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[bookmark: _Toc157265136][bookmark: _Toc161957848]Introduction
The acquisition of Universal Elect Plc by Energy Power marks a significant milestone in the energy sector, promising synergies and growth opportunities. However, successful integration hinges not only on strategic and financial considerations but also on effectively managing cultural factors. This report aims to provide an overview of the acquisition and highlight the importance of cultural factors in change management. 
Energy Power, a leading player in the energy industry known for its innovative solutions and sustainable practices, has announced the acquisition of Universal Elect Plc, a reputable company specializing in electrical engineering and renewable energy solutions. This strategic move aims to consolidate Energy Power's market position and enhance its capabilities in key areas such as renewable energy integration and smart grid technologies.
Universal Elect Plc brings a wealth of expertise and a strong customer base to Energy Power, aligning with its vision for sustainable energy solutions. The acquisition is expected to unlock synergies in research and development, operational efficiencies, and market penetration, positioning the combined entity as a formidable force in the global energy landscape.
The acquisition of Universal Elect Plc by Energy Power presents a unique opportunity for growth and innovation. However, the successful integration of both organizations hinges on effectively managing cultural factors. By fostering open communication, strong leadership, and employee engagement, Energy Power can navigate the complexities of cultural integration and emerge as a stronger, more cohesive entity poised for long-term success in the dynamic energy market.
At this early stage of the organization's development, a thorough understanding of the complex creation process is required for the "Universal Elect Plc by Energy Power" acquisition. When two organisations with very distinct cultures merge, cultural considerations become critical in managing transformation. If Energy Power wants to take advantage of this arrangement and obtain greater power, it must adopt a new strategy that goes beyond practical and financial concerns. The diverse experiences, thoughts, and points of view that comprise the "Energy Power and Universal Elect Plc" way of life will be critical in determining whether this initiative succeeds or fails. The goal of this study is to break down how cultural factors affect the board in this trade. We will look at this through the lens of culture (Sharmanet al. 2020). The study examines many perspectives to provide leaders and managers with practical guidance on how to cope with challenges and capitalise on opportunities that arise when UK and UAE business groups collaborate. It is our expectation that this would guarantee good coordination and increase productivity when "Energy Power's acquisition of Universal Elect Plc" proceeds without a hitch.
[bookmark: _Toc157265137]The acquisition of "Universal Elect Plc by Energy Power" is an important part of the constantly evolving corporate picture, which occurs in the global business scene when consolidations and acquisitions exceed bounds. Overseeing change in the culturally different working environments of the UK and the UAE is turning into an undeniably fundamental thought as this essential collusion advances. It is essential to have a thorough comprehension of cultural nuances and how they influence negotiation, feedback, and communication due to the wide range of organizational cultures, each with its own distinct challenges and opportunities (Gordonet al. 2022). 
This study aims to untangle the unanticipated snare of cultural influences by examining critique systems. Cultural differences in critique frames and achievement recognition are the focus of this article, which aims to provide pioneers and directors with commonsense information. Empowering a consistent joining is vital to the global outcome of Energy Power's acquisition.
[bookmark: _Toc161957849]Culture's Influence on Communication and Negotiation
The UK and UAE represent two distinct cultural contexts with their unique communication styles, negotiation strategies, and feedback practices. The cultural differences between the UK and UAE significantly impact communication styles, with variations in verbal and non-verbal communication and the degree of context reliance. Recognizing and understanding these differences are crucial for effective communication, negotiation, and feedback exchanges between individuals and organizations from these two nations. Failure to navigate these cultural nuances can lead to misunderstandings, conflicts, and breakdowns in communication. Therefore, cultural sensitivity and awareness are essential for successful intercultural interactions. The impact of culture on communication styles between the UK and UAE is significant, as each country has its own cultural norms, values, and communication preferences. Using the Lewis model, which categorizes cultures into linear-active, multi-active, and reactive types, we can analyze how cultural dimensions influence communication dynamics between these two countries.
