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Introduction
The integration of the Indian national culture in the management of the Goa Marriott Resort & Spa hotel in Miramar, Panaji, located within walking distance of the perfect beaches of Goa, respectively of the British national culture in the management of the London Marriott Marble Arch hotel, as well as how organisational culture interferes national culture and leadership of the two organisations, could not be understood without understanding the concept of culture and national identity or without understanding the concept of organisational culture.
Culture is a notoriously difficult concept to pin down; despite a century of efforts to define culture adequately, there was no agreement among anthropologists regarding it, hence additional clarifications are necessary to clarify it more precisely.
It is holistic, a cohesive whole made up of several interrelated elements. It has a common meaning system that drives behaviour, keeps members of groups together, and offers a feeling of identity. It is learned as it shapes how its members view the world, experience themselves, and organise their lives. It is neither instinctual nor innate; rather, it is internalised as a result of our social environment. It is relative; different cultures view the world in distinct ways, resulting in different methods of doing things; it is dynamic.  (White, 1959)
The digital world has opened up numerous opportunities for people to learn about different cultures, customs and traditions, and to incorporate them into their daily lives. (Priyanka & Priyanka, 2017)







Main Body
Marriott organizational culture
The word organisational culture refers to the overall personality of the company.
“We put people first” is the foundation of Marriott's ideology, and it provides employees with opportunities to grow and succeed.
“We pursue excellence” shows customer commitment in whatever they do. 
Marriott's reputation for providing excellent customer service stems from J. Willard Marriott's original purpose for his company: "good cuisine and good service at a reasonable price."
“We embrace change”
Innovating and anticipating clients’ changing needs, the Marriott family influenced the current hospitality business.
“We act with integrity” through their daily business operations, employee policies, supplier chain policies, environmental initiatives and procedures, and dedication to human rights and social responsibility, Marriott respects every ethical and legal standard.
“We serve our world” Marriott aspires to be a positive force in the world. Serve 360: Doing Good in Every Direction, Marriott's sustainability and social impact platform, is a roadmap to making a good and sustainable effect everywhere the company has a presence. (Marriott International, 2022)
United Kingdom national culture and national identity
The United Kingdom is a multicultural, multi-ethnic country rich in contrasts, including England, Scotland, Wales and Northern Ireland. Each member country has its own national identity. They share the same king and administration, but each has its parliaments or assemblies to establish its laws. However, many customs and societal expectations differ throughout countries. The most evident cultural variations between England, Scotland, Wales, and Northern Ireland may be found in each country's distinctive history and tradition, as well as regional dialects and accents. There are also differences in how each national identity is seen in the United Kingdom. The Scots, Welsh, and Irish, for example, are more cognizant of their dual identity than the English.
With greater immigration in recent decades, Britain has also grown more multicultural. Former British colonies such as India, Pakistan, Bangladesh, and Jamaica have some of the greatest migrant and second-generation populations.
In the social, economic, and political sectors of life, the British class system has traditionally been a major point of stratification. Despite the social stratification across classes, there is a strong egalitarian notion that everyone, regardless of background, should have an equal opportunity to improve their situation. In terrible times, the British have gained a reputation for staying stoic and restrained. Many individuals take satisfaction in being able to do so while being hardworking and respectable, as shown by the adage "stay calm and carry on."
The British are also more conservative in expressing their emotions in public, believing them to be superfluous, preferring to voice bad ideas or impressions in private or transmit them gently. Many people, particularly the older generation, prefer to "mind their own business."
Humour is a significant part of British culture and communication, and it is also utilised to communicate more directly. Jokes may bridge gaps between individuals and even acceptably offer criticism.
Tea is more than a cliche; it's a cuppa. Not to mention the renowned British tradition of "dunking," which is dipping sweet biscuits in tea before eating them. (Cultural Atlas, 2022)
Indian national culture and national identity
It’s a rich musical and dance tradition, as well as the beautiful usage of clothes that distinguishes them. The delightful music combinations they made date back several thousand years.
In India, dance is an expression that depicts man's inherent beauty and divinity. Every movement conveys thoughts, and every facial expression conveys feelings.
Although India has a unique culture, it is made up of many other cultures, faiths and languages. This may be observed in the variety of food habits and clothing styles, as well as the numerous types of dancing and music.
