working on its premises as an individual along with a group basis. This stage is essential to promote innovation and changes in the functions, activities and behavioural processes of the employees (Marsh and Wood, 2020). 
This stage is also essential to make sure that a continuous flow of various kinds of information is provided. This is significant for obtaining the support of the employees and team working on the premises of the organisation. It is also helpful in leading the charges on the employees that encourage them to become proactive and development of the organisation on an overall basis. It also encourages organisational behaviour and culture on the premises of it (Jami Pour and Hosseinzadeh, 2021). 
	There are many that are responsible for affecting the culture even after the process of communication. One such way is sharing and appreciation of the feedback on the premises of the organisation Universal Elect Plc. With the practices that encourage the provision as well as acceptance of constructive criticism as a form of feedback along with other forms of feedback may lead to the development of the practices in the premises of the organisation. The strategies will be also helpful in enhancing the development of the functions of the employees belonging to other cultures. Exchange of feedback that may occur from the senior and junior branches of the organisation including employees from the United Kingdom and UAE promoting their respective practices of culture may be helpful (Rapp et al., 2021). 
There are added dimensions of positive together with the negative aspects of the sharing of the feedback from cultural perspectives that may lead to alterations on the premises of the organisation as well as the employees on an individual basis. The perspective of positive feedback may be based on the strengths, measurement of success and achievements of the organisation of Universal Elect Plc from the viewpoint of the two counties with shared visions and meters of success measurement (Ratana et al., 2020). 
However, the negative perspectives can be focused on the weaknesses and the failures that have led to the shortcomings of the organisation. With the help of the both kinds of feedback systems, the management of the organisation will be able to motivate, measure, analyse and implement changes in growth. 

	Multiactive 
	The last stage of the framework of the Model that has been developed by the economist Lewis is stated as “multiactive”. This stage is denoted as the stage that is marked by the stabilisation of the various changes that have already occurred in the previous stage. This stage is essential in enhancing to the adaptive qualities of the individual employees as well as the group of individuals in a collective form (Yik et al., 2021). 
This stage is helpful in promoting the practices of accepting the changes that are occurring on the premises of the organisation with respect to the organisational functionality, operativeness, behaviour and culture that are being practised on the premises of it. It is helpful in initiating the implementation of the stability in the organisational chart for the strategies to be practised within the premises of the organisation. Description of the job roles to be consistent can also be referred to as a feature of this stage (Fernández, 2022). 
The main features of this stage are included in the form of identification of the individuals that are able to adapt to the changes occurring in the previous stage and note-keeping of the measurement of the adaptability such that they are rewarded fairly. The offering of the training and support to the employees on the basis of on-demand perception is also included in this stage. The usage of various digital adoption platforms is also prevalent in this stage. 
	In this stage of the framework of the model, the culture’s influence is based on the basis of the negotiation has been explained in this section. With the practices of exchange of business deals between cross cultures, there are various aspects that are taken into consideration such as the way of communication, way of thinking and their representing behaviour. However, it must be kept in mind that no business negotiator, irrespective of any qualifications and skills can not be stated as a complete necessity for the understanding of various aspects included in the cultural perspectives of both the countries that involve both UAE and the United Kingdom (Martill and Staiger, 2021). 
The procedure of negotiation should be made in such a way that the management of the organisation of Universal Elect Plc are able to determine the way their counterparts are able to view the main purpose of the negotiations made from one country to the other country. It is also significant that the organisation is able to adopt a proper formal posture and infrastructural design of the organisation. It is also beneficial in determining the strategies of marketing to be developed by the management of the organisation from one of the two countries to the other one (Jami Pour and Hosseinzadeh, 2021). 