[image: ](Lewis Model,2010)

Communication Styles:
United Kingdom (UK):
British communication tends to be direct and explicit. They value clarity and brevity in speech, preferring to convey messages straightforwardly without ambiguity or beating around the bush. British communication tends to be low context, relying primarily on explicit verbal messages rather than implicit cues or shared cultural understanding. There's also a degree of formality in communication, especially in professional settings. British people adhere to social etiquette and politeness, using formal language and titles when addressing colleagues, superiors, or strangers. Communication in the UK is characterized by professionalism and efficiency. People often use precise language, proper grammar, and a professional tone, particularly in business contexts. British individuals are generally assertive communicators, expressing their opinions and ideas confidently. They are encouraged to voice their thoughts and engage in open discussions, even if it involves challenging viewpoints.
United Arab Emirates (UAE):
Communication in the UAE may be more indirect and nuanced compared to the UK. Emiratis often use softened language and polite expressions to convey messages, particularly when discussing sensitive topics or hierarchical relationships. Maintaining harmony and respect is paramount in Emirati communication. People prioritize politeness and diplomacy to avoid causing offense or discomfort to others, often opting for indirect communication to preserve relationships. Emiratis place a strong emphasis on building relationships through communication. They value trust, personal connections, and social cohesion, often engaging in small talk and socializing before discussing business matters. Non-verbal cues such as gestures, facial expressions, and tone of voice play a significant role in Emirati communication. People pay close attention to non-verbal signals to discern underlying meanings and intentions.
While both the UK and UAE value effective communication, they differ in their approaches. The UK emphasizes directness, professionalism, and assertiveness, while the UAE prioritizes indirectness, harmony, and relationship building. In the UK, communication is often structured and organized, whereas in the UAE, it may be more fluid and adaptable to social dynamics. Non-verbal communication is more prominent in the UAE, where people rely on gestures and tone of voice to convey meaning, whereas in the UK, verbal communication is more emphasized.
Verbal and Non-verbal Communication:
People in the UAE tend to be honest and forthright in their writing, with an emphasis on clarity and precision. On the other hand, the inhabitants of the UAE place a premium on nonverbal cues such as body language and correspondence (Bardsley, 2023). Working professionals in the UK may encounter a communication style that values subtle nonverbal clues more than overt vocal expressions. Being attentive to these details is critical for building strong relationships and effectively communicating as a global group (Orret al. 2021).
High-context vs. Low-context Communication:
The UK generally practices low-context communication, where information is explicit and conveyed directly without much reliance on contextual cues. Messages are typically clear and straightforward, with little need for additional context. On the other hand, high-level communication, also known as interpreting in the UAE, is heavily dependent on maintaining a keen awareness of the bigger picture and the major connections. In order to find a solution to this problem, we need to prevent individuals from making the same statements over and over again without considering their personal circumstances and instead focus on the bigger picture rather than the particular. This will result in a sharing of opinions that is more precise and up to current to the point.
Direct vs. Indirect Communication:
British communication tends to be direct, with messages conveyed straightforwardly and with little ambiguity. People value clarity and brevity in speech, preferring to address issues directly rather than beating around the bush (Vulture, 2022). On the other hand, communication in the UAE may be more indirect, with people often using softened language and polite expressions to convey messages politely. Indirect communication is common, particularly in hierarchical or formal settings, to avoid causing offense or discomfort (Vulture, 2022). Finding a way for these different tendencies to work together is important for everyone involved in the buying process. To get past these differences, leaders should create an environment where people can say what they think in a direct and relaxed way, with the goal of building common understanding while also being aware of social norms (Rieget al. 2021).
For Energy Power employees from the UK and the UAE to be able to communicate well with each other, they need to have a good understanding of these cultural factors. By getting it and being open to different ways of communicating, the company can build stronger relationships and guarantee steady progress after an acquisition.
Cultural Dimensions and Communication Dynamics:
Cultural differences in negotiation styles, conflict resolution approaches, and feedback mechanisms between the UK and UAE reflect broader cultural values and norms. Recognizing and understanding these differences are essential for effective communication, negotiation, and collaboration between individuals and organizations from these two nations. Adjusting strategies and approaches to align with cultural preferences can lead to more successful outcomes and stronger relationships in cross-cultural contexts.