Religion and regulations have established several idiosyncrasies in India's social structure. The caste system is a religious social structure that is distinct in its scope, rigidity, and historical significance. Castes are closed communities of individuals of the same background who work in the same vocations and have strictly specified rights and duties. Being born into a caste made shifting to another caste impossible. The employment and religious responsibilities of each caste's members are determined by the traditional status of each caste.
Age has always been revered in India. Women are treated differently in different parts of the country. In general, India is a male-dominated culture with stringent laws and taboos that control women's behaviour, particularly in the higher classes. Women enter the labour at all levels, and they are fewer than men in the public sector.
Today, India is gradually embracing Western customs, divorce is becoming more prevalent, and attitudes toward nudity and kissing have shifted as a result of media. Indian women also have a mark on their forehead that depicts the third eye, and a red dot on their forehead indicates that they are married. Food is seen as a divine gift and is received with reverence. Previously, the contents of each meal were assigned based on the season and some thorough classifications of warming or cooling foods, age, and even personality. (Cultural Atlas, 2022)
In cross-cultural psychology and international management, Hofstede's dimensional idea of culture reigns supreme. In contrast, Inglehart's dynamic definition of culture is common in sociology and political science. While Hofstede's dimensional idea ignores cultural dynamics, Inglehart's dynamic concept is dimensionally reductionist, and merging these two notions leads to a more complete understanding of cultural differences. (Beugelsdijk & Welzel, 2018)
In society and organisations, India values a pyramidal, top-down structure with a score of 77 in terms of power distance while the United Kingdom scores only 35 meaning that the society in the UK thinks that inequities between individuals should be kept to a minimum, regardless of the long-established and historical British class structure.
India, with a score of 48, is a society that exhibits both collectivist and individualistic characteristics. There is a strong preference for belonging to a larger social framework, more action is made for the greater good of the group, and individual acts are impacted by the opinion of the group, family, society, co-workers, and so on. The employer/employee relationship is characterised by employee devotion and nearly family protection on the side of the employer. Relationships are frequently used to make hiring and promotion choices.
The individualistic nature of Indian culture can be attributed to the country's primary religion/philosophy, Hinduism. 
People are thus individually responsible for how they spend their lives and the consequences of their rebirth. The United Kingdom ranks among the highest individualist ratings, with a score of 89. The British are very individualist and private people who think that personal fulfilment is the road to happiness.
India has a masculinity score of 56, indicating that it is a manly society when it comes to expressing prosperity and power. India is also a spiritual and historic country with one of the longest-living cultures, providing numerous teachings on the need for humility and abstinence. The emphasis in masculine countries driven by competition is on success and performance, which are justified by material benefits. Workplace success is highly motivational. Masculinity in the UK (66) is greater than in India (56), meaning that people in the UK have a strong ambition to succeed.
The Uncertainty Avoidance index in the UK is 35, indicating a low uncertainty avoidance score. British people are at ease in uncertain circumstances and are willing to adjust their plans based on what the scenario brings on. India ranks similarly to the United Kingdom (40). India is a patient country with a strong tolerance for the unexpected. Because of the high masculinity and individualism, the final aim will be evident in the UK while in India due to the large power distance and restrictions, things differ. People in India are often unmotivated and uncompelled to take initiative, regulations are frequently in place just to be broken, and they rely on imaginative means to 'get around the system.' The term "adjustment" is frequently used and may refer to anything from turning a blind eye to breaking the law, to finding a unique and imaginative solution to a seemingly intractable situation.
Long-term orientation is the dimension in which both nations have identical outcomes, but each society treats the linkages with its past and the issues of the present and future differently, taking into consideration different factors such as religiosity, distant power, individualism, indulgence or customs.
With a score of 26, Indian society is a conservative society, with gloomy and cynical inclinations, restraining its impulses and with no emphasis on leisure. On the contrary, UK society typically demonstrates a willingness to satisfy their instincts and wishes in terms of having fun and enjoying life. It is a more hopeful and cheerful society. (Hofstede Insights, 2021)
Hofstede in 1991, emphasises that while certain aspects of culture are physically visible, their meaning is not: 'their cultural meaning is precisely and solely determined by how these practices are interpreted by insiders. (Spencer-Oatey, 2012)
Charles Handy Model of Organization Culture
Charles Handy's culture model, introduced in 1999, categorises organisational cultures into four broad types: power culture, role culture, task culture, and person or support culture.
Handy depicts a power culture with control radiating from the centre. Organizations with this culture are autocratic, they can adjust swiftly to events, but their long-term success is strongly dependent on the talents of the individuals at the core.
