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[bookmark: _Toc161569781]Introduction

This paper delves into the intricate ways in which culture shapes communication, negotiation, and feedback practices between the United Kingdom (UK) and the United Arab Emirates (UAE), drawing upon the insights provided by the Lewis model. By examining the cultural dimensions of these two countries, this study aims to shed light on the challenges and opportunities inherent in cross-cultural interactions, offering valuable implications for organizations engaging in international business ventures. Through a critical analysis of cultural distinctions, communication styles, negotiation strategies, and feedback dynamics, this paper contributes to a deeper understanding of the complexities involved in managing cultural diversity within multinational contexts.
The globalization of business has led to increased interactions between individuals from diverse cultural backgrounds (Sarala et al., 2019). In the context of multinational acquisitions, such as Energy Power's recent takeover of Universal Elect Plc in the UK and UAE, understanding the influence of culture on communication, negotiation, and feedback practices is paramount for achieving organizational success. This paper explores how the Lewis model, which categorizes cultures into linear-active, multi-active, and reactive, can offer insights into the cultural dynamics between the UK and UAE and their implications for cross-cultural management.
Energy Power's acquisition of Universal Elect Plc in the UK and UAE represents a strategic move aimed at enhancing market reach, diversifying product offerings, and leveraging synergies to drive growth and profitability. By incorporating Universal Elect Plc's expertise, resources, and market presence, Energy Power seeks to capitalize on emerging opportunities within the dynamic energy landscape of the UAE while reaffirming its commitment to innovation, sustainability, and customer satisfaction. This strategic approach, based on the Star Model introduced by Jay Galbraith in the 1960s, underscores the importance of considering five key elements for a smoother transition process. Although this report will primarily focus on the human resources aspect, it's acknowledged that other elements also warrant attention.

[image: Implementing Your Business Model With the Galbraith Star Model]
[bookmark: _Toc161151325]Figure 1 Galbraith Star Model                                                 Source: JAY R. GALBRAITH,THE STAR MODEL, 1960

[bookmark: _Toc161569782]Significance of Cultural Factors in Change Management
The successful integration of Universal Elect Plc into Energy Power's operations hinges not only on strategic alignment and operational efficiency but also on effectively managing cultural differences and fostering collaboration across diverse teams. Cultural factors play a crucial role in shaping attitudes, behaviours, and communication styles within organizations, impacting how change initiatives are perceived, accepted, and implemented (Hu et al., 2012).
In the context of this acquisition, understanding and addressing cultural shades between the UK and the UAE are paramount to fostering a smooth transition and maximizing the synergies between the two organizations. Factors such as communication styles, hierarchy, decision-making processes, work ethic, and attitudes towards authority may vary significantly between the two cultures, influencing how employees from both sides perceive and adapt to changes brought about by the acquisition.
Effective change management in a cross-cultural context requires sensitivity, flexibility, and a proactive approach to bridging cultural gaps, fostering mutual understanding, and building trust among team members (Adler & Aycan, 2018). By acknowledging and respecting cultural differences, fostering open dialogue, promoting cultural intelligence, and providing cross-cultural training and support, Energy Power can cultivate a collaborative and inclusive organizational culture that embraces change and drives success in the post-acquisition integration process.
As a pivotal department throughout the acquisition process, International Human Resource Management (IHRM) may encounter challenges in comprehending cultural disparities, organisational culture, communication styles, feedback practices, and leadership and management methodologies, potentially impeding the success of the effort, and negotiations to resolve the conflicts. By recognizing the hints within these areas, the process might become more difficult or even unsuccessful. Equipped with a background in Leadership and Management studies, alongside expertise in cross-cultural change management, I intend to engage with the IHRM department to offer consultation services, thereby facilitating an understanding of these challenges and optimizing strategies for transcultural alignment. In the next sections I will focus on communication, negotiation, feedback and IHRM practices.
[bookmark: _Toc161569783]Cultural Influence on Communication and Negotiation