Lewis Model: Communication Patterns:
The Lewis Model (2010) categorizes cultures into three main types: Linear-Active, Multi-Active, and Reactive. This framework helps analyze how cultural dimensions influence communication dynamics. The British respect speed, effectiveness, and honesty as part of their "linear-active" society. Communications and gatherings are very well planned to reach specific goals. The UAE, on the other hand, has a "multi-dynamic" social direction that values relationships, communication that goes around in circles, and change. There might be less strict obedience to plans and more focus on building relationships and encouraging friendly conversation. To finish the buy, you need to dominate these versions. It is important to figure out the best ways to talk to each other for a global group to be useful. 
Hierarchy and Attitude Towards Authority:
In the UAE, respecting power is very important, so people usually talk to each other in a formal way. This is very different from the more equal way of thinking that is common in Britain. Many people outside of the United Arab Emirates admire the people who live there for their respect for important places and the country's unified dynamic approach. Conversely, the English focus on lower-level administration. This authoritative model empowers more impartial correspondence and works with the association of different partners in dynamic cycles (Khawet al. 2023). To actually convey and simply decide, it is critical to perceive and adjust to these distinctions in progressive association. To lay out a workplace without misconception and helpful for collaboration, pioneers should have a comprehension of the social subtleties relating to drive.
At last, the Lewis model fills in as a strong reason for researching the effect of social factors on correspondence designs between the UK and UAE. Assuming pioneers have a comprehension of the social standards in both the 'straight dynamic' UK and the 'multi-dynamic' UAE, they might adjust their correspondence methodologies likewise. To accomplish compelling coordinated effort and consistent mix all through the procurement cycle, it is important to skilfully oversee contrasts in hierarchical designs and perspectives towards power.
Cultural Differences in Negotiation Styles:
Energy Power's acquisition of Universal Elect Plc in the United Kingdom and the United Arab Emirates is illustrative of the need to comprehend and accommodate cultural variations in bargaining techniques.
Conflict Resolution Approaches:
People from the UK tend to be more forthright and try to work through their differences by addressing problems directly. This is in keeping with the social advantage of being forthright and making an effort to understand other people (Ferguson, 2021). Conflict resolution in the UAE may involve more indirect approaches to preserve harmony and avoid confrontation. Emiratis prioritize maintaining relationships and social cohesion, often relying on mediation and consensus-building to resolve conflicts. There is a preference for addressing conflicts discreetly and diplomatically to prevent loss of face (Permanent Mission of the United Arab Emirates to the United Nations, 2024).
Negotiation Strategies:
Negotiation strategies in the UK tend to be more direct, competitive, and focused on problem-solving, while those in the UAE are often more relationship-oriented, indirect, and focused on consensus-building. Understanding these cultural differences is crucial for effective negotiation and collaboration between individuals and organizations from these two nations. Adjusting strategies to align with cultural preferences can lead to more successful outcomes and stronger relationships in cross-cultural negotiations. There is a chance that there will still be an irregularity of force, but it will undoubtedly be reduced, resulting in more equitable monetary conditions in the UAE (Khoet al. 2020).
Feedback Mechanisms:
Integral to "Energy Power's acquisition of Universal Elect Plc" is the establishment of fair methods of feedback in order to foster an encouraging work environment, encourage growth, and maintain amicable relationships. Cultural variations between the United Kingdom and the United Arab Emirates may, nevertheless, continue to have a substantial influence on feedback dynamics. Significant pieces of business letters incorporate breaking down friendly contrasts in analysis techniques and investigating the meaning of recognizing and applauding accomplishments; this part means to enlighten the cultural nuances included. A standing for vital and covert examination has spread among individuals of the United Arab Emirates (Boussebaa, 2021). Relationship support and trying not to disturb anyone are vital under these circumstances. Figuring out some mutual interest and resolving these debates will be challenging for the purchasing group. Leaders should preserve constructive criticism while also honouring local culture by adjusting their method of giving feedback to fit the cultural preferences of their varied teams.
There may also be differences in the approach to criticism. For instance, whilst the United Arab Emirates may prioritise ongoing and informal communication, the United Kindom may adhere to more structured and scheduled feedback sessions. If one takes the time to understand and account for these subtleties, they may create a positive feedback culture that works for both cultures.
