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[bookmark: _Toc160641504]Introduction 
The assignment aims to evaluate the influence of different cultures on the communication, negotiation, and feedback strategies of Energy Power in the UAE and Universal Elect Plc of the UK. The UAE's Energy Power has acquired the UK's Universal Elect plc in a recent deal. To ensure a smooth transition of power the employees of Universal Elect Plc have been ordered to work with the employees of Energy Power of the UAE. The company does not want the cultural differences between the two countries to be barriers to the acquisition. That is why they have hired an expert in leadership and management to deal with the differences in culture across different management of both organizations. It will also evaluate the polycentric and ethnocentric models and apply them in the organisation during the acquisition. Lastly, it will interview someone from a different culture to justify the validity of the Lewis Model. Some recommendations will also be given for effective change management in the organization. 
[bookmark: _Toc160641505]1. Cultural Influence on communication, Negotiation, and feedback practices between the UK and UAE
[bookmark: _Toc160641506]Impact of culture on communication styles 
The culture of an organization can affect the communication styles in many ways such as cultural differences can lead to misunderstanding and conflict in the organization. It can also hurt the productivity and efficiency of the organizations. Different cultures have different communication styles such as phrases, languages, gestures, and words. It can affect the ability to deliver messages and information across the organization and have different views towards conflict. An organization has employees from different cultures and these differences in culture can lead to serious problems for the employees of the organization (BAE and KIM, 2016). 
Verbal and Non-verbal Communication
Non-verbal communication like facial expressions is affected by cultural differences as different countries interpret the act of smiling differently. For example, in America smiling at strangers means that people are friendly and approachable, but in Japan smiling at strangers is not considered appropriate (Cox, 2020). Thus, as a Western organization, Universal Elect Plc prefers nonverbal communication techniques and they prefer to communicate through nonverbal gestures such as smiling at strangers and exhibiting nonverbal cues for communicating feelings and emotions. On the contrary, Energy Power has a culture of communicating through verbal cues and they prefer not to use nonverbal cues for communicating with others. Thus, Universal Elect Plc needs to stop using nonverbal cues such as smiling all the time to communicate their feeling and emotions with others and start using verbal communication styles such as greeting verbally to communicate with others. 
High-Context Communication and Low-Context Communication 
The high-context culture and low-context culture is determined by the way people speak with each other. In a culture like high context, people tend to communicate everything that they are doing as they assume that other people do not have any information regarding the situation. On the other hand, in low-context communication, they have a culture of not communicating everything to others and they assume that people already understand what they are talking about (Cox, 2020). As organizations in the UK have a culture of low context, thus, Universal Elect Plc also has a low context culture and they prefer not to communicate everything with others and focus more on the words spoken rather than the context of the communication. On the other hand, Energy Power has a high-context culture and they prefer to communicate everything to others and they focus less on the words and more on the context of the conversation. Therefore, after the acquisition Universal Energy plc needs to adopt the culture of high context to deal with the members of Energy Power and they need to focus more on the context or background of the situation rather than focusing on the words of the communication. 
Direct and indirect communication 
Direct communication refers to communication that is easily interpreted as the intention of the speaker is spoken directly without any underlying meaning. Direct communication is characterized by Western culture as they are individualistic, analytical, and egalitarian. Indirect communication usually involves underlying meaning and the listener often needs to interpret it with the help of non-verbal cues it is characterized by Eastern culture as it is collective and hierarchical. The style of indirect communication seems suspicious and evasive for people of direct communication and people who prefer indirect communication may find the indirect communication style rude and self-centered (Afsusa, 2022). Thus, Universal Elect Plc is a UK organization and they prefer direct communication in their organization for being a Western organization on the other hand Energy Power is a company from UAE and thus it prefers indirect communication in their organization. Thus, after the acquisition of Universal Elect Plc, Energy Power needs to be more direct with its communication to match the communication style of Universal Elect Plc. On the other hand, the employees of Universal Elect Plc also need to adopt some indirect communication styles to deal with the employees of Energy Power. 
[bookmark: _Toc160641507]The impact of culture on negotiation styles
The culture of an organization has different effects on different negotiation styles. It is a key structure of negotiation and influences the strategies, behavior, and process of negotiation itself. Some of the ways culture can influence negotiation styles are by language, as different languages can be a problem in negotiation. Non-verbal behaviors of different cultures also affect the negotiation tactics of an organization. Differences in culture can also cause conflict in the process of negotiation and understanding each other's intentions. For example, people of specific cultures prefer the quantity of the work rather than the quality of work and people of other cultures prefer the quality of the service rather than the quantity of service. The culture of the people in an organization decides which negotiation styles have to be used for different deals. Some cultures give importance to the individual and others to the group (Benetti et al. 2021). Culture also impacts other aspects of negotiation such as styles of communication, time, decision-making, and hierarchy and these differences can give rise to conflict in an organization with different negotiation styles. To deal with misunderstanding and conflict the organization needs to understand the cultural differences of the other parties involved in the negotiation (Brett et al. 2017). 
Five negotiation styles are used in organizations to negotiate such as accommodating, avoiding, collaborating, competing, and compromising negotiating styles (Sfepartners, 2023). 
Organizations in the UK are known to use cooperative and compromising negotiation styles to negotiate with other organizations. The collaborative negotiating style refers to joint problem-solving techniques. It is known to create a winning scenario for both parties, organisations using these styles are good at finding solutions to complex problems. They enable the organization to work with other organizations to find creative solutions that will be satisfying to all parties involved (Shonk, 2024). The compromising negotiating style refers to the negotiating style that helps to find common ground for all the parties involved. It is a bit different from collaborative styles as it does not create a winning situation for all the parties. In this negotiating style, both parties find the solution that enables them to sacrifice some part of the deal to conclude (Vojvodic et al. 2019). Thus, Universal Elect Plc also implements collaborative and compromising negotiating styles in their organization and they deal with other organizations and parties using these negotiating styles. 
The negotiating styles used by organizations in the UAE are competing negotiating styles and accommodating negotiation styles. Competing negotiation style refers to a style that is result-oriented and tends to have the deal in their favor. These organizations do not have good relationships with other parties or think about the well-being of other parties. They are not willing to compromise in the negotiation and they are also aggressive in negotiation (Michael Brethorst, 2022). They also use an accommodating negotiating style. This style of negotiation tries to maintain good relations with all the parties involved in the negotiation.  Organizations that implement this style like to satisfy the needs of other parties and try to avoid conflict at any cost while negotiating (Muhid et al. 2020). Thus, Energy Power implements competing and accommodating negotiating styles in their organization. Therefore, Universal Elect Plc needs to adopt accommodating and competing negotiation styles in their organization to deal with the new management of Energy Power. 
By adopting the accommodating negotiating style Universal Elect Plc will be able to maintain good relations with their customers and suppliers. They will also be able to have a good relationship with the employees of Energy Power. The organization will be able to maintain its losses to a minimum if they have a good relationship with its customers, and will create e good impression on the customers of the organization (Overvest, 2024). However, if Universal Elect Plc does not adopt the accommodation tactics of negotiation in their organization they will have a conflict with Energy Power, and they will also have unresolved issues with each other, using different styles by different people in the same organization can lead to the damaged interpersonal relationship among employees, it can also create a resistance to negotiation and may tarnish relationship with customers and suppliers (Impact factor, 2024). By implementing a competing negotiating style Universal Elect Plc will be able to achieve the desired goals for the organisation, and it will also enhance the reputation and confidence of the organization. It will stop others from taking advantage of the organization, it will also save time and energy for the organization which they can apply to other productive things. It will also help Universal Elect Plc to maximize the profit and value of the organization (Harvard, 2022). However, if Universal Elect plc does not adopt the competing plc it can reduce the commitment and enthusiasm of the organization, and the organization may offend its customers and suppliers. They also may end up losing negotiations and credibility in front of their competitors. They may also face difficulty in exploring creative solutions (Aligned, 2023). 
[bookmark: _Toc160641508]Impact of culture on feedback practices 
Feedback is an important part of the culture of every organization. It is a set of norms, practices, and attitudes that encourage giving and receiving feedback. An organization with a feedback culture encourages employees to share constructive and positive feedback to improve communication and performance within the organization. Culture can influence feedback practices as a culture that is clear, straightforward, and explicit is going to have direct feedback practices and organizations with a culture that is subtle, nuanced, and implicit are likely to have indirect feedback practices. To implement a culture of feedback in an organization the managers need to give regular feedback, check with the employees receiving feedback and they also need to recognize the achievements of the employees (Wells et al. 2023). 
There are two different types of feedback styles practiced by the organization such as direct feedback and indirect feedback. Direct feedback refers to direct customer feedback that is gathered by the organizations by asking consumers about the brand, customer services, products, and other related things of the organization. It also involves feedback from employees and asking them about their opinions, suggestions, and experiences. 
Indirect feedback is feedback that is not obtained directly from the receiver or source. This feedback can be feedback from the customers or employees not directly from them but from some secondary sources (Nice, 2020). 
The UK, according to the Lewis Model has a Linear active culture in their organizations and their characteristics are cool, decisive planners, and factual. They prefer direct feedback in their organization and encourage their employees to provide direct feedback on different matters of the organization. They tend to provide both direct and indirect feedback to their employees based on the type of feedback that needs to be given. They provide direct communication when the feedback is positive and not offensive and prefer indirect communication when providing negative and offensive feedback. They tend to maintain a level of professionalism and like to avoid confrontation (Indeed, 2022a). Thus, Universal Elect also follows the practice of direct communication in their organization and sometimes also uses indirect feedback. 
On the other hand,  the companies of UAE according to the Lewis Model have a multi-active culture and that is why they are more warm, loquacious, impulsive, and emotional than the organizations of the UK. They prefer indirect feedback most of the time in their organization to give feedback to the employees as it does not provide feedback to employees but instead observes the behavior of the employees, interacts with them, and gathers information about their strengths and weaknesses accordingly (Karam et al. 2022). Thus, Energy Power prefers an indirect feedback style to provide feedback to its employees. Universal Elect Plc need to adopt an indirect feedback approach in their organisation after the acquisition by Energy Power. If the management of Universal Elect Plc does not adopt the indirect feedback method in their organisation there will be confusion among the employees as some of the employees will be given direct feedback and some of them. will be given indirect feedback. It will affect the productivity of the organization. The employees who are familiar with indirect feedback are given direct feedback and can become demotivated and the employees who are used to direct feedback are given indirect feedback and may get confused by the recent change. 
[bookmark: _Toc160641509]2. Ethnocentric and Polycentric Model in People Management
[bookmark: _Toc160641510]Explanation of Ethnocentric and Polycentric Models
Ethnocentric model
The ethnocentric approach or model is considered a home country orientation in which an organization distributes its goods, or services in the global market in a similar manner as they do in their domestic market (Panicker and Sharma, 2021). These types of businesses think that the market conditions and requirements of the customers are more or less similar in the global markets also. This is a favorite market entry approach for some companies as through this approach they will be able to avoid extra expenses that they have to spend in evolving new techniques to provide services to foreign customers. The same plans are being carried out from their home base with minimum or no difference in the specifications or formulation of the products.
Polycentric model
Some businesses follow the Polycentric model which is an approach in which organizations properly research each foreign market and customize almost everything before delivering the products to the market. These companies customise all the products in every country and the changes rely upon the preferences or tastes of the consumers. They also investigate political, legal, and cultural factors that rely upon the conditions of local markets and then they decide to get entry to the market. The marketing mix is also customized by the companies to reach the specific requirements of every foreign market (Perskaya, 2023). 
[bookmark: _Toc160641511]Applicability of Ethnocentric and Polycentric Models in the Takeover
Applicability of Ethnocentric model
The ethnocentric approach is related to recruitment which means that companies hire employees from their parent country to other branches that the companies are going to start in other countries. They send employees from the home country to fill all the positions in the new international branches. From the exclusive executive role to other managerial posts are reserved only for the employees from the home country. If Energy Power wants to apply an ethnocentric approach while taking over Universal Elect Plc in UAE, then Energy Power has to relocate its existing employees and it will choose a person who is a permanent citizen of the United Kingdom. Otherwise, Energy Power can hire employees from its parent country who want to live in the UAE or already living in the host country. The ethnocentric approach will help Energy Power by easily transferring the policies and procedures of the UK to the new branch in the UAE (Bika, 2024). 
Applicability of Polycentric model
The Polycentric approach is another method of staffing and hiring in which global branches of a country locate candidates from the host country instead of sending employees from the location of the parent company. This will help the new branch of Energy Power to acknowledge the needs of local people and operate its business within a specific community. Energy Power has to hire Arabic employees from the UAE to fill all the executive and management positions in the host country to get accurate insight into the needs of UAE consumers. Local professionals with skills of locals can conduct and help Energy Power by providing proper information about the market and will be able to coordinate the sales operations of Energy Power. Energy Power has to provide advertisements on local job boards of the UAE or make contracts with a regional staff recruitment agency (Bika, 2024). 
[bookmark: _Toc160641512]People management areas and model applicability
a. Recruitment - Recruitment mentions the procedure of recognizing, attracting, selecting, interviewing, hiring, and introducing employees to a company. Simply, it combines every single thing from identifying employees to filling job positions (Smartrecruiters, 2024). Ethnocentric recruitment refers to the fact that staff will be hired from the parent country. In this strategy, companies select their country's citizens and send them to fill the positions in host countries. On the other hand, companies limit their recruitment to the local people from the host country. Sometimes, companies begin with an ethnocentric approach but eventually convert to a polycentric approach. Energy Power can hand over the management to the local people as they know about the political situations, legal and cultural needs, and conditions of the local market better than the staff from the parent country (Whatishumanresource, 2024). 
b. Training - Management training is considered as the activity of training that is focused on enhancing the skills of an individual as a manager and leader. These people are being trained on some soft skills like empathy and communication, which make them better able to handle teamwork and develop relationships with the team members they manage (HRZone, 2024). An ethnocentric organization thinks that the host country is not able to supply skilled people for higher positions and does not provide training to the citizens of the host country before starting the branch (Qureshi, 2023). The polycentric model follows the policy that involves hiring and promoting local employees from the host country. It takes low cost while hiring and training with fewer issues of adjustment ( Brewster, 2017). 
c. Performance appraisal - Performance appraisal necessitates that a member of the management of an organization must examine or apprise the volume and standard of the work of an employee. Managers of a company compare the development of team members to the aims of their company (Indeed, 2023b). Companies with ethnocentric approaches assume that employees from their home countries are the best and that other international employees can follow them and must follow them. On the other hand, companies with a polycentric approach believe in developing locally appreciated practices which will be held under the supervision of the managers of host countries. To uplift the performance of the employees, a polycentric approach tries to merge best practices from its subsidiaries and headquarters. The selection for managerial posts is based on competency instead of nationality (CiteHR, 2024). 
d. Leadership Development - This program is taken by the companies to improve the leadership qualities of an employee and offers them training for an ultimate transition to the role of leadership (Indeed, 2022b). The ethnocentrism approach has the tendency to judge other people's cultures based on their beliefs, cultural values, and perspectives which generate problems in social events in the workplace and team building. It does not provide attention to the different needs or interests which can make local people think that their sentiments are being neglected and it can hurt the morale of local D-grade employees. On the other hand, the polycentric approach represents both regional and local needs and operates among multiple provinces of influence. It forms a rich inclusive atmosphere to lead an enterprise (Tannenbaum, 2022). 
[bookmark: _Toc160641513]Advantages and Disadvantages of Ethnocentric and Polycentric Models
Advantages of the ethnocentric approach
No need for a full-fledged international labor market - Companies following an ethnocentric approach do not need fully developed labor from the international market as they send higher-ranked people from the parent country to the subsidiaries of host countries. The employees who hold the higher position are already trained and experienced.
Better communication - As the subsidiaries are controlled by the staff from the parent country, then the higher management always communicates about the development or issues that are being faced by the subsidiaries to the parent company which makes the communication effective between hosts and parent companies (Tommy, 2023). 
Disadvantages of the ethnocentric approach
Miss the opportunity to use the best local talents - The ethnocentric approach does not allow companies to use the best talents from the host countries. Companies with a polycentric approach do not hire people from host countries which makes them miss the opportunities to use their best talents.
Staff might face challenges - Employees from the parent country may face difficulties while adjusting to the business environment of the host country as their culture is different from the culture of the host countries (Tommy, 2023). 
Advantages of the polycentric approach
Do not need team member adjustment - The polycentric approach removes the necessity of an adjustment period. If a company hires team members from the host country, the new members might be able to start working on time. 
Saves costs on hiring and relocation - If the employees from the host company are being hired, the parent company will be able to save the cost of hiring. This happens because meeting and communicating with global hires usually needs more cost than local hires.
Probably increases the morale of team members - If local staff get a job in a foreign company and the management helps them to fit in, then the morale of the staff increases automatically (Indeed, 2023a).
Disadvantages of the polycentric approach
Reduces connection between subsidiaries and parent company - While following a polycentric approach one challenge can arise and that is the connection between the branches and the parent companies can be reduced. This happens due to the low understanding of the new local hires towards the history or culture of the parent company.
May make the leadership structure complicated - With multiple managers, leaders, and directors a global organization can face the issue of a complex leadership structure. They have to communicate the changes to the team members to make sure that each member understands the approach properly (Indeed, 2023a). 
[bookmark: _Toc160641514]3. Analysis of interview responses 
[bookmark: _Toc160641515]Differences between the communication of the culture of The UK and UAE
In the interview, the student said that he prefers verbal communication, high-context communication, and indirect feedback from others. According to the Lewis Model, UAE has a multi-active culture which means they are warm and emotional. They like to think about others and how they feel, and they care about others. Thus, people of Multi-active cultures prefer verbal communication as nonverbal communication often creates confusion among people and also because they are more emotional and warm and like to express everything verbally. They also seem to prefer high-context communication as they like to talk about the given situation and overexplain everything, which is a characteristic of a multi-active culture and they also prefer indirect feedback as they are emotional and care about the feelings of others and do not want others to get hurt by their words, which is also a characteristic of multi-active culture (Crossculture, 2017). In the UK people prefer nonverbal communication to verbal communication. They often smile at people and greet people with different gestures such as waving at them. They are not very familiar with verbal communication and small talk. We also prefer high-context communication, which means while communicating with others we like to communicate everything we know about the situation and assume that the other person does not know anything about the situation. In the UK people prefer low-context communication and they tend to communicate less about a situation and assume that they know about the situation.
[bookmark: _Toc160641516]Differences between the negotiation styles of The UK and UAE
The student also said that he prefers an accommodating negotiation style and a competing negotiation style while negotiating, which means that he likes to maintain a good relationship with the other parties involved in the negotiation and does not like to be involved in conflicts and also likes to everyone involved in the deal to win. The student is from UAE and has a multi-active culture which means they are emotional and warm. This means they like to think about the feelings of others and want everyone to gain from the deal. The students also said that he uses a competitive negotiating style which gave rise to many problems for the students and led to many conflicts with other students, as the students of the UK use collaborative and compromising negotiating styles which make them more considerate of the other parties in the deal and they think about the wellbeing of everyone not only about themselves (Harvard, 2023). The student also said that he likes to win the deal anyhow and does not like to back off or compromise. On the other hand, the people of the UK like to compromise for the sake of others. This behavior of not compromising and thinking about the feelings of others goes against the multi-active culture of the UAE as they are more emotional, considerate of others' feelings, and warm and like to compromise for others. 
[bookmark: _Toc160641517]Comparison and discrepancies 
This is one of the discrepancies that can be taken from the interview. The student said he preferred indirect feedback to direct feedback. The student said he likes to have indirect feedback on his work. It is because the student is from UAE and has a multi-active culture which means they are warm, emotional, impulsive, and do not like to be rude to others and respectful. The people of UAE find direct feedback rude and unnecessary and think feedback can be given more respectfully. The student prefers to have indirect feedback that aligns with the multi-active culture of the UAE. The UK on the other hand prefers to have direct feedback from others and they find indirect feedback confusing and suspicious. That is why the students who are used to indirect feedback have problems and conflicts with other students and teachers as they are providing direct feedback which is considered rude by the student. The people of the UK prefer Direct feedback as they have a linear active culture and they are cool with others being authentic about their feelings, they also like facts and do not really care about the emotional aspect and they are also known as decisive planners. Thus, when the student in the UK was given direct feedback he felt offended and found it rude. He also had conflict with other students and it affected his interpersonal relationship. People who are used to indirect feedback can get into conflict if they are given direct feedback all of a sudden. If direct feedback is delivered to someone who has poor communication skills then it can lead to misunderstanding, defensiveness, resentment, and demotivation. To avoid conflict the feedback provider needs to be more empathetic and understanding, should use constructive criticism, should give solutions along with the feedback, and should not blame the person. The feedback receiver should find the issue of the feedback, initiate collaboration with the feedback giver, and implement conflict resolution techniques (Linkedin, 2022). 
[bookmark: _Toc160641518]Validity of the Lewis Model
The Lewis model is a dual-sector model and it explains the growth of a developing economy. The main objectives of the Lewis Model the poverty and low wages in the labor surplus economy and it states that the economy will continue to grow as long as the opportunity cost of the labor is less than the capitalist sector. Thus, as per the Lewis Model, the UK has a linear active culture and the UAE has a multiactive culture. The linear active culture of the UK makes it more task-oriented, and organized, good planners, prefer to have discussions focused on facts rather than emotions and follow rules. The Multi-active culture of the UAE makes it more expressive, impulsive, people-oriented, and talkative. They also value feelings and relationships over products. Thus, the people of the UK prefer direct feedback, verbal communication, and low-context communication and the people of the UAE prefer high-context communication, indirect feedback, and non-verbal communication. The culture of the UAE also prefers an accommodating and competing negotiation style and the culture of the UK prefers collaborative and compromising negotiating styles. The UK prefers both direct and indirect communication but the UAE prefers only indirect communication. 