Culture plays a pivotal role in shaping communication, negotiation, and feedback practices, particularly in cross-cultural contexts (Guirdham & Guirdham, 2017) such as those between the United Kingdom (UK) and the United Arab Emirates (UAE). Understanding these cultural influences is crucial for effective intercultural communication and successful negotiation outcomes. The Lewis Model, proposed by Richard D. Lewis, offers a valuable framework for analysing cultural differences and their implications on communication styles and business practices (Manville et al., 2018). Figure 1 illustrates and provides a description of the Lewis Model below.
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[bookmark: _Toc161151326]Figure 2 Lewis Model
                                                                                                                                Source: R.Lewis, 2010, When cultures  collide
[bookmark: _Toc161569784]Communication:
In the context of communication, cultural factors significantly influence the ways in which individuals from the UK and the UAE interact, express ideas, and convey messages. The Lewis Model categorizes cultures into three main categories: Linear-Active, Multi-Active, and Reactive.
In the UK, which typically falls under the Linear-Active category, communication tends to be direct, explicit, and task-oriented. British individuals value clarity, efficiency, and professionalism in their communication style. They prefer to express their thoughts and ideas logically and concisely, often relying on facts and data to support their arguments. Furthermore, the British communication style is characterized by a preference for individualism and autonomy, with individuals often expressing their opinions openly and directly.
Conversely, in the UAE, which is often classified as Multi-Active according to the Lewis Model, communication is more fluid, context-dependent, and relationship-oriented. Emiratis value personal relationships, harmony, and social cohesion in their interactions. Communication tends to be indirect, nuanced, and focused on building rapport and trust. Emiratis may prioritize maintaining harmony and avoiding confrontation, leading to a more diplomatic and indirect communication style. Additionally, Emiratis may rely heavily on non-verbal cues, such as body language and facial expressions, to convey meaning and build rapport.
Understanding the cultural influences that shape communication styles is essential for fostering effective cross-cultural interaction (Bennett, 2017). The contrasting approaches observed in the UK and the UAE highlight the importance of cultural sensitivity and adapting communication strategies to achieve successful communication across diverse cultural contexts.
[bookmark: _Toc161569785]Negotiation Practices
Negotiation practices are deeply influenced by cultural norms and values, leading to significant variations in approaches between different countries. In the context of negotiations between the United Kingdom (UK) and the United Arab Emirates (UAE), these cultural differences manifest in distinct strategies and priorities.
UK Negotiation Practices:
Negotiation approaches in the UK are often characterized by a competitive and assertive demeanour, with an emphasis on achieving objectives through direct communication and logical argumentation (Fells & Sheer, 2020). British negotiators prioritize efficiency, clarity, and transparency throughout the negotiation process. They typically focus on tangible outcomes and are often willing to take calculated risks and make concessions to secure favourable deals.
In the academic literature, this negotiation style aligns with Fisher and Ury's concept of principled negotiation (Fisher et al., 2011), which emphasizes separating people from the problem, focusing on interests rather than positions, generating a variety of options for mutual gain, and insisting on objective criteria. British negotiators often adhere to these principles, seeking to create value and build durable agreements while maintaining professionalism and integrity.
UAE Negotiation Practices:
Conversely, negotiation practices in the UAE exhibit a more collaborative and relationship-oriented approach (Aroussi et al., 2024). Emirati negotiators prioritize building trust, maintaining harmony, and preserving face in their interactions. Negotiations in the UAE are often preceded by extensive relationship-building activities, such as socializing and hospitality, which serve to establish rapport and mutual understanding before substantive discussions commence.
This negotiating strategy is consistent with the notion of integrative bargaining, in which parties aim to maximise joint advantages by finding common interests, trading concessions, and encouraging collaboration. Emiratis place a high priority on the development of strong interpersonal connections (Goby et al., 2015) and may use intermediaries and third-party validators to assist discussions and generate consensus among stakeholders, demonstrating a comprehensive and inclusive approach to decision-making.
[bookmark: _Toc161569786]Organisational culture
Organizational culture in the UK tends to prioritize efficiency and individual achievement, while in the UAE, it emphasizes harmony and collective relationships. Navigating these differences is vital for businesses operating between the two countries. Understanding and respecting cultural nuances fosters trust, collaboration, and success in both markets.

[bookmark: _Toc161151327]Figure 3 Organizational culture model
                                                                                                                                                                Source: adopted by the author based on organisational culture model
Base on organisational culture model, given that these companies operate within the energy sector, prioritizing efficiency and productivity over creativity, and facing a relatively stable environment, they tend to share a hierarchical organizational culture. The primary challenge they encounter lies in managing national cultural differences, where the first is characterized by linearity while the second is characterized by multi-activity.
[bookmark: _Toc161569787]Bridging Cultural Differences
To effectively manage these cultural differences, negotiators should embrace a nuanced and flexible strategy that acknowledges and honours the values and preferences of all parties involved (Moore & Woodrow, 2010). Utilizing cross-cultural negotiation frameworks, such as those outlined in the Lewis Model, can offer valuable insights into the core motivations and communication patterns of each culture. By understanding these dynamics, negotiators can adapt their approach accordingly, fostering mutual understanding and collaboration across cultural boundaries.
Furthermore, cross-cultural training and intercultural competence development can equip negotiators with the necessary skills and strategies to navigate cultural differences sensitively and effectively. By fostering mutual understanding, trust, and respect, negotiators can overcome cultural barriers and forge mutually beneficial agreements that transcend cultural boundaries.
In conclusion, understanding the cultural underpinnings of negotiation practices in the UK and the UAE is essential for successful cross-cultural interactions. By acknowledging and embracing cultural diversity, negotiators can leverage cultural differences as opportunities for collaboration and innovation, ultimately enhancing the quality and durability of negotiated outcomes.
[bookmark: _Toc161569788]Feedback practices
Feedback practices are deeply entrenched in cultural norms and expectations, shaping communication dynamics and interpersonal relationships. Examining the differences between the United Kingdom (UK) and the United Arab Emirates (UAE) provides insights into how cultural values influence feedback exchanges.
UK Feedback Practices:
In the UK, feedback is characterized by directness, constructiveness, and goal orientation. British individuals prioritize honesty, transparency, and accountability in feedback interactions. Feedback is typically delivered promptly and openly, focusing on specific behaviours or outcomes and providing actionable recommendations for improvement.
Rahim (2002) have described this feedback style as predominantly assertive, where individuals are encouraged to express their thoughts and opinions directly and confidently. This approach aligns with the cultural value of individualism, where personal autonomy and achievement are highly esteemed.
UAE Feedback Practices
Conversely, feedback practices in the UAE may be more implicit, subtle, and context-dependent. Emiratis often prioritize maintaining harmony and avoiding direct criticism or confrontation in feedback exchanges. Feedback may be conveyed indirectly, utilizing implicit cues or non-verbal communication to convey messages.
In the UAE, the cultural concept of "saving face" is significant, where individuals strive to protect their dignity and social standing. Therefore, feedback is often delivered with sensitivity and discretion, focusing on preserving relationships and minimizing potential conflicts.
[bookmark: _Toc161569789]IHMR Practices
Merging Energy Power with Universal Elect might face challenges due to cultural differences, specifically in how people from each country communicate and provide feedback. In the UK, communication tends to be more direct and explicit, with an emphasis on clarity and efficiency. Conversely, in the UAE, communication often involves more indirect and nuanced approaches, with a focus on maintaining harmony and preserving relationships.
This cultural difference in communication styles can lead to misunderstandings, misinterpretations, and conflicts during the integration process. The reason for that is difficult interaction between linear- active and multi-active countries, as shown on Figure 2. 
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[bookmark: _Toc161151328]Figure 4 Interaction between linear and multi-active countries                                                                                                                                                      
                                                                                                                                           Source: www.emporment-coaching.com