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[bookmark: _Toc161822340]People Management 
People management can be defined as a set of methods and practices that are responsible for encompassing the end-to-end procedures including talent acquisition, talent retention and the method of talent optimisation. The procedure for the provision of the continual support and guidance for the business as well as guiding of the employees that are working on the premises of the organisation. It is stemmed up from the department of the Human resources such that they reach to the leaders, employees as well as the management team of the organisation functioning with the premises (Buckley and Casson, 2021). 
There are various responsibilities of the department that is responsible for the management of the human resources that are working on the premises of the organisation of Universal Elect Plc. They are known to handle the various tasks related to the involvement of the people working within the company such that they are able to manage the various employees operating within the organisation from both the countries and have a good impact on their performance (Dickmann, 2021). 
[bookmark: _Toc161822341]Significance 
There are various points that help in the highlighting of the effectiveness of the procedure of people management. Some of the most well-known points are an increase in the employee retention rates as well as the increased employee engagement. The increase in the efficiency of the organisational performance of the employees working in the organisation as well as a boost of the morale of the employees are also other significance that are included in the characteristics of the people management (Findlay and Hoekman, 2021).  
· Increased Employee Retention
The people in the management department will be responsible for attending to the looking over of the engagement of the performance of the employees that are performing on the premises of the organisation of Universal Elect Plc. With the provision of the facilities to the employees that helps in providing them with the ability of increased rates in the retention of the employees that are working on the premises of the organisation (Buckley and Casson, 2021). 
· High Employee Motivation
The management of the organisation of Universal Elect Plc should make proper efforts to implement measures and regulations that will be responsible to safeguard the interests of the employees. With this measure, the employees will be encouraged to work within the organisation. Provision of rewards and bonuses based on better performance will also be beneficial to have better performance of the organisation on an overall basis (Findlay and Hoekman, 2021). 
· Increased Performance Efficiency 
With the implementation of the various measures such as motivation to the employees as well as safekeeping of the interests of the employees working on the premises of the organisation of Universal Elect Plc, the overall performance of the organisation will be increased to a great extent. The company will also be very much successful in launching of the takeover (Findlay and Hoekman, 2021). 
[bookmark: _Toc161822342]Analysis
	Approach
	Description
	Significance
	Application in People Management

	Ethnocentric Model
	The ethnocentric approach of the model can be referred to as the method of international recruitment such that the Human Resources department and their employees are able to include the suitable candidates within the premises of the organisation operative in the business market of the United Kingdom. This recruitment should be based on the skill set and good knowledge of the job role for the recruited candidates (Bizumic et al., 2021). 
Based on the concept of the Ethnocentric approach, the main positions existing in an organisation are filled with the candidates that are taken from the parent country. All the operations included in the management procedures such as the inclusion of the maintenance of vision, missions and goals (Dobrowolski and Sułkowski, 2020). 
	There are many significant points included in the ethnocentric approach of the management model to be practised on the premises of the organisation included in the service market of the United Kingdom. It is due to this approach model that a better form of coordination can be done between the parent organisation along with the current host country of the company (Thomas et al., 2020). 
With the effective use of this model the communication can take place in an efficient way and the organisation will be able to initiate better operations taking place on the premises of the organisation between the both countries. 
The maintenance of cultural equality and integrity is also encouraged by this model of ethnocentrism. The culture maintained within the ground of the parent country can easily be transferred to the premises of the subsidiary or current branch (Bizumic et al., 2021). 
The parent country will also be able to have an effective control over the current hosting country of the organisation and an in-depth know-how as well. The organisation is known to have a proper exchange of communication with the delivery of the various factors that are effective as well as ineffective measures that are included in the list of activities of the organisation (Dobrowolski and Sułkowski, 2020).
	It is due to the implementation of this form of approach model in the organisation that Universal Elect Plc is known to make better use of efficient ways of communication within the premises of the organisation. Efficient communication will include the ability of active listening of the department of the Human Resource Management to the problems and issues that the employees working in the organisation are known to face during their performance (Bizumic et al., 2021). 
This form of model is also known to introduce innovation and technological advancement in the premises of the newly established branch of the organisation from the parent country as well as the adaptive characteristics of the management of the organisation with the new working atmosphere present in the current host country (Thomas et al., 2020). 
The ethnocentric approach will be also helpful in the effective management of the employees present in the current host country with the help of various attentive software and key performance indicators that will increase the motivation of the employees working in the organisation. This will also be helpful in increasing their loyalty to the organisation (Thomas et al., 2020). 

	Polycentric Model
	The polycentric approach of the people management model can be referred to as the collection of processes that include hiring and staffing procedures that are included in the international subsidiaries of a country to find different employees working on the premises of the organisation from the host country instead of coming from the location of the parent company (Perskaya, 2023). 
It can be referred to as a strategy used for the hiring procedures of the management employees during the choice of the employees for the performance on the premises of the organisation placed in an international location. It is quite beneficial in alleviating the procedure of being adjusted for the team members in the location of the parent organisation (Lofthouse and Herzberg, 2023). 
	There are many advantages of the application of the model of Polycentric approach on the premises of the organisation of the United Kingdom. This approach is quite efficient in understanding the local needs and the wants of the host country of the company for being operated in the given scenario. Another significant feature of the polycentric approach is based on the removal of the needs of the employees for the adjustment period (Partiti, 2021). 
Another important characteristic of this form of approach is based on saving money on the procedures of hiring as well as relocation costing that are included in the operations on the premises of the organisation. With the help of hiring of the individuals from the parent country, the organisation of that is operating in the other country may reduce the money that is expensed on the hiring procedures (Perskaya, 2023). 
The other significance of the model of this approach is that it focuses on increasing the facts and figures as well as other information about the local organisations, The market available and the resources found in the places available nearby. With the increased knowledge, the management of the organisation will also be able to identify the factors responsible for challenging the activities of the employees working there (Perskaya, 2023). 
	The application of this model of the Polycentric Approach is responsible for handling the hiring and motivational factors of the people management. They are also responsible for the allocation of the various resources on the premises of the organisation of Universal Elect Plc. With the removal of the adjustment period to be used in the other approach such as the ethnocentric approach, letting the team of the host country to increase the productivity of the organisation (Partiti, 2021). 
With the development of the ability to get a proper understanding of the local regions and the current host country of the organisation of Universal Elect Plc. This also helps the management to understand the various prevailing trends and opportunities for growth of the organisation in the business market as compared to the other similar organisations in the host country (Partiti, 2021). 
The management of Universal Elect Plc is also able to identify the motivating factors of the employees working on the premises of the organisation. This would help the management of the company to increase the productivity of the employees that are working and also help in increasing the retention rates of the organisation (Lofthouse and Herzberg, 2023). 
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[bookmark: _Toc161822344]Interview 
Here, the interviewer is Sorina, a student of BA Leadership and Management Skills for the Workplace and is represented as “S”. The person to be interviewed is another student from the class of Sorina and is named Mihai, who is 32 years old and a private Chef, is represented as “M”. Both the persons are Romanian. 
[bookmark: _Toc161822345]Transcript 
S: “Hello Mihai. Thank you very much for agreeing for today’s interview. I am very happy to get to interview you.” (small laugh)
M: “Hello Sorina to you too! Oh, you have no idea how excited I am myself!” (both laughs)
S: “So before starting, I will give you a brief information on what we will be discussing today.”
M: “Sure sure, go ahead.”
S: (going through the sheets in hand) “As you know, our recent subject in the class has been based on the discussion of the various theories and models of the people management in the different workplace environments.”
M: “Hmm? Oh yes yes… in the recent classes, our lecturer taught us those subjects and laid stress on the Lewis Model as well.”
S: “Yeah, so can you please give a moment description of some practices in culture that you found as special?”
M: “Yes, one of the most important practise that I consider as quite important is based on that I respect the older and experienced people to a great extent. Another practice that I consider very important is making our household decorative and organised.” 
