



Intercultural competence Report 
Module name: Foreign Languages & Cultural Awareness (BMIH5003)
Student Name: Monica Georgiana Filip
Student ID: 2233955
Lectures name: Lisa-Maria Bassler













Executive Summary 
This report provides a comprehensive analysis of cultural differences between England and Italy in preparation for the integration of Italian staff at Inclusivity Hotel & Spa, London. Utilizing the GLOBE Project's cultural dimensions, the report identifies key variations in communication styles, decision-making processes, and work-life balance. The challenges of intercultural leadership in the hospitality industry are discussed, and realistic recommendations are provided to foster a culturally inclusive environment.
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Introduction 
This paper examines the cultural differences between England and Italy in the readiness of integration Italian staff at Inclusivity Hotel & Spa, London. These contrasts are very critical for ensuring the effective communication and teamwork among the hotel’s culturally diverse staff. In the framework of GLOBE Project’s cultural dimensions, this report takes on key aspects such as Power Distance, Uncertainty Avoidance and Individualism vs. Collectivism (Adler & Gundersen, 2018). Through exploring these aspects, the report seeks to deliver practical recommendations that will support a prosperous and also culturally diverse workplace.
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In terms of the European countries, England and Italy stand out with their unique cultural traits. In England, social standards emphasize politeness, the time keeping and a formal style of communicating. Meals tend to be very short and business interchanges are based on the established guidelines. On the contrast, Italy prefers a more relaxed and even passionate communication style in which relationships take the priority over formality (Moran et al., 2021). The ritual of meals in Italy is very sacred; they represent long family and also friends gatherings. Business transactions are often dominated by the personal connections and days off at the workplace tend to be very regular. These cultural differences are reflected in the views on time, privacy, and also work-life boundaries. It is thus critical for the successful cross-cultural cooperation and flawless Italian integration into the Inclusivity Hotel & Spa team in London to notice such cultural peculiarities.
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The GLOBE Project’s cultural dimensions provide an overarching system with which to look at the difference in cultures between England and also Italy.
Power Distance: In regards to power, England has a lower tolerance for elitism and it also promotes equality among the staff members. On the other hand, in Italy one can see a higher power distance where the acceptance of hierarchies occurs with ease (Schwartz, 2014). This cultural difference might affect the leaderships of Inclusivity Hotel & Spa, which requires to be aware that different needs regarding the power and decisions are expected.
Uncertainty Avoidance: England has a higher uncertainty avoidance, showing the desire for structured rules. It can be seen in respect of the schedules followed and also the importance placed on certainty in business transactions. Italy, on the other hand, adopts a more laid-back attitude towards uncertainty which encourages flexibility and also acceptance for vagueness. This disparity can be seen in the decision making procedures, which should take a balanced approach between the standardized protocols and flexibility.
Individualism vs. Collectivism: Individualism forms a fundamental aspect of the living in England, which emphasizes personal success and also independence. On the contrary, among Italians collectivism has a greater value as relationships should focus towards unity and consensus (House et al., 2014). This cultural identity is therefore very critical in the dynamics of teamwork, and would demand a careful leadership approach that identifies with the dichotomy arising from individualism as well as the collectivist orientations.
These dimensions of the GLOBE Project help predict the problems that might arise in intercultural cooperation. For example, an Italian team member may assume a higher organizational structure while the English counterpart prefers flats one. This knowledge will also ensure that effective leadership and communication is maintained at the Inclusivity Hotel & Spa resulting to a unified team.
Finally, the cultural dimensions of GLOBE Project showcase the complex dynamics in power distance, uncertainty avoidance and also individualism-collectivism between England and Italy (Trompenaars & Woolliams, 2013). This analysis serves as a basis for developing an inclusive work culture that embraces and also harnesses the cultural diversity among Inclusivity Hotel & Spa employees.
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The intercultural issue at the Inclusivity Hotel & Spa is triggered by differences in communication style, decision-making procedures, and perception of work life balance among English and also Italians.
Communication Styles: Misunderstandings can sometimes arise from the divergent communication approaches. For example, an Italian team member who is used to a more indirect approach might perceive the directness practiced in England as too much blunt (GLOBE Project, 2014). To combat this challenge, there is a need to create an environment that promotes free flow of dialogue and language training for easy understanding.
Decision-Making Processes: The different cultural practices for the making of decisions are some frustrations and also inefficiencies. Decision in high context culture as Italy may be based on relationships and emotions equally as data oriented decisions that are required by England. A hybrid decision-making strategy that takes emotional and rational dimensions into account is very necessary for the a balanced team environment.
Work-Life Balance: Work-life imbalance could cause discontent among the team members. In Italy, the value of personal relationships can also lead to longer working hours and strain on the team members who are used to a structured work-life balance in England (Hofstede, 2014). Accounting for the different treatments of work-life balance and establishing positive working conditions are both very essential.
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Cross-Cultural Training: Conduct far-reaching cultural orientation programs to equip both the incoming Italian personnel and also existing English staff. Such programs must incorporate language training, cultural sensitivity sessions and also team-building activities to improve the communication skills as well as develop a strong personal bond.
Clear Communication Protocols: Establish an effective communication policy that allows on both sides for making the adjustments (Trompenaars & Hampden-Turner, 2017). Promote open communication, create an environment in which the team members can raise issues or ask for clarifications about any concerns that they may have and foster constant cross-cultural training.
Create a Culturally Inclusive Environment: Create inclusivity by the promotion of cultural diversity within the hotel. Arrange cultural exchange activities, commemorate both the English and Italian festivals equally while also allowing the teams to bring their unique cultures into play (Hall, 2016). Constructing a culturally sensitive atmosphere encourages the harmony and facilitates cooperation within the team thus neutralizing probable conflicts.
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Finally, the cultural differences observed between England and Italy present both many problems and opportunities for Inclusivity Hotel & Spa. Honoring these differences through the leadership practices, cross-cultural training, and a commitment to inclusion will create an equitable work environment (Adler, 2022). Through incorporating cultural diversity, the hotel can capitalize on each team member’s strengths and enjoy a collaborative rich experience for both the staff members as well as guests.
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