Role culture organisation is distinguished by strong functional or specialised sectors that are managed from the top by narrow management and have a high degree of formalisation and uniformity. The effectiveness of this culture resides in the distribution responsibility and it is successful in a stable environment finding it difficult to adapt to changes.
Task culture is work or project-focused; the emphasis is on task completion, and the culture attempts to bring together the necessary resources and the right people at the right level to finish a specific project. To create outcomes, task culture relies on collaboration. Task culture is focused on teamwork and a thorough understanding of the individuals that comprise the team to produce outcomes. In such an organisational culture, the distribution of team responsibilities according to Belbin's roles will be highly valuable, if not crucial.
Person culture is a unique culture that rarely exists although many people share some of its principles. The person is the centre of this culture. (Management Study Guide, 2022)
Edward T Hall developed the "Iceberg Culture Model" in 1976, explaining that organisational culture is enormously disproportionate to its real exposure.
The iceberg metaphor is utilised to depict very effectively the four, often conflicting, components of organisational structure. The first and most obvious is what the firm stands for, which is comprised of factors with a formal character that is easy to see, such as the location, offices, workers, dress code, and perks. The 'hidden half of the iceberg' is made up of frequently concealed characteristics such as values, beliefs, attitudes of both management and employees, existing informal groups, taboos, or even the organization's policy, which is frequently hidden from the public.
The iceberg metaphor not only depicts the visible and hidden components but also highlights the fact that informal systems constitute the majority of it and, just like an iceberg, they may not be noticed until they cause problems. (Hall, 1989)
Here are some insider perspectives that attempt to illustrate a small part of the invisible side of India's and the UK’s hospitality sector.
Suhel Yahoo, director of the Traverse Institute of Hospitality Management in Mumbai, claims that the hotel business in India has yet to attain the standard of excellent service. Except for 5-star and 4-star hotels, service quality and hygiene are disregarded everywhere, and the cause is the training and teaching paradigm. Some business professionals believe that students should feel the pain since they have experienced it themselves. As the biggest obstacle, Indians still believe that housekeeping and serving customers in a restaurant or hotel is a poor profession, students go to the field and witness the reality that the institute does not share with them. (Higher Education Digest, 2020)
Jerson Fernandes, the executive chef at Novotel Mumbai Juhu Beach, is distressed about the flood of young hospitality graduates into the kitchen.
According to Vikram Singh Chauhan, founder of Nile Hospitality, among many other concerns such as long working hours and a lack of market parity in terms of compensation, young people avoid working in hospitality. The impression of the hotel industry as harsh, with long working hours and poor pay, prompts decision-makers to change both remuneration and company regulations to make them more people-friendly. (Bhatia, 2022)
Despite gains in gender equity, education, or an increasing number of women accessing professions or positions formerly held solely by males, it is unusual to see women in leadership roles, even in developed countries. (Acker, 2009)
Marriott's organizational culture is strong but in India, it is subtly influenced by the national culture and living standards of India's Goa area. Here is an example:
One of the guests claimed in a TripAdvisor review some time ago that the lodging expenses for waiters/cleaners/bartenders, etc. from several large restaurants and hotels are frequently taken from their earnings, and their housing consists of sharing a room with 15/20 people. (TripAdvisor, 2006)
Several servers informed the guests that 25% of their pay was taken for lodging, but that they slept on the restaurant floors and even served as guards.
Marriott International's average salary is: Front desk receptionists get £10.50 per hour, while servers earn £10.81 per hour. £9.94 per hour for a kitchen porter; £9.12 per hour for a food and beverage directory £11.41 per hour for a receptionist (Glassdoor, 2022)
A visiting associate's monthly compensation is on average 12,500 rupees 20 $ each month but can range from 8,300 to 18,300, while a food and beverage manager's income is 153,333 rupees/month, or approximately £160 per month. A typical loaf of bread in Goa costs 9.85 rupees, (0.097 p) while a night in the Goa Marriott costs roughly £250, or 18,500 rupees (Ambition box), (Food Prices in Goa)
The situation is quite different for Marriott employees in the United Kingdom. If a UK employee could afford a night at the London Marriott Marble Arch Hotel with his half-weekly income, a Goa Marriott Resort & Spa employee would require a year's salary to fund a night's stay at the hotel where he works. 
Theory x and Y
Theories X and Y use various methods to keep individuals motivated. Theory X is based on the notion of penalising individuals to keep them working, whereas theory Y is based on promotions, incentives, and recognition.
