Foreign Languages & Cultural Awareness
BMIH5003

Intercultural Competence Report


Student name: Alexandru Vlad Matei
Student id: 2126985
Lecturer: Giulia Chifari
Word count: 982




















[bookmark: _Toc167982628]Executive summary
This paper investigates cultural differences between England and the Philippines with the goal of improving client service at London's Multicultural Hotel & Spa. Using Hofstede and Trompenaars' definitions of culture, it emphasises the learned and socially affected aspect of cultural values and behaviours. The GLOBE Project's cultural dimensions indicate considerable disparities. England has high scores for performance orientation, assertiveness, and future orientation, reflecting a culture of success and strategic planning, whereas the Philippines promotes humane orientation, collectivism, and hierarchical structures. These differences influence organisational behaviour and leadership styles, potentially leading to conflicts in a multicultural team. Recommendations include providing cross-cultural training to increase communication and decision-making, as well as establishing a culturally adaptive leadership framework that combines transformational and paternalistic methods to capitalise on the assets of both cultures.
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[bookmark: _Toc167982629]Introduction 
Hofstede, Hoftede and Minkov (2010) defines culture as the communal programming of the mind that distinguishes members of one group from another. This definition emphasises the intrinsic learnt aspect of culture, which is not innate but rather acquired through one's social surroundings. According to Hampden-Turner and Trompenaars (2020), culture consists of both explicit aspects, such as language and customs, and implicit elements, such as values and assumptions. This paper investigates cultural differences between England and the Philippines with the goal of improving client service at London's Multicultural Hotel & Spa. By examining the cultural components of the GLOBE Project, the paper identifies important differences in customs and behaviours between the countries. It also looks at intercultural leadership problems in the hotel business, highlighting potential tensions while managing a diverse staff. 

[bookmark: _Toc167982630]Key Differences Between England and the Philippines
England and the Philippines, representing the Anglo and Southern Asia clusters, have fundamental cultural differences that influence organisational behaviour and management. The GLOBE Project (2024) ranks England high in performance orientation, future orientation, and assertiveness. This indicates a culture that emphasises achievement, strategic planning, and direct communication (Deresky, 2017). In contrast, the Philippines scores higher on humane orientation, in-group collectivism, and power distance, reflecting a society that values social bonds, familial ties, and hierarchical systems (The GLOBE Project, 2024). These distinctions are reflected in numerous organisational methods and leadership styles. For example, English workplaces often prioritise individual accomplishments, merit-based awards, and egalitarian leadership, which corresponds to low power distance and strong individualism (Abramson and Moran, 2018). In contrast, Filipino organisations frequently operate on the basis of respect for authority, collaborative decision-making, and relational harmony, which is consistent with their high power distance and collectivist ideals (Hofstede Insights, 2024). This disparity has the potential to cause conflict in a multicultural team context. English directness may be regarded as harshness by Filipino employees who prefer indirect communication and problem resolution. Similarly, the democratic decision-making technique in England may contrast with the hierarchical approach in the Philippines. These cultural intricacies require unique management methods to link the divide, create mutual understanding, and utilise the assets of both cultures to boost organisational effectiveness and guest service delivery at the Multicultural Hotel & Spa in London (Maheshkar and Sharma,2018). 
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[bookmark: _Hlk167983944]Fig 1. The Globe Project. Culture visualisation in England.
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Fig 2. The Globe Project. Culture visualisation in Philippines.

[bookmark: _Toc167982631]Comparison of the countries 
The GLOBE Project's culture and leadership study offers a thorough framework for examining the cultural and leadership contrasts between England and the Philippines. England's strong ratings in performance orientation, assertiveness, and future orientation show a culture focused on success, competitiveness, and strategic planning (Hofstede, Hofstede and Minkov, 2010). This demonstrates a transformational leadership style that emphasises vision, inspiration, and change management (Bryman, 2011). In contrast, the Philippines ranks much higher in humane orientation, institutional collectivism, and power distance, indicating a leadership style that prioritises compassion, loyalty, and hierarchical respect (Christiansen, Branch, and Karmowska, 2020). This is more closely related to paternalistic leadership, in which leaders are viewed as authoritarian but caring characters who provide advice and protection (Aycan, 2006). The Philippines' high level of in-group collectivism means strong familial ties and group loyalty, which influences a participative yet submissive attitude to leadership. The Philippines' lower uncertainty avoidance compared to England shows a stronger tolerance for ambiguity and risk, which may impact organisational flexibility and responsiveness to change (Hofstede, Hofstede, and Minkov, 2010). These cultural dimensions influence organisational methods; for example, English managers may use performance-based rewards and meritocratic promotions, whereas Filipino managers may prioritise developing strong interpersonal relationships and maintaining societal peace. Understanding these distinctions is critical for effectively managing a multicultural team because it allows  to predict future conflicts and build culturally sensitive management techniques that capitalise on the assets of both cultures (Ting-Toomey and Dorjee, 2018).
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Fig 3. The Globe Project. Leadership visualisation in Philippines
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Fig 4. The Globe Project. Leadership visualisation in England

[bookmark: _Toc167982632]Challenges of intercultural leadership
Intercultural leadership in the hospitality sector presents multiple obstacles, especially when managing a varied workforce made up of people from various cultural origins, such as English and Filipino personnel. One of the most significant issues is communication style. English employees used to direct communication may find Filipino employees' indirect, high-context communication style evasive or imprecise, resulting in misunderstandings and irritation (Ting-Toomey and Dorje, 2018). Additionally, decision-making procedures can be a major source of conflict. English employees often favour participative decision-making and egalitarian organisations, but Filipino employees may expect a more hierarchical approach in which senior executives make judgements that are unquestionably respected. This discrepancy can cause problems when adopting organisational policies or reforms. Another significant difficulty is conflict resolution. Maintaining harmony and avoiding direct confrontation is crucial in the Philippines, although English culture may regard open and rapid resolution of conflicts as more beneficial (Hofstede, Hofstede, and Minkov, 2010). This distinction might result in unresolved issues lingering beneath the surface, impacting team cohesion and performance. Furthermore, different attitudes towards time and punctuality might lead to operational inefficiencies; English staff may closely adhere to timetables, whereas Filipino personnel may take a more flexible approach to time management. 

[bookmark: _Toc167982633]Conclusion 
In conclusion, to bridge cultural gaps and foster a cohesive, high-performing team in the multicultural environment of the Multicultural Hotel & Spa in London, leaders must be culturally sensitive and adaptable, using strategies such as cross-cultural training, establishing clear communication channels, and creating an inclusive decision-making process.

[bookmark: _Toc167982634]Recommendations
· Effective multicultural team management requires comprehensive cross-cultural training. To reduce misunderstandings and improve teamwork, the hotel should focus on communication, decision-making, and cultural sensitivity (Zlatko and Maciej, 2019). This will improve service and guest happiness.
· Create a transformational-paternalistic leadership model that adapts to culture. Maintain hierarchical structures and inspire personnel with a clear vision and strategic goals while caring for their well-being (Aycan, 2006). This dual approach will leverage team diversity to create an inclusive workplace, boost operational efficiency, and improve guest experiences.
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