S: “I see… so, can you mention any information about the way you communicate in your daily lives as well as your professional life?
M: “Yes, I most definitely can. I am quite an extroverted personality. I very much like to help my friends and family in their everyday work. Also, my subordinates are known to always get help from me when they face difficulty.”
S: “Okay, so can you tell me if there were some experiences that you met with for negotiation during your work in the workplace? Were you able to solve it successfully?” (taking notes from Mihai’s experience)
M: “I am a private Chef, working in a moderately popular restaurant for some time now. Our restaurant is known to maintain a friendly environment among the employees and guests working in the restaurant. however, there this one thing happened where a guest was misbehaving to an elderly employee of our restaurant. It was such that the employee, due to his age, was mixed up the orders. So we provided a replacement and made a formal apology.”
S: “Okay, so can you mention some effective ways that help you manage your time in the workplace and personal life?”
M: “Yes, I very much use this strategy of keeping time journal for noting the amount of time I am giving to a particular work. Another way that I use is keeping a positive outlook towards the work I do.”
S: “I see! So, Mihai what are your views on the Lewis model as compared to your professional and personal work?”
M: “Yes the Lewis model is quite helpful in my everyday work as it helps me to understand the wages that are for the employees working in the restaurant and help to evaluate proper wages with the help of the financial department. This helps to maintain the employee retention and increase productivity in the restaurant.”
S: “Thank you, So in your opinion, how much do you think this model is important in understanding the diversity as well as the complexity of the behaviour based on the culture of today?”
M: “To a great extent, I think. with the basis of it becoming related to the various dynamics of the everyday living as well as the economy of the United Kingdom, the Lewis Model is quite effective and useful in capturing the complexity and diversity of the differences of the culture.”
S: “I see. Are there any changes that you noticed based on the cultural dynamics based on this model?”
M: “Yeah, a lot of changes in the management procedures and methods have been noticed within the restaurant.”
S: “Alright, so is there anything else you would like to add to this information?”
M: “Oh no no. That is the end. Thank You!”

[bookmark: _Toc161822346]Overview
The interview was made on the basis of the determination of the application of the Lewis Model into establishing the relation with a real-life experience example. This example has to be collected from the various information that can be collected by the student from the interview with their fellow classmate of different cultures. This interview has been based on the conversation of two individuals. The interviewed person is a Personal Chef working in a “moderately popular” restaurant situated in the city of London. They also describe their experience based on the opening of a branch in a nearby city with people having differences in their choices based on cultural differences (Yik et al., 2021). 
The incident has taken place in the city of Stratford such that the people there had different preferences and choices as compared to the people in the previous location of the restaurant of working of Mihai. The team observed the changes in the culture and made note of the changes in a special manner. The team, under the leadership of Mihai, was then able to tend to those changes accordingly based on the necessities. With the increase in the time and bringing upon more stability, Mihai started experimenting with the food trends and added new styles that were able to win the favour of the target customers, leading to an increase in the popularity of the restaurant’s new branch. The restaurant was able to stabilise their conditions after adaptation to the changes based on the cultural differences between the people (Byrne, 2022). 
[bookmark: _Toc161822347]Evaluation
It can be evaluated that there are three phases included in the Lewis model that are “Linear-Active”, “Multi-active” and “Reactive” respectively. It was demonstrated in the given scenario as well that was described by Mihai in the interview. The background was taken of the setup of the new branch of the restaurant that opened in the city of Stratford. The first phase of “Linear-Active” can be referred to the agitation and a scene of hyperactivities that was caused during the management of the Parent organisation of the restaurant's decision to make Mihai the lead of the cooking team of the newly opened branch (MacDonald et al., 2020). 
The second phase of the model named the “Multi-active” phase can be referred to the scenario during the experience at the time as Mihai and the cooking team discovered that the target audience had other preferences as compared to the people of the London city and their usual styles based on cultural differences. As a measure to fit into the popularity of the business market, the team observed and understood the food preferences as well as similar practices based on the differences in the culture. The last phase named “Reactive” of the Lewis model can be referred to the after period that the branch was adjusted to upon gaining popularity and brand awareness in the new location. The newly developed management, as well as advertisement strategies, were all included in the restaurant (Rutakumwa et al., 2020).
[bookmark: _Toc161822348]Analysis 
It can be included in the analysis that the Lewis management model can be used in this case scenario as a foundation. There are many base actions taken in the described scenario including observation of the changes in the preferences as well as suggesting the solutions for the changes. It can also be described as the determinant that helps in understanding the scenario and examining the efficiency of the total experience based on the challenges faced as well as the strategic solution that has been done for it (Onof and Wan, 2020). 
The level of consistency that is maintained by the human resources that are working on the premises of the current host organisation will be considered and examined by the model. This model will also be responsible for acting as a blueprint set up for the organisation. It is helpful in providing the base plan for the development of the restaurant branch as described by Mihai in the interview. They were able to develop and flourish as they applied the Lewis model in the appropriate manner and with proper planning (Nevedal et al., 2021). 
[bookmark: _Toc161822349]Findings
To summarise, it can be stated that it has been found out that the Lewis Model that is developed by Lewis is quite helpful in understanding a business and design ways to adapt it to the changes that are occurring on the premises of the organisation. It is also helpful in the development of the strategies that can be helpful for the management of the company to make the employees present in their workplace adapt to the changes occurring on the premises. It is also due to this framework that the management of the enterprise is able to adapt the changes of the parent entity to the current host entity without incurring too many problems. Stabilising the conditions of the workplace after the implementation of the various changes on the premises of the organisation is also included in the framework (Ahlfeld, 2021). 

[bookmark: _Toc161822350]Recommendations
· Giving Rewards & Bonuses
Providing rewards and bonuses to the employees may be recommended for the development of the performance on the premises of the organisation of Universal Elect Plc. The rewards may be based on the awarding of bonuses or raises in the salaries of the employees that are working better and have better performance. This will encourage other employees to enhance their performance (Buckley and Casson, 2021). 
· Maintaining Workplace Ethics 
The management of the organisation of Universal Elect Plc should also take into consideration the working environment that is maintained within the premises of the organisation. The faculties should establish various laws and regulations to maintain a proper working environment on the premises of the organisation. This would serve as a medium of employee retention for the management of the company (Armstrong, 2020). 
· Introduction of Innovation 
Technological development is quite important for the overall improvement of the performance of the organisation of Universal Elect Plc. The world and technology are progressing at a rapid rate that demands for the various operating organisations to use the latest kinds of hardware and software as well. With the use of advanced technology (Dickmann, 2021), 
· Usage of KPIs
The organisation of Universal Elect Plc should make use of different software included in the form of Key Performance Indicators. This will help the management of the company to keep a track of the progress that is being made by the employees working on the premises of the organisation. This would also contribute to the overall development of the various employees as well as the company (Brewster et al., 2020). 
· Appreciating Feedback from Employees
The organisation of Universal Elect Plc should also keep an optimistic attitude towards the feedback of the employees. The management should make proper consideration such that the processes of collection do not contain any negative attitudinal changes of the seniors in the workspace (Cherunilam, 2020). 

[bookmark: _Toc161822351]Conclusion
The assignment has been based on the subject of learning various scope and information included in the development of the leadership and management skills for the organisation and its workplace. The various changes that may occur within the premises of the organisation based on the relationship with the environmental changes and the capability of the organisation has also been discussed in the content of the assignment. The nature of the changes that are occurring on the premises along with the conceptual study of the changes based on the leadership styles that are followed in the organisation has been given in the assignment. Cultural and organisational changes has also been discussed in the content with the references to the Lewis model with the help of a case study. 
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