Organizations using a Theory X approach, according to McGregor's Theory x and y, tend to have numerous layers of managers and supervisors to oversee and lead personnel. Control is strongly consolidated and authority is rarely distributed. This is far more appropriate for Indian culture.
Theory Y, managers have a positive attitude toward their employees and a participative management style, a more collaborative, trusting connection between managers and their team members, people have greater responsibility, and supervisors encourage them to enhance their abilities and make suggestions, encourage open communication, give staff regular opportunity for advancement. This fits better into British culture. (Morse & Lorsch, 1970)
According to Maslow's theory, an employee's demands, particularly at the start of his career, are mostly from the bottom layers of the pyramid, physiological needs such as enough compensation and predictable income needs, and a safe work environment. Once these basic requirements are met, he will progress to the next level of the pyramid, self-actualization, and therefore be engaged in personal growth and development. These needs vary based on the individual and might range from the desire to be more specialised to that of a higher position in the organization's hierarchical structure. (Tanner, 2022)
Given the above instances, Indian and British societies vary fundamentally in that Indian employees are barely happy with their needs on the first level on the pyramid while in British society the struggle is for the highest level.
Cultural Awareness in a Globalized World
Business globalisation appears to have resulted in the emergence of an international business workforce with a distinct set of cultural beliefs, attitudes, and behaviours. The potential for increased intercultural interactions between and among many different groups grows as the world becomes more globally interconnected. (Cushner & Brislin, 1996)
Expatriates in charge of foreign operations are more likely to be familiar with headquarters' corporate culture and control systems than host-country managers, resulting in more effective communication and coordination with the corporation. Ex-pats provide managerial talent in developing countries where local talent is scarce, and they help organisations develop a global mindset.
When expatriates are sent abroad, they bring with them both national culture and corporate or organisational culture
Furthermore, an expatriate is someone who was not born in the country where the hotel is located, does not have the nationality of the country where the hotel is located and is hired based on expatriate status.
Expatriates frequently have detailed knowledge of a company's managerial systems and play an important role in the stability of an organization's corporate culture in distant locations. (Causin & Ngwenya, 1970)
The different cultural contexts in which an organisation operates, also known as the external environment, as well as the cultural diversity of its personnel, also known as the internal environment, play critical roles in the successful operation of the business. (Miroshnik, 2002)









Conclusion
India and the United Kingdom share a lengthy history, as well as cultural institutions and, most crucially, the English language.
Indian culture is more restricted than British culture. Indians try hard not to upset others by sharing unpleasant ideas and opinions, hence it might be difficult for others to truly comprehend the individual's true position on a matter while the British don't tiptoe around others when offering their opinions.
Cultures do not exist in a permanent or unchanging state. Cultural change happens as a result of changing circumstances and (particularly in a globalized, digitally networked world) the impact of other civilizations. The apparent layers of culture will change quicker than the culture's basic values and beliefs, which are more resistant to change. It is similar to an iceberg; on the surface, some of it is visible. A significantly greater portion is submerged and difficult to see. (White, 1959)













Critically analyse
In this report, I’ll analyse my leadership style using several specifical tools such as Belbin’s questionnaire, 
Beginning with the questionnaire Belbin's ratings indicate that the most prominent inclination of my leadership style is that of a coordinator. Even though I am not the brightest person in the team, I have the capacity as a leader to motivate others to achieve common group goals and to delegate effectively owing to my ability to recognise the unique abilities of others. When I work with a team of individuals that have varied personalities or skills, I can function at my best as a leader because I can handle challenges calmly and even gently steer things toward the best results.
Along with the capacity to identify abilities, the proclivity to be a resource investigator is also compatible. As RI, I see myself as an energetic and outgoing individual with clear communication skills. RIs are natural negotiators who seek out new chances and make new relationships. Relaxed personality, I am not afraid of difficult or unfamiliar tasks due to my ability to learn quickly. My curiosity leads me to various sources of inspiration for completing tasks, I am ready to see opportunities in any new thing, and I recognise the desire to always learn new things to keep me and the people around me, motivated.
I am a team supporter, I am concerned about the well-being of my team members, I have enough flexibility and adapt easily to people and situations, and this makes me a leader who recognises the importance of each member of the team as well as the reality of the need for balance in the work-rest relationship. To be an effective communicator, one must first listen to the other person to understand. Although it is believed that team members might be indecisive in times of crisis, I believe that this does not apply to me since, as a coordinator, I behave calmly and logically in crisis circumstances.