For example, UK employees may perceive UAE counterparts as vague or non-committal, while UAE employees may view their UK counterparts as overly blunt or confrontational. These misperceptions can hinder effective collaboration, decision-making, and problem-solving, ultimately impacting organizational performance and employee morale.
In terms of International Human Resource Management (IHRM) practices, addressing this cultural disparity requires a strategic approach (Schweiger & Weber,1992). Both countries need to recognize and respect each other's communication norms while also implementing strategies to bridge the gap and facilitate effective communication. To achieve this by using Lewin model (Odor, 2018), there are three steps that they need to follow.
In this model, the initial phase involves unfreezing. During this stage, managers must underscore the significance of the current strategy (acquisition) in ensuring the company's sustainability and its impacts on both company performance and employee well-being. It's crucial to emphasize that this strategy isn't optional but rather a necessary business decision. Effective communication with individuals from diverse cultures is essential throughout this process, and addressing any challenges that arise is imperative for the successful implementation of the strategy.
In the change stage there are some activities that must be implemented such as:
1. Cross-cultural training: Providing employees with training and workshops on cultural awareness, communication styles, and feedback practices can help increase their understanding and appreciation of cultural differences (Mendenhall & Oddou, 1985). This can empower employees to adapt their communication strategies accordingly and navigate cross-cultural interactions more effectively.
2. Cultural intelligence: Encouraging employees to develop cultural intelligence, or the ability to understand and adapt to different cultural contexts, can foster greater empathy, flexibility, and collaboration across diverse teams (Ang et al., 2006). This can involve incorporating cultural intelligence assessments into performance evaluations and providing resources for self-directed learning and development.
3. Communication protocols: Establishing clear communication protocols and guidelines that accommodate both direct and indirect communication styles can help mitigate misunderstandings and promote effective communication (Ting-Toomey & Dorjee, 2019). This could include providing templates for written communication, clarifying expectations for feedback delivery, and encouraging regular check-ins to ensure alignment and understanding.
4. Feedback mechanisms: Implementing feedback mechanisms that accommodate cultural preferences and sensitivities can help foster a culture of open communication and continuous improvement (MacDonald et al., 2013). This may involve offering multiple channels for feedback, such as anonymous surveys, one-on-one discussions, and group feedback sessions, to accommodate varying comfort levels and communication preferences.
In the final stage of refreezing, Energy Power can effectively manage cultural differences in communication and feedback methods, minimizing potential obstacles and capitalizing on the strengths of each culture to enhance success during the post-acquisition integration phase. This strategy promotes smoother collaboration and decision-making while cultivating a more inclusive and adaptable organizational culture, well-equipped to flourish in varied global settings. The diagram below outlines the primary objectives of this approach.


[bookmark: _Toc161151329]Figure 5 Application of Lewin model in IHRM issue
                                                                                           Source: Adopted by the author based on Lewin’s Change Management Model, 1947 (https://www.sciencedirect.com/science/article/pii/S2444569X16300087 )

[bookmark: _Toc161569790]Cultural Implications
The Lewis Model provides a useful framework for understanding these cultural differences in feedback practices. In the context of the model, the UK's direct and goal-oriented feedback style aligns with the Linear-Active cultural profile, emphasizing efficiency and clarity in communication (Lewis, 2018). On the other hand, the UAE's more subtle and context-dependent approach reflects characteristics of Multi-Active cultures, prioritizing relationships and adaptability.
By recognizing and respecting these cultural traces, individuals and organizations can navigate cross-cultural feedback interactions more effectively. Cross-cultural training and intercultural competence development can equip individuals with the skills to understand and interpret feedback within different cultural contexts, fostering mutual understanding, trust, and collaboration.
In conclusion, understanding how cultural differences influence feedback practices between the UK and the UAE is essential for effective communication and relationship-building in international business contexts. By leveraging cultural insights and adopting a culturally sensitive approach to feedback, individuals and organizations can foster positive and productive interactions across cultural boundaries.
[bookmark: _Toc161569791]Conflict Resolution Approach
Based on the cultural differences outlined in the negotiation practices between the United Kingdom (UK) and the United Arab Emirates (UAE), a conflict resolution approach that integrates elements of both competitive and collaborative strategies would be most effective.
Integrating the change management model of Unfreeze, Change, and Freeze complements the proposed conflict resolution approach tailored to the cultural differences between the UK and the UAE in negotiation practices. By preparing negotiators for change, adapting negotiation strategies to accommodate cultural nuances, and institutionalizing cross-cultural competence, organizations can navigate cultural differences sensitively and effectively, fostering long-term partnerships grounded in mutual respect and understanding.
Given the assertive and direct negotiation style typically observed in the UK, a competitive approach that emphasizes clear objectives, logical argumentation, and the pursuit of evident outcomes could be beneficial. This approach aligns with the UK's preference for efficiency, clarity, and transparency in negotiations.
Therefore, a hybrid conflict resolution approach that blends elements of principled negotiation and integrative bargaining would be appropriate. This approach involves separating people from the problem, focusing on interests rather than positions, and generating options for mutual gain, as advocated by Fisher and Ury's (Fisher et al., 2011) concept of principled negotiation. Additionally, integrating elements of integrative bargaining, where parties aim to maximize joint advantages by finding common interests and encouraging collaboration, would help bridge cultural differences and foster mutual understanding.
Furthermore, utilizing cross-cultural negotiation frameworks, such as the Lewis Model, can provide valuable insights into the core motivations and communication patterns of each culture, allowing negotiators to adapt their approach accordingly. Cross-cultural training and intercultural competence development can also equip negotiators with the necessary skills and strategies to navigate cultural differences sensitively and effectively, fostering mutual understanding, trust, and respect across cultural boundaries.
However, offering a conflict resolution approach that combines competitive and collaborative strategies, tailored to the cultural differences of both the UK and the UAE, is essential for successful cross-cultural interactions and the achievement of mutually beneficial agreements.
[bookmark: _Toc157265138][bookmark: _Toc161569792]Ethnocentric and Polycentric Model in People Management

The ethnocentric and polycentric models are two contrasting approaches in international human resource management (IHRM) (Taylor & Woodhams, 2022). The ethnocentric model involves the centralized control of key decision-making processes by headquarters, typically located in the home country. This model often results in standardized practices across global subsidiaries and places emphasis on the transfer of expatriate employees from the home country to overseas assignments. Conversely, the polycentric model advocates for decentralized decision-making, allowing subsidiaries in different countries to have greater autonomy in managing their human resources. This approach prioritizes local responsiveness and adaptation to diverse cultural and market contexts. Understanding the distinctions between these models is essential for effectively managing human resources across borders, especially during the acquisition process, where decisions regarding staffing, training, and compensation strategies must align with the organizational culture and objectives of both the acquiring and acquired entities.
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[bookmark: _Toc161151330]Figure 6 EPRG Model
                                                                 Source: https://www.google.com/url?sa=i&url=https%3A%2F%2Fmyhrm.weebly.com%
In the circumstances of a UAE acquisition of a UK company, the applicability of the ethnocentric and polycentric models in people management during the takeover process is significant. Initially, an ethnocentric approach may be considered, where decision-making authority primarily resides with the UAE headquarters. This approach could involve the deployment of UAE expatriate managers to oversee critical functions and ensure alignment with the acquiring company's practices and objectives. However, due to the distinct cultural and operational differences between the UK and UAE, a polycentric model might prove more effective in managing the acquired workforce. Adopting a polycentric approach allows for decentralized decision-making, enabling the UK subsidiary to retain autonomy in managing its human resources while adapting practices to local norms and preferences. This approach fosters employee engagement and buy-in, essential for successful integration and alignment of organizational cultures. By carefully assessing the applicability of both models and integrating elements of each, the acquiring company can navigate cultural complexities and optimize people management strategies for long-term success in the post-acquisition phase.
When considering a scenario where a UAE company acquires a UK counterpart, it's essential to assess how ethnocentric and polycentric models apply to different aspects of people management. Different areas can be evaluated as follows:
1. Recruitment 
Under ethnocentric model, recruitment may heavily rely on expatriates from the UAE headquarters to fill key positions in the acquired company. This approach ensures alignment with the acquiring company's culture and standards but may limit local talent development.
Adopting a polycentric approach allows the UK subsidiary to have more autonomy in recruitment, leveraging local expertise and networks to attract top talent. This fosters a sense of ownership and local relevance but may lead to inconsistencies across global operations (Lakshman, 2013).
2. Training 
In ethnocentric model, training programs may be centralized and standardized, focusing on transferring UAE-specific knowledge and practices to the UK workforce. This ensures uniformity but may neglect the unique needs and competencies of local employees.
A polycentric approach enables customized training initiatives tailored to the UK context, incorporating local language, culture, and market dynamics. This enhances employee engagement and effectiveness but may result in duplication of efforts across subsidiaries (Michailova & Hollinshead, 2001).
3. Performance Appraisal 
Performance appraisal criteria may be aligned with UAE standards, emphasizing adherence to headquarters' goals and benchmarks. This facilitates consistency but may undervalue local contributions and achievements in ethnocentric model.
Embracing a polycentric perspective allows for the adaptation of performance appraisal metrics to suit the UK subsidiary's context and objectives. This promotes fairness and relevance but may create challenges in benchmarking performance across diverse locations (Mamman & Adeoye, 2007).
4. Leadership Development:
Leadership development programs in ethnocentric model, may prioritize grooming UAE-based executives for leadership roles within the acquired company. This ensures continuity in leadership but may hinder the development of local talent.
A polycentric approach encourages the identification and development of local leaders within the UK subsidiary, fostering a pipeline of diverse leadership talent. This enhances organizational agility and adaptability but may require coordination and integration efforts across geographically dispersed teams.
Advantages and Disadvantages Ethnocentric Model
Navigating the complexities of people management requires an understanding of the advantages and disadvantages essential in both the ethnocentric and polycentric models. The ethnocentric model, characterized by its centralized control and alignment with headquarters' goals and standards, offers several benefits. Firstly, it facilitates coordination and control across the organization, ensuring that all subsidiaries operate in accordance with the overarching strategic direction set by the UAE headquarters. This centralized approach also fosters a sense of unity and common purpose among employees, as they are united by a shared organizational vision and values. Additionally, the ethnocentric model can expedite decision-making processes and implementation of initiatives, as there is a clear chain of command and reporting structure.
However, the ethnocentric model also comes with its set of challenges. By prioritizing headquarters' goals and standards, it may limit local autonomy and innovation within subsidiaries. This could lead to a lack of flexibility in responding to local market dynamics and customer needs, potentially hindering the organization's ability to adapt and thrive in diverse cultural contexts. Moreover, the imposition of uniform practices and standards across all subsidiaries may overlook the unique strengths and capabilities of each local market, resulting in missed opportunities for growth and development (Shah et al., 2012).
In contrast, the polycentric model embraces local responsiveness and adaptation, recognizing the importance of empowering subsidiaries to make decisions based on their unique contexts. This approach enhances employee engagement and motivation, as local teams feel empowered to take ownership of their work and contribute meaningfully to the organization's success. Furthermore, by fostering diversity of perspectives and encouraging experimentation, the polycentric model stimulates innovation and creativity within the organization. Employees are encouraged to think outside the box and explore new approaches to problem-solving, leading to the development of novel products, services, and business strategies.
However, the polycentric model is not without its challenges. Coordinating and aligning efforts across geographically dispersed subsidiaries can be complex, requiring effective communication channels and collaboration tools to facilitate information sharing and decision-making. Moreover, there is a risk of duplication of efforts and inconsistencies in practices and standards across different locations, which could undermine organizational efficiency and effectiveness (Shah et al., 2012).
In conclusion, while both the ethnocentric and polycentric models offer distinct advantages and disadvantages in people management areas, a balanced approach that integrates elements of both may be most effective. By combining centralized control with localized decision-making, organizations can leverage global synergies while respecting local nuances and fostering a culture of inclusivity and collaboration across diverse teams. This hybrid approach enables organizations to optimize performance, innovation, and agility in a post-acquisition context, ensuring long-term success and competitiveness in the global marketplace.
[bookmark: _Toc157265139][bookmark: _Toc161569793]Interview Analysis on the Validity of the Lewis Model

Interview: Cultural Background
The interviewee identifies as a white, middle-aged female with a predominantly British background [appendix]. Growing up in a linear culture like the UK, their upbringing was heavily influenced by familial values, including a strong sense of right and wrong instilled by their parents and grandparents. The linear culture of the UK emphasizes direct communication, adherence to schedules, and a preference for structured and orderly ways of life. As a result, the interviewee was raised with a clear understanding of societal norms and expectations, shaped by the linear perspective of their cultural upbringing.
This cultural background has deeply influenced their approach to work and business, instilling values of punctuality, reliability, and accountability. In the linear culture of the UK, efficiency, clarity, and adherence to deadlines are highly prized attributes in professional settings. The interviewee's upbringing in such an environment has instilled in them a strong work ethic and a commitment to achieving goals in a systematic and organized manner.