Recognition of Achievement:
Both the UK and the UAE put a top notch on open acknowledgment of individual achievement, however they go about it in very various ways. The UAE's interpersonal culture is marked by highly valued public praise. With regards to the way of life's accentuation on cooperative achievement, openly recognizing accomplishments creates ties inside the association.
Even though compliments are typically excellent, the value of an individual's accomplishments may be higher in the UK. Freely recognizing accomplishments could never have a similar load as it does in the UAE, and more modest groups could decide to disguise their victories.
Those in charge of the purchase need to be familiar with and able to adapt recognition techniques. It is steady with UAE social standards to incorporate components of public affirmation and celebrate aggregate triumphs. As a little something extra, it likewise assists staff with feeling more associated with each other and lifts everyone's spirits (Iskandarovaet al. 2021).
Energy Power's acquisition depends on feedback mechanisms that take into account cultural considerations. Leaders can create a communication environment that encourages growth and development while respecting cultural sensibilities by recognizing the differences in feedback methods, such as the directness in the UK and the delicacy in the UAE. Essentially, to empower a more bound together and roused labour force, it is useful to adjust acknowledgment strategies to match the UAE's people group perspective. This assists with granting accomplishments in a significant way to local people.
A tangled web of shifting cultural mores and corporate hierarchies is the "Universal Elect Plc by Energy Power" purchase. Looking at social disparities via the lens of input frameworks is one important approach. Pioneers face a number of challenges, not the least of which is bridging the gap between the UAE's complex, relationship-focused protocol and the UK's obvious criticism culture. It is important to adapt input approaches to social features to facilitate growth and create a good conversation environment.
[bookmark: _Toc157265138][bookmark: _Toc161957850]Ethnocentric and Polycentric Model in People Management
This section compares the ethnocentric and polycentric models to determine which is best for deal management. It also focuses on leadership development, hiring, teaching, and success evaluation. To address the key issue of human resource management (HRM) policies following the acquisition of Universal Elect Plc by Energy Power, it's essential to analyze the situation using frameworks such as EPRG (Ethnocentric, Polycentric, Regiocentric, and Geocentric) and explore the challenges through a cultural lens using the Polycentric, Ethnocentric, and Geocentric approaches. 
Companies that focus on international human resources management (IHRM) have a tough time handling employees from around the world and understanding how to work with various markets and cultures (He et al., 2021). Ethnocentric models are also very common, along with polycentric models.
Ethnocentric Model:
This approach involves applying the HRM policies and practices of the parent company (Energy Power) to the acquired company (Universal Elect Plc). Under this approach, the UK-based company's HR policies would dominate, potentially leading to resistance and cultural clashes within the UAE-based organization. All subsidiaries should follow the same rules, honor the main company's culture and values, and follow the rules (Abdolahinia et al., 2024).
Polycentric Model:
The polycentric model, on the other hand, is based on decentralization, which gives businesses more freedom in how they make decisions. Human resources policies and procedures are changed to fit the culture and needs of the area so that key positions are filled by people who live there. This structure shows that you know about and care about the different regional cultures and habits (Abdolahinia et al., 2024). This encourages localization and paying attention to what people need in the area. 
The group mentality, the strategic goals, and the cultural diversity of the places in question are just some of the things that can change your mind about which model to use. They are all good and bad in their own ways. When companies know what each model is and how it works, they can make smart decisions that will help them do better in different foreign markets and better manage their employees around the world.
Applicability of Ethnocentric and Polycentric Models in the Takeover
When Energy Power buys Universal Elect Plc in the UK and UAE, it's important to think about how ethnocentric and polycentric models can help with managing change.
Ethnocentric Model
Initial Standardization: The ethnocentric approach might work better when Energy Power is trying to take charge and make sure that all of its companies follow the same rules late in the deal. By following the HR policies and procedures of the main company, you can stay on track with business goals and be consistent (CIACHIR and WOODHAMS, 2022). 
Centralized Decision-Makin: By letting decisions be made centrally, the ethnocentric method helps Energy Power keep control over important people management tasks like hiring, training, and judging performance. When it comes to making sure that everyone in the company follows the rules, joint control can be very helpful.
Cultural Integration Challenges: If the ethnocentric paradigm is adopted without considering local culture, integration may be difficult. UK and UAE companies may communicate, manage, and hold staff to differing standards. This may produce resistance and cultural tensions.
Polycentric Model
As humans improve at blending and understanding cultures, a polycentric paradigm becomes increasingly likely. By empowering enterprises to make decisions, regional managers may adapt HR processes to match UK and UAE workers' demands.
Localization and Responsiveness: Local knowledge and opinions let Energy Power respond to local market demands and simplify translation. This helps employees feel loyal and like they own the firm, making them more engaged and useful (Vetráková et al., 2021).
Culture sensitivity: Energy Power's polycentric approach indicates it values and respects its workers' cultures. By encouraging employees to be transparent and help others, the organisation may boost its reputation, employee relations, and retention.
Both ethnocentric and polycentric theories have merits and downsides. The takeover process's best option depends on cultural diversity, alignment and customisation, and Energy Power's long-term ambitions. A hybrid approach that combines elements of both models may be needed to manage the transformation and maximise UK and UAE company performance.
People Management Areas and Model Applicability
Human resource management is crucial during the recruiting process to ensure company collaboration and success. For leadership development, recruiting, training, and evaluation, ethnocentric and polycentric approaches differ.
Recruitment
Hiring new people is part of managing staff during a deal. At first, the ethnocentric approach might lead to planned hiring to make sure that new employees fit with Energy Power's culture and standards. Centralized decision-making makes sure that all businesses hire people who meet the same standards (Tayali and Sakyi, 2020). Polycentricity gets better as merger goes on. They know a lot about the society and skills that are needed in their area. This lets them adjust their employment practices to meet corporate demands and changing local markets. Employees feel more involved and responsible when local managers participate with hiring.
Training
Teaching people the skills and information they need to do their jobs well is the most important thing that can be done. Standardized training courses set up at the offices make sure that everyone gets the same chance to learn new skills and share what they know, which is in line with the ethnocentric model. Centralized training helps with corporate induction by making sure that all employees understand Energy Power's purpose, principles, and policies. Still, using a polycentric method makes it possible to set up localized training classes that are meant to deal with specific operational and cultural differences (Beber et al., 2021). Localized training materials show respect for different learning styles and are sensitive to different cultures. This makes employees more interested in learning and better able to remember what they have learned.
Performance Appraisal
Reviewing employees' work and offering them constructive criticism to improve is impossible without assessment tools. The ethnocentric approach promotes homogeneity and fairness among enterprises by employing headquarters-set metrics and assessment criteria. Centralized performance review simplifies global performance management and ensures Energy Power fulfils strategic goals. However, a polycentric approach allows success criteria to be tailored to local needs and culture. Local managers and workers are more engaged and accountable when they have greater influence in performance assessments (Di Vaio et al., 2020). 
Leadership Development
Leadership growth keeps businesses going and makes leaders of the future. According to the ethnocentric method, organised leadership development programmes hire and train skilled workers based on what the company needs. Leaders' skills are in line with Energy Power's ideals when they get unified training. A polycentric method might help every company improve its leadership (Osakue and Anetor, 2020). Leaders in the area know its past and culture, which helps them deal with cultural issues and show others how to do the same. Giving local managers the power to set up leadership development classes and encouraging ownership and responsibility could help the business find a broad group of leaders who know the local market and can help it do well.
[bookmark: _Toc161957851]Advantages and Disadvantages of Ethnocentric and Polycentric Models
In terms of hiring people from other countries, the ethnocentric and polycentric models each have their own pros and cons that affect the hiring process.
[bookmark: _Toc161957852]Ethnocentric Model:
Advantages:
The ethnocentric model allows for the replication of the parent company's culture across subsidiaries. This can foster a sense of unity and alignment within the merged entity (Li et al., 2022).
Decision-making remains centralized within the parent company, which can lead to faster and more efficient decision-making processes.
The ethnocentric approach allows for the transfer of expertise, knowledge, and best practices from the parent company to subsidiaries, leading to enhanced efficiency and performance.
Disadvantages:
Implementing the ethnocentric model may lead to cultural insensitivity and resistance among employees from the acquired company. This can result in conflicts and low morale.
The rigid adherence to the parent company's practices may limit the ability to adapt to local market conditions, consumer preferences, and regulatory requirements.
Implementing the ethnocentric model may require significant investment in training, reorganization, and change management efforts to align the acquired company with the parent company's practices.
Polycentric Model:
Advantages:
The polycentric model allows subsidiaries to operate autonomously, enabling them to adapt to local market conditions, cultural nuances, and consumer preferences more effectively.
Embracing local management and decision-making fosters cultural sensitivity and respect for diverse perspectives, reducing the risk of cultural clashes and enhancing employee morale. (Tayali and Sakyi, 2020).
Decision-making is decentralized, allowing subsidiaries to respond quickly to local opportunities and challenges without the need for approval from the parent company.
Disadvantages:
The polycentric approach may lead to a fragmented corporate culture, with each subsidiary operating independently and potentially diverging from the parent company's values and objectives.
[bookmark: _Toc157265139]The decentralized nature of the polycentric model may result in inconsistencies in policies, procedures, and operational practices across subsidiaries, making it challenging to achieve standardization and efficiency (Beber et al., 2021).
Differences in priorities, strategies, and objectives between the parent company and subsidiaries may lead to conflicts and tensions within the organization, hindering collaboration and synergy.
[bookmark: _Toc161957853]Interview Analysis on the Validity of the Lewis Model
This part goes into depth about the results of an interview that was done to confirm the Lewis model. The paper talks about how the interviews were done, the answers that were given about how cultural differences affect how people give feedback, negotiate, and talk to each other, and how the interview results were analyzed.
Interview: cultural background
The culture contrasts between myself Moldova (Romania) and a coworker Afghanistan were explained by an Afghan coworker during this confirmation interview. A valued coworker has worked with many different cultures. His hometown is Kabul. Because he is from a different culture, he may examine how cultural differences effect a corporation. His understanding of Afghan communication, negotiation, and feedback is beneficial (Ram et al., 2020). The interview findings are more credible and detailed since he provided first-hand accounts from a variety of ethnicities. His knowledge of Afghan culture gives him a distinct perspective on business and personal interactions. Interviewee's culture is used to study how the Lewis model may explain Afghan-Moldovan ties in this interview.
Interview Findings on Cultural Differences
Communication
During the talk, interviewee brought up some important differences in how people in Afghanistan normally talk to each other. The speaker went on to say that most contact in Afghanistan is done without words and through indirect means. To stay friendly and avoid conflict, people send messages in a sneaky way. Interviewee saw that people might be afraid to disobey those in charge in public because they want to show respect. It was clear that order is important in this situation. 
In contrast, Moldovan talk was more open and surer of itself, with people making their feelings known in a clear way (Wu et al., 2020). The things Interviewee found, show that people in Afghanistan and Moldova talk and act towards each other is affected by their traditional beliefs.
Negotiation
Interviewee thought that Moldova and Afghanistan were very different in how they talked things out. He then said that in Afghan culture, the most important parts of talks are making friends and agreeing on something. He also said that people who are negotiating usually wait and talk in a roundabout way to reach a deal. Being kind and giving back are very important in Afghan negotiation customs, which Interviewee used to show how important it is to keep good relationships during the bargaining process (Qi-Quan et al., 2021). 
Moldovan talks, on the other hand, were more direct and forceful, with the goal of getting what they wanted by being straight and bold. When people from different cultures talk to each other, it's important to be aware of cultural differences. Interviewee's words also brought up two important points: how cultural rules and values can change how people bargain.
Feedback Practices
Interviewee pointed out important differences between how feedback is given and received in Afghanistan while talking about feedback practices. From what he said, it sounds like in Afghan society, straight criticism is seen as rude or hostile, so people prefer to give and receive feedback in other ways. Interviewee put a lot of weight on the importance of organizational structures in feedback dynamics, where bosses are expected to offer advice and support instead of criticism (Wu et al., 2020). 
On the contrary, feedback practices in Moldova are being more candid and constructive, where people place a high regard on transparent communication and perceive criticism as a chance to enhance their performance. Interviewee's observations underscored the cultural subtleties pertaining to feedback and emphasised the criticality of cultural diversity comprehension in delivering efficacious feedback within multicultural environments. 
Analysis of Interview Responses
Comparison with Lewis Model
The interview responses exhibit a strong correspondence with the cultural dimensions delineated in the Lewis model, specifically the reactive, linear-active, and multi-active cultures. The attributes of a reactive culture are evident in Interviewee's depiction of Afghan communication, negotiation, and feedback practices; for instance, hierarchical structures govern feedback dynamics, relationship-building predominates during negotiations, and indirect communication is the norm (Osakue and Anetor, 2020). On the contrary, Moldovan communication and negotiation adhere more closely to the attributes of the linear-active culture profile, which is distinguished by candidness in negotiations, direct communication, and receptiveness to constructive criticism. By making a comparison to the Lewis model, one can establish a conceptual framework that elucidates the manner in which cultural variations become evident in particular organisational behaviours and practices.
Discrepancies and Agreements
Although the interview results predominantly corroborate the cultural dimensions delineated in the Lewis model, there are a few inconsistencies that do arise. Interviewee focused on an example of indirect communication and relationship-building in Moldovan society. This suggests that the model doesn't fully account for parts of multiple activities. There were also differences in how feedback and negotiations worked caused by area traditions and customs. This shows how fluid and complicated culture dynamics are (Tayali and Sakyi, 2020). Even so, survey answers were consistent with the Lewis model, showing that it can be used to lead intercultural management and communication and to understand differences between cultures. Organisations can improve cross-cultural teamwork and handle cultural variety more skillfully if they can see and work out both agreement and disagreement.
[bookmark: _Toc161957854]Conclusion on Validity of the Lewis Model
There are many cultural differences between Moldova and Afghanistan that can be learned from the interview data. These differences affect how people give and receive feedback, bargain, and talk to each other. The interviewees' answers mostly back up the idea that the Lewis model can help us comprehend how tricky it is to work with people from different cultures. There are three types of cultures: reactive, multi-active, and linear-active. These groups help us learn about and understand the customs and habits of other cultures. There may be some differences in how people negotiate and talk to each other based on the traditions and customs of their area, but the Lewis model is usually accurate. This shows how useful it is for helping managers work with people from different cultures. By using what they've learned from the Lewis model and being aware of the details of cultural differences, institutions can improve their leadership, teamwork, and communication when they work with people from other countries. People can understand and value other cultures better with the help of the Lewis model. It also helps people learn more about other cultures, which makes global businesses more successful in the long run.
[bookmark: _Toc157265140][bookmark: _Toc161957855]Conclusion and Recommendations
This section summarizes the report's primary conclusions and offers change management advice. Respecting other cultures, communicating with them, and being open to them are stressful. Consider these in this section:
Summary of Key Findings
In conclusion, Energy Power's takeover of Universal Elect Plc offers UK and UAE managers options and challenges. By studying how cultural differences impact feedback, bargaining, and communication and testing the Lewis model with an Afghan coworker, several key discoveries have been found. Interviews showed how vital it is to understand how Moldova and Afghanistan manage negotiating, criticism, and discourse. The Lewis model can drive cross-cultural management techniques, despite its shortcomings and variances due to native behaviours and beliefs, according to these studies.
[bookmark: _Toc161957856]Recommendations for Effective Change Management
In order to ensure efficient transition management and maximise performance throughout subsidiaries, the following suggestions are put forth:
Cultural Sensitivity
Make sure that both bosses and employees know how important it is to be sensitive to and aware of other cultures. To make the workplace friendlier and more helpful, get people to understand and value racial differences.
Cross-cultural Communication Training
It is suggested that workers take cross-cultural communication training to help them get along better with people of different countries and understand cultural differences better. It's important to give useful advice on how to deal with cultural differences in meetings, talks, and chats.
Flexible People Management Approaches
Use flexible employee management that considers regional variances and needs. Allowing regional managers to tailor human resources procedures to local circumstances would boost employee engagement and help the company achieve its goals.
Energy Power can navigate the acquisition process and foster a subsidiary-wide culture of collaboration, innovation, and success by prioritising cultural sensitivity, investing in cross-cultural communication training, and using flexible people management strategies. By viewing cultural diversity not as a hindrance but as an opportunity, Energy Power can maximise the capabilities of its worldwide workforce and attain enduring expansion and competitiveness in the global marketplace.
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· Interview questions tailored to understand these cultural differences based on the Lewis Model
Communication:
In your experience, how do people in Afghanistan typically communicate in professional settings?
Can you describe the preferred communication style in Afghanistan, particularly in terms of directness and assertiveness?
How do hierarchical structures influence communication dynamics in Afghan culture?
Conversely, how would you describe communication styles in Moldova (Romania)? Are there differences in directness and assertiveness compared to Afghanistan?
Negotiation:
When negotiating with Afghan counterparts, what cultural norms or values do you observe influencing the negotiation process?
Can you provide examples of how patience and relationship-building are prioritized in Afghan negotiations?
In contrast, how do negotiation approaches differ in Moldova (Romania)? Are there differences in assertiveness or willingness to compromise compared to Afghanistan?
Feedback Practices:
How is feedback typically delivered and received in Afghan culture? Are there cultural norms or expectations that influence feedback dynamics?
Can you describe the role of hierarchy in feedback practices in Afghanistan, particularly in terms of giving and receiving constructive criticism?
How do feedback practices in Moldova (Romania) compare to those in Afghanistan? Are there differences in openness to feedback or receptiveness to criticism?
· Transcript
Interviewer: We are grateful that you agreed to take part in this interview. I would appreciate it if you could provide some insights into the communication techniques that are prevalent in Bangladesh and Moldova (Romania).
Interviewee: By and large, communication in Afghanistan is characterised by being indirect and implicit. Messages are frequently communicated in a covert manner in order to maintain unity and prevent conflict. In this context, hierarchy plays a key role, with subordinates demonstrating respect for those in positions of power. Communication in Moldova (Romania) is more forthright and forceful than in other countries. Individuals convey their viewpoints in a straightforward and uninhibited manner without any hesitance.
Interviewer: What about formalised methods of negotiation? To what extent are Afghanistan and Moldova (formerly known as Romania) distinct from one another?
Interviewee: In a word, yes. In Afghanistan, the negotiating process places a high priority on establishing relationships and reaching consensus. One of the most common strategies that negotiators use to establish agreements is patience and indirect communication. One of the most important aspects of negotiations is hospitality and reciprocity. In Moldova (Romania), the way people negotiate is more bold and direct than in other places. To get what they want, traders put a high value on direct contact and being bold during the bargaining process.
Interviewer: What are the differences between how input is used in Afghanistan and Moldova (Romania)?
Interviewee: In Afghanistan, it's possible that direct criticism would be seen as rude or hostile. People love praise and comments that they can't see, though. The way feedback works is affected by how people are organised, with bosses usually expected to give instructions instead of criticism. In Moldova (Romania), the ways of giving opinions are clearer and more useful than in other places. People value open and honest communication, and they see comments as a chance to improve.
· Highlight key findings
· Afghanistan is characterised by a hierarchical and indirect mode of communication, whereas Moldova (Romania) places a greater emphasis on openness and directness.
· Conflict resolution is the strategy that Moldova (Romania) takes during negotiations, whereas relationship building and reaching a consensus are prioritised during negotiations in Afghanistan.
· Afghanistan is known for its tendency to provide feedback that is indirect and hierarchical, whereas Moldova (Romania) places a high importance on transparency and constructive criticism.
There are significant cultural variations between Afghanistan and Moldova (Romania), and these differences have ramifications for communication, negotiation, and feedback practices. The findings of the interviews give useful insights into these disparities. These discoveries provide credence to the significance of the Lewis model in terms of comprehending the dynamics of cross-cultural interactions within organisational contexts.
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