I have some planter qualities as well as team worker characteristics. Even though I am not an organiser, my creativity and openness to new experiences are my strengths. When I work alone, I feel just as comfortable as when I work in a group, without craving for seclusion. I enjoy coming up with new ideas, and tackling tough challenges keeps me motivated; the complexity of the problems I solve is directly proportional to my excitement.
Belbin’s theory of team roles is an effective tool to find creative solutions to transform my weaknesses into strengths. The idea of team roles also provides the chance to asses myself, better understand my behaviour, and put an effective model of action and decision-making into reality.
All the characteristics a share are relationship-focused positions although the conceptualizing leadership questionnaire results that I’m less inclined to see leadership as relationships and more to see it as ability, skills and behaviour equally. This quiz reveals that I am equally focused on approaching leadership as a practice of what I have learned and what comes naturally to me, but I also believe in the power of personal example. I also consider that leadership is a process, a tide between team members that takes time to develop in the appropriate direction. (Belbin, 1993)
In the early 1960s, the Blake Mouton Grid was initially published by Robert Blake and Jane Mouton. 
The grid is a mental framework and chart that may be used to assist leaders to determine their own and their subordinates' leadership styles. The network's x-axis measures a leader's concern for production and shows the degree to which a leader stresses goals and productivity when deciding how activities or duties are to be performed is a production problem. These might be regulations, policies, or performance criteria. The y-axis of the network measures the leader's compassion for others, and how much a leader considers the needs of employees when determining how activities or duties should be completed. Personal or professional growth might also be included.
The two aspects of behaviour are: care for people and concern for productivity. The care for people axis assesses how much a leader considers the needs of employees when determining how activities or duties should be completed. Personal or professional growth might also be included.
Mouton Blake grid questionnaire result for my leadership abilities is 6.2 for tasks and 7.6 for people, placing me in the matrix's leadership sector.
Regarding the leadership behaviour questionnaire, my score is 30 for tasks and 46 for relationships. It accurately portrays me given that all of the categories in which I fit with an equal score in the roles in the team outlined by Belbin's theory are centred on the interaction with the team.
My devotion to problem-solving placed me in a relatively low zone, which would not make me a successful leader. I've realised that I never try to emphasise my originality or that I’m not enough self-confident to demonstrate my capabilities in problem-solving. (Tomița-Todarita, 2021)
As for the leadership style, I got the following scores:
Authoritative 6
Democratic 7
Facilitative 11
Situational 10
The findings point to an attitude that, if not perfectly balanced, has alternating tendencies between facilitative and situational styles. The assumption is that group work should be a continuous learning process and that making errors is normal as long as individuals learn from them. The journey is valued more than the goal and people are inspired to grow professionally.
The Fundamentals of Facilitative Leadership
Being a good listener, I can assist others in making sense and I see group diversity as an opportunity to see a different perspective over an issue, a different point of view or different approaches that can produce multiple meanings.
Facilitative leadership is about getting people to work together to achieve a common objective. The inclusion of others in decision-making distinguishes facilitative leadership from other types of leadership. Decisions are made collectively, the group makes decisions. A Facilitator is a person that set you free from difficulty or impediment, and a person that clarifies a speaker's intent.
The questionnaire result indicates a blended leadership style with a nearly equal score for the facilitator and situational leadership style.
A situational leader is a person who gives direction without gaining total control. A situational leader has the highest possibility of success in each circumstance he confronts by involving and directing followers, explaining or even coaching them. When group members are engaged in decision-making, they accept the consequences and are more likely to keep their promises, understanding that efficiency is the duty of all team members. This leadership approach is most successful when dealing with motivated individuals but lacks the essential information to complete a task. training and motivation are important components of success. (Cufaude, 2018)
Leadership skills
My score on this questionnaire is 78 ranking me in a satisfactory position among skilled leaders. Self-confident people are typically motivating, enthusiastic, and optimistic, and they tend to take advantage of every opportunity. 
Self-confidence is developed via the mastery of significant skills and circumstances to provide actual value through employment. A positive mindset is also linked to effective leadership. Positivity stems from a strong feeling of balance, which includes both the delight of achievement and the acceptance of failure. Understanding thinking patterns and learning to recognise and remove negative thinking is essential. EQ encompasses "soft skills" