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[bookmark: _Toc159793177][bookmark: _Toc160050933]Executive Summary
Globe project is analysed and the cultural differences between UK and India found are capable of revealing the basis for critical analysis of leadership styles existing in the hotel industry. It thus comes to light the need for the management of the industry to quickly re-engineer their leadership strategies in order to take care of the diversity of the human resources. The objective is to propose the ways of enhancing the intercultural competence of the leaders who manage hotels and resorts operating in a multicultural context, in order that the workplace becomes more diverse and performative.
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This culture and leadership report, which was, after a larger scale study, by the GLOBE Project, offers valuable lessons on the relationship between organisational practices, culture, and leadership approaches. The paper remarks upon the aspect of intercultural sensitivity and adaptive leadership in the hospitality sector as seen in the case study from the UK and India. 
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	Family structure and social relations provide a framework of reference
	· With regard to India, a relatively old country, close family bonds are highly respected which makes people to live with them because they are either in the close proximity or within their country (Wilderom, 2015). 
· UK has the nuclear family as the common structure. Even though the family is still highly respected, individualism, a dominant voice of modern society, privileges individual freedom and self-reliance.

	Styles of Communication in India
	· In India, communication is usually realized through the process of decoding non-verbal signals as well as the context of conversations. Peace and politeness are considered as top priorities for society, that is why they are in the first place (cxm, 2019). 
· In UK, the first one is a directness that distinguishes communication. It is not uncommon in modern Western cultures to express our ideas in a straight-forward manner, where politeness and subtlety are characteristic of the culture.


[bookmark: _Toc159793179]






[bookmark: _Toc160050936]GLOBE project’s culture and leadership study 
Leadership styles and cultural dimensions explored by the GLOBE study give a deep understanding of how societal norms, values, and beliefs mould leadership behaviours and organisational effectiveness, whether one is comparing leadership in the United Kingdom and India.
Power Distance: In India, power distance is elevated and has hierarchical in society which has been a norm and people in organisations respect authority (Wolf, 2006). On the other hand, the UK also shows a small power distance that dislikes hierarchical leadership whereas leaders and subordinates have a narrow gap.
Uncertainty Avoidance: Typically, the UK approaches to uncertainty avoidance are average, with an emphasis on innovation and adaptability. Indian society, which portrays traditions and norms abundantly, shows more the tendency towards the uncertainty avoidance making more and more elaborate plans and standardized procedures to avoid the unpredictability of outcomes (Warner, 2012). 
Humane Orientation: Indian culture, which is characterized by its communal and social system, clearly shows a high degree of humaneness (Brodbeck et al., 2007). The United Kingdom is as much committed to the humanized orientation as competitive and autonomic individuality which are the codes that are put ahead of the relationship orientation.
Collectivism I (Societal Collectivism) and Collectivism II (In-group Collectivism): Collectivism is prevalent on both the part of the group, valuing closely knit family and good group cohesion with where the members remain steadfast to obtain group goals (Warner, 2012). Nevertheless, the UK is characterized by individualism, particularly in the professional environment where personal achievements and autonomy are believed to be the important matters.
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Figure 1: GLOBE project Score; Source: (GLOBE Project, 2020b)
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Figure 2: GLOBE project Score; Source: (GLOBE Project, 2020a)
Assertiveness: The UK has a culture which allows more degree of assertiveness in business and personal dealings, thereby in keeping with its dominant individualism (House, 2014). India balances a certain degree of assertiveness to find a compromise and peace among respect and harmony with its emphasis on the structure of hierarchy and family.
Gender Egalitarianism: The process of gender equality in the UK has been one of the most ambitious and progressive in the world, as it sees men and women participating equally in work and home (Wilderom, 2015). India is on the trail but commonly adhered to gender roles which are influenced by its history and society.
Future Orientation: The UK’s proactive input is often defined by a strong future orientation which accents innovation and long terms planning. India, rich in its cultural heritage, also tends to look into the future, but often this future orientation has the element of respect for tradition and reference to the past (Brodbeck et al., 2007).
Performance Orientation: Here, this dimension measures the extent to which society advances and reinforces creativity, high level and betterment. In the framework of United Kingdom (House, 2014). Additionally, in comparison, India with regard to performance orientation combines it with a great regard for process and practice conventional methods along with the improvement of the present. 
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· A possible problem of the circumlocutory style present in India is misunderstanding between British colleagues who are more used with straightforward and clear forms of communication. 
· Work related decision-making in India usually goes on with higher authorities making most of the decisions which may not have the support of total scrutiny by the others (Abramson and Moran, 2018). This might render such decisions contrary to the collaborative decisions making approach which is mostly the order of the day in cultures adhering to power distance, like the UK.
· Variations in cultural practice in the way of reaching a decision and how ethical considerations influence it may significantly affect decision-making, planning, and daily operations (Peterson, 2013). Cultures' differences in decision-making processes may hinder overall operations' effectiveness rather than needing proper ethical issues consideration.
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· Develop and execute communication plans that will shape the understanding and inclusion to be practised by members of an international team. Creating a culture of respect and understanding for each other, allowing team members to freely access forums and meetings to share concerns and suggestions, the forum and regular meetings can still be held (Peterson, 2013).
· Create a committee with a specific purpose by enhancing the diversity and inclusion dimensions at the organisational level of the hotel (Sharma, 2018). Incorporate leaders from the key hotel departments as well as representatives of different cultural diversity into decision-making process in order to ensure that diversity and inclusion are integrated in organisation (Meyer, 2014).
· Employing Internet resources and e-learning platforms to provide all staff with cross-cultural training courses that are constantly updated, easily accessible, and comprehensive (Abramson and Moran, 2018). The hotel can achieve scalability, relevance and customization in training by employing technology that is tailored to the needs of staff by making it accessible to each individual according to their learning pace and manner.
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By applying the adaptive leadership skills and using the Globe Project inputs, leaders of the hospitality industry find solutions to intercultural problems and thus make the workplace more open and adaptable. Employing a leadership style that embodies cultural sensitivity training, diversity and inclusion initiatives, and adaptive leadership strategies, the hotel can create a work environment that promotes the growth, cooperation and performance optimal of employees of different backgrounds.

[bookmark: _Toc159793183][bookmark: _Toc160050940]References
Abramson, N.R. and Moran, R. (2018) Managing Cultural Differences. 10th Ed. Abingdon: Routledge.
Brodbeck, F.C., Chhokar, J.S. and House, R.J. (2007) Culture and leadership in 25 societies: Integration, conclusions, and future directions. In Culture and Leadership Across the World (pp. 1057-1118). Psychology Press.
cxm (2019) Doing Business in India: Understanding Cultural Differences. [online] Cxm.co.uk. Available at: https://cxm.co.uk/business-india-understanding-cultural-differences/ [Accessed 25 Feb. 2024].
Globeproject (2020a) Results - England GLOBE Project. [online] Available at: https://globeproject.com/results/countries/GBR%3Fmenu=list.html#list [Accessed 25 Feb. 2024].
Globeproject (2020b) Results - India GLOBE Project. [online] Available at: https://globeproject.com/results/countries/IND%3Fmenu=list.html#list [Accessed 25 Feb. 2024].
House, R.J, (2014) Culture, leadership, and organisations: The GLOBE study of 62 societies. Sage publications.
Meyer, E. (2014) The Culture Map: Breaking Through the Invisible Boundaries of Global Business. New York: PublicAffairs.
Peterson, M. F. (2013) Cross-Cultural Management: Essential Concepts. Boston: McGraw Hill Education.
Sharma, V. (2018) Handbook of Research on Cross-Cultural Business Education. Hershey: IGI Global.
Warner, M. (2012) Culture and leadership across the world: the GLOBE book of in-depth studies of 25 societies. Asia Pacific Business Review, 18:1, 123-124.
Wilderom, C.P. (2015) Cross-border transfer of knowledge: Cultural lessons from Project GLOBE. Academy of Management Perspectives, 19(2), pp.59-76.
Wolf, T. (2006) Culture, Leadership, and Organisations: The GLOBE Study of 62 Societies [review]/House, RJ, Hanges, PJ, & Javidan, M., Eds. Journal of Applied Christian Leadership, 1(1), 55-71.

6

image1.png
Culture Visualization
Cultural Practices and Values in India

& @
o S e

Leadership Visualization
Leadership Scores for Outstanding Leadership in India

Charamati- A 4
Team Oviented. Y
Eericoatve: v |

Humane Oented- | v
s Y

R v
kel

& w“’;ff;,f;w

\“ .l ful

o

W County Practios Sore
1 Range Practices

¥ Courtry Value Score-
1 Range-Values

| Aversge sL0BE Sc0re

¥ Counyscore
Range of Scores.
I Average 5L0BE Score





image2.png
Culture Visualization
Cultural Practices and Values in England

|

PoverDiance
sy suidanse

&
“w‘ o

Leadership Visualization
Leadership Scores for Outstanding Leadership in England

Charsmst- v

j— ¥
v

¥ Gy Praciceseore

51 Range Pracicss
oy Ve Seore

¥ Range'Vaives

| Avrsge GLOBE Score

¥ Gy Seare
Range ofScoes
Average GLOBE Seore