Interview Findings on Cultural Differences 
The interviewee adeptly navigates the intricacies of cultural disparities within business settings, drawing upon the foundational concepts outlined in the Lewis Model, particularly the distinction between linear-active and multi-active communication styles. They perceive subtle yet thoughtful differences in communication patterns, attitudes towards hierarchy, and decision-making protocols between their British upbringing and other cultural frameworks.
In examining communication styles, the interviewee underscores how the linear-active tendencies ingrained in their British background emphasize directness, clarity, and adherence to structured dialogue. In contrast, they acknowledge that cultures with multi-active communication styles may prioritize relationship-building, emotional expressiveness, and context-rich exchanges. This awareness illuminates the different complexities present in cross-cultural communication dynamics, underscoring the necessity for adaptability and sensitivity in navigating diverse business environments.
Furthermore, the interviewee delves into the varying attitudes towards hierarchy prevalent across cultures. In the linear-oriented culture of the UK, hierarchical structures often uphold a sense of authority and respect, delineating clear lines of command. Conversely, in cultures with multi-active inclinations, hierarchical frameworks may be more fluid, with an emphasis on collaborative decision-making and collective contributions. This recognition underscores the importance of understanding and respecting divergent organizational structures and power dynamics when engaging in cross-cultural collaborations.
Moreover, the applicant sheds light on the differing approaches to decision-making processes across cultural contexts. In linear-oriented cultures like the UK, decision-making tends to follow a systematic and sequential path, often prioritizing objective criteria and rational deliberation. Conversely, cultures with multi-active tendencies may adopt a more holistic and intuitive approach to decision-making, emphasizing interpersonal relationships and consensus-building. This contrast underscores the need for adaptive strategies that accommodate diverse decision-making paradigms to foster effective cross-cultural collaborations.
In sum, the interviewee's perceptive observations elucidate the multifaceted nature of cultural differences within business settings, highlighting the significance of understanding and navigating the intricacies of communication styles, hierarchical dynamics, and decision-making processes across diverse cultural landscapes. By drawing upon insights from the Lewis Model and real-world experiences, they offer valuable perspectives on fostering cultural intelligence and enhancing intercultural competence in the realm of international business.

Communication
In line with the Lewis Model, the interviewee emphasizes the importance of open-mindedness, communication, and cultural sensitivity in successful cross-cultural communication. They recognize the benefits of cross-cultural teams in fostering creativity and innovation through diverse perspectives. The interviewee acknowledges the differences between linear-active and multi-active communication styles, where linear-active cultures prioritize direct and concise communication, while multi-active cultures value rapport-building and relationship development during conversations.
Negotiation 
Cultural differences significantly impact negotiation styles and outcomes in business settings, echoing the concepts from the Lewis Model. The interviewee notes differences in communication norms, attitudes toward risk, and perceptions of time, which can affect the negotiation process. They provide an example of how Chinese business deals often involve relationship-building before formal negotiations, reflecting the multi-active approach.
Feedback Practices 
The interviewee mentions a shift towards giving others opportunities to express their opinions in decision-making processes, indicating a growing awareness of the importance of feedback and inclusivity in the workplace. This aligns with the principles of adaptability and inclusivity emphasized in the Lewis Model.
Analysis of Interview Responses 
Analysing the interview responses reveals a deep comprehension of how cultural disparities intricately influence diverse facets of business operations. By referencing the Lewis Model, the interviewee effectively contextualizes their observations, illustrating the  interplay between cultural dynamics and business practices. Notably, they adeptly determine the need for adaptability, cultural sensitivity, and effective communication strategies to navigate the complexities of cross-cultural interactions.
The interviewee's recognition of the collaboration of both linear and multi-active communication styles underscores their understanding of diverse cultural concepts. This acknowledgment reflects an appreciation for the varying approaches to communication established across global business environments. Moreover, their emphasis on adaptability highlights a crucial aspect of cultural competence, emphasizing the importance of remaining flexible and receptive to cultural differences to foster effective collaboration and mutual understanding.
Furthermore, the interviewee's insights into the significance of cultural sensitivity resonate deeply with the challenges of navigating cross-cultural interactions. By acknowledging the diverse cultural norms and expectations that shape business dynamics, they advocate for a mindful approach that prioritizes respect, empathy, and inclusivity. This acknowledgment underscores the interviewee's commitment to fostering meaningful dialogue and bridging cultural divides in pursuit of mutually beneficial outcomes.
In summary, the interviewee's analysis reveals a holistic understanding of the complexities inherent in cross-cultural interactions within business contexts. Their emphasis on adaptability, cultural sensitivity, and effective communication highlights the importance of cultivating cultural competence to thrive in an increasingly interconnected and diverse global marketplace. By considering the notes of both linear and multi-active communication styles, they offer valuable insights into navigating cultural differences and fostering collaborative relationships across diverse cultural landscapes.
Comparison with Lewis Model 
The interview findings align with the concepts presented in the Lewis Model, which categorizes cultures based on communication styles, attitudes towards hierarchy, and decision-making processes, including linear-active and multi-active approaches. The interview provides real-world examples that support the validity of the model in understanding and navigating cultural differences in business settings.
Discrepancies and Agreements 
While the interviewee does not explicitly mention all aspects of the Lewis Model, such as attitudes towards time or workplace culture, there is general agreement regarding the influence of cultural differences on communication, negotiation, and feedback practices. The interview provides valuable insights into how these concepts manifest in real-world business scenarios.
Conclusion on Validity of the Lewis Model 
The interview findings support the validity of the Lewis Model in understanding and navigating cultural differences in business settings. However, the model may benefit from further exploration of additional cultural dimensions, such as attitudes towards time and work-life balance, to provide a comprehensive framework for cross-cultural analysis. Overall, the interview provides valuable insights into the practical application of cultural theories in business contexts, enhancing our understanding of the complexities of cross-cultural interactions.

[bookmark: _Toc157265140][bookmark: _Toc161569794]Conclusion and Recommendations

The analysis of cultural factors in change management within the context of the acquisition of Universal Elect Plc by Energy Power underlines the significance of understanding and addressing cultural differences in fostering a smooth transition and maximizing synergies between organizations. Cultural factors permeate various aspects of organizational dynamics, including communication, negotiation, feedback practices, and International Human Resource Management (IHRM) practices. By leveraging frameworks such as the Lewis Model and change management models like Lewin model (Unfreeze, Change, and Freeze), organizations can navigate cultural complexities sensitively and effectively, thereby enhancing the success of post-acquisition integration efforts.
Key Findings:
Cultural Sensitivity: Cultural sensitivity is essential for effective cross-cultural communication, negotiation, and feedback practices. Recognizing and respecting cultural nuances fosters mutual understanding, trust, and collaboration across diverse teams.
Cross-cultural Communication Training: Providing cross-cultural communication training and intercultural competence development equips employees with the skills and strategies to navigate cultural differences sensitively and effectively. This enhances communication effectiveness and fosters a more inclusive and adaptable organizational culture.
Flexible People Management Approaches: Adopting flexible people management approaches, such as a balanced integration of ethnocentric and polycentric models, enables organizations to leverage global synergies while respecting local nuances. This promotes employee engagement, innovation, and agility in diverse cultural contexts.
Recommendations:
Energy Power should invest in comprehensive cultural sensitivity training for employees involved in the acquisition process. This training should focus on raising awareness of cultural differences, promoting empathy, and providing strategies for effective cross-cultural communication and collaboration.
The company should implement cross-cultural communication training programs to equip employees with the necessary skills and knowledge to navigate diverse cultural contexts sensitively and effectively. These programs should cover topics such as cultural differences in communication styles, negotiation practices, and feedback exchanges.
Energy Power should adopt flexible people management approaches that integrate elements of both ethnocentric and polycentric models. This hybrid approach allows for centralized control while also empowering subsidiaries to make decisions based on their unique contexts, fostering employee engagement and innovation.
By prioritizing cultural sensitivity, investing in cross-cultural communication training, and adopting flexible people management approaches, Energy Power can effectively navigate cultural differences and maximize the success of the acquisition of Universal Elect Plc. These recommendations ensure that the organization is well-equipped to thrive in a diverse and interconnected global marketplace, driving long-term success and competitiveness.
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Interview with D. Shannon – Deputy HR Manager 

1. Can you describe your cultural background?
I identify as a white, middle-aged female with predominantly British background. My mother was a self- employed payroll specialist and my father a Ministry of Defence policeman. My grandmother was religious and her values were carried down to my mother and so on to me. I feel I was raised with a strong sense of wrong and right, based upon their roles in society and upbringing.
2. Can you describe how your cultural background shapes your perspective on work and business? As above
3. In your experience, what factors do you believe contribute to successful cross-cultural communication in a business environment?
Key factors are open-minded consideration, communication and courtesy. In our multi-cultural society, it is also beneficial to not only have knowledge of another language, but also the ability to adapt in different cultural settings, sometimes now referred to a global mindset or cultural sensitivity. This can minimise misunderstandings and conflicts. Having cross-cultural teams can encourage creativity and innovation by approaching problems with different perspectives.
4. How do you think cultural differences impact negotiation styles and outcomes in business settings? Could you explain a specific experience in this regard?
Varied communication norms, attitudes toward risk, and perceptions of time can alter the negotiation process. In some cultures, indirect communication and relationship-building may take precedence, affecting the pace of negotiations for example when 90% of Chinese business deals were completed on the golf course before anyone ever set foot in the boardroom. Power dynamics and hierarchies differ across cultures changing the decision-making processes. Attitudes toward confrontation, compromise, and the importance of written agreements vary. I have understood even in the Japanese business practices, it is unlikely you will be told no, but the subject will not be raised a second time and no opportunity provided to re-present said information. Successful negotiation in cross-cultural contexts requires adaptability, cultural sensitivity, and a willingness to understand and integrate diverse ideas. Awareness of these differences fosters effective communication, trust-building, and ultimately contributes to mutually beneficial business outcomes.
5. Can you share an example of a cultural misunderstand or miscommunication you’ve experienced? 
Can’t recall a specific incident
6. Have you had a colleague from China, Korea or Thailand? What are the key cultural similarities between you and your colleague in the workplace?
Although I have not had a Chinese colleague in a number of years, knowledge of their culture through friends means I am aware of their respect for elders / seniors – something taught to me at a young age.
7. Have you had a colleague from China, Korea or Thailand? What are the key cultural differences between you and your colleague in the workplace?
Again from what I know, the differences are often around communication (direct with British), punctuality and individualism. Chinese place more emphasis on working as a collective and the hierarchical respect.
9. How do you navigate cultural differences when working with colleagues or clients from diverse backgrounds?
Sometimes by reading up or learning about the business culture when I enter the workplace (I read about 5 different books when I started working for a Japanese company – but not so many when I previously worked for a Swiss company as the cultures are more similar)
10. What do you think or how do you behave in the following situations;
Time management and deadlines – culturally, I was brought up to believe that being late for something you are doing with others is disrespectful and impolite. In more recent years, I have had to take a more relaxed view of the behaviour of others. I do try to be on time to all things (even 2 out of 3 babies were born on their due dates!) and try to manage my workload – but have been known to misjudge how long an exercise might take. Hierarchy in the organisation – I try and take a healthy level of respect across all levels of hierarchy. Despite being in a managerial role for some years, I still sometimes find it difficult to challenge the decisions of higher management – as I was brought up to think senior managers will know best. These days, I try to ensure that I can justify my argument with theory-based evidence with additional data justification. 
Making decisions – when completing my leadership qualification some years ago, it was pointed out that I did not allow others to give their opinions. That resonated with me and since then, I have always tried to give others enough opportunity to get their point of views across and what makes them think that way. I have tried over the years to give myself enough time to consider the outcomes from various perspectives and give the best decision to align with strategy or output requirements based on the level of decision.
11. In your opinion, how significant are cultural differences in determining the success or failure of international business ventures?
I believe that cultural differences play a significant role in determining the success or failure of business ventures. These differences can impact various aspects of business operations, including communication, decision-making, management styles, and stakeholder behaviour.
• Communication Styles: Varying communication styles may lead to misunderstandings or misinterpretations. Different preferences for direct or indirect communication can affect how messages are conveyed and received.
• Negotiation and Decision-Making: Different negotiation styles and expectations can impact deal-making processes. Varying approaches to decisions can affect the speed and efficiency of business decisions.
• Management Practices: Cultural differences may influence leadership styles and management practices.
• Varied attitudes towards hierarchy, authority, and teamwork can impact company dynamics.
• Consumer Behaviour: Cultural preferences and values influence consumer behaviours and purchasing decisions. Adapting marketing strategies to align with local culture is crucial for success.
• Legal and Regulatory Compliance: Legal and regulatory frameworks can differ significantly between countries, requiring businesses to navigate diverse legal environments and align where required through similar departments.
• Ethical Considerations: Ethical standards and expectations can vary, requiring businesses to consider cultural differences in business ethics.
• Workplace Culture: Differences in work hours, holidays, and attitudes towards work-life balance can affect employee satisfaction and productivity.
• Adaptability and Flexibility
Many companies invest in cross-cultural training for their employees, do market research and rely on strong local partnerships. Flexibility, cultural sensitivity, and the ability to adapt strategies to local requirements are crucial for overcoming the challenges posed by cultural differences.


Clan


Adhocracy


Market


Hierarchy


UK


UAE



Unfrezing


importance of the current staregy (aqustion) 


compeny performance 


Change


cross-cultural training


Refreezing


proactively addressing cultural differences 


feedback practices


cultural intelligence


communication protocols


feedback mechanisms


collaboration and decision-making 


employess’s 


image3.png
HispanicAmerica, (I Brazil, Chile
Argentina, Mexico \RAGLIA/:]

Italy, Portugal, Sub-Saharan
Africa

Spain

Saudi Arabia,

Russia, Arab Countries

Slovakia

Iran, Turkey,

France, Poland, India

Lithuania, Belgium
Indonesia, Malaysia,
Philippines

Australia,
Denmark, Ireland ~
The Lewis
Korea,
Austria, Czech Republic Model Thailand

Netherlands, Norway

United States China

Linear- \
Active Vietnam
Germmany, UK Sweden Finland Singapore, HongKong Japan
Canada

Switzerland




image4.png
©2021 by v empowerment cosdhing com





image5.png
EPRG FRAMEWORK

Do not adapt their products
1o the needs and wants of
other countries where they
hase operations

Rl ainiies 10 Equal Importance to every

countrys domestic
market.
Beleve in uniqueness of
+ To borrow from every every market.

‘country whatis best.

Economic, ~cultural  or
poltcu Siniuites ot S5
Regions





image1.jpeg
e e

taem o
b ol sl od oo

15 *
e
sk
[}

N

1L B

119

LR
.

- > o4 if i
o |
S L |
4 {4
- 0444
1 3
-. -..m t- LA 4
T ¥ 133
- | !
49 3 !

< o
-

]

«

l.”egd.- ey

LS

!

|

1

R

|

.

i

e A




image2.png
Directi

What are your strategic goals? How do
they drive the business model?

Skills/mindset
Power

‘What kinds of people with what skils
does your business model require?
‘What type of mindset is needed?

What type of organizational structure
does your business model require?

processes il

Motiy Information

What reward system does your business
model require? How can you motivate
your people?

What information flows, processes,
and workflows does your business
model require?