[bookmark: _Toc160641519]Recommendations 
Cultural Sensitivity- Energy Power needs to implement cultural sensitivity training in their organization and educate their employees about different cultures and customs, rituals, and beliefs. It will help the organisation to adopt new change management strategies within the organisation easily. It will also help Energy Power to apply culturally specific changes in the organization, it will help the organization to avoid any cultural stereotypes that would offend the employees of other cultures and it will enhance the productivity of the organization, eliminate any communication barriers, and help to adapt in the changing work environment (Tobania, 2023). 
Cross-Cultural Communication Training- Energy Power needs to implement cross-cultural communication training for the employees of the organization. It will help Energy Power to manage a team of diverse employees and help them expand in new markets. It also promotes diversity in the organization. The organisation needs to develop cultural awareness in the organizations which will enhance communication skills and self-awareness among the employees. They should also use conflict resolution strategies to resolve conflict among employees of different cultures and create an organized workforce that works towards the common goal of the organization (Wankel, 2016). 
Flexible People Management Approach- Energy Power needs to implement effective people management approaches in their organization to manage employees that are of different cultures and organizations. They need to implement a leadership style that allows them to become more responsible, and adaptable to the changing environment. These approaches decrease distraction and increase productivity and loyalty (Sohi et al. 2019). 
[bookmark: _Toc160641520]Conclusion 
The assignment has evaluated the influence of different cultures on the communication, negotiation, and feedback strategies of Energy Power in the UAE and Universal Elect Plc of the UK. The UAE's Energy Power has acquired the UK's Universal Elect plc in a recent deal. It has also evaluated the polycentric and ethnocentric models and applied them in the organization during the acquisition. Lastly, it interviewed a student from a different culture to justify the validity of the Lewis Model and recommended cross-cultural communication training, cultural sensitivity training, and flexible people management techniques to implement effective change management in Universal Elect Plc. 
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Interview 
What country do you come from? 
Answer: I come from the United Arab Emirates.
What culture do you belong to? 
Answer: I have a culture of multi-active culture in our organizations in UAE. I am talkative and I get attached to things easily and give importance to feelings. I am people-oriented and give importance to relationships. I like to do multiple things at a single time and our purpose is defined by our agendas. 
How communication in the UK  is different from communication in the UAE? 
Answer: As a native of UAE, I prefer verbal communication such as greeting people, asking people about their day, or initiating small talk with people. I do not like to communicate in nonverbal gestures with people such as smiling at them or waving at them as we are more conservative and body language can be misinterpreted. I also prefer indirect communication rather than direct communication. I like to criticize people indirectly for their work and I think it is rude to directly criticize people. On the contrary, the UK has a culture of direct communication and they tend to criticize and provide feedback directly to others and view indirect communication as suspicious and confusing. 
What problems did you face in terms of communication? 
Answer: As, the people of the UK prefer nonverbal communication, at the beginning I struggled to communicate with nonverbal gestures as I am used to verbal communication and small talk. I also found non-verbal communication rude and confusing as I am not used to it.  
How the negotiation strategies of the UK is different from the UAE? 
Answer: In the UAE I prefer to use accommodating and competing negotiation styles. I like to stand my ground in negotiation and not back off or change anything in a deal. I also do not compromise in a negotiation and we are aggressive negotiators. On the other hand, I also like to maintain a good relationship with the parties involved in the deal and also think about their wellbeing. On the contrary, the UK prefers collaborative and compromising negotiating styles. The people of the UK like to satisfy all parties involved in the negotiation and find common ground that benefits all the parties in a deal. 
What problems did you face in terms of negotiation?
Answer: I am used to negotiating with competing and accommodation strategies In UAE and when I came to the UK, I faced many problems adjusting myself according to soft negotiating styles such as compromising and collaborative styles. I always tend to win any negotiation without thinking about the other parties involved in the deal. 
What are the differences between the feedback practices of the UAE and the UK? 
Answer: In UAE people prefer indirect feedback as I am more warm, impulsive, and emotional. The feedback is provided to the employees in the UAE more softly and subtly. The people of the UK prefer direct feedback as they are more cool with the opinions of other people, and like to convey their decisions directly to other people. 
What are the problems you faced in terms of feedback? 
Answer: As I am used to indirect feedback, it was hard at first to get used to direct feedback and it created a lot of conflicts with my colleagues as I found it rude and unprofessional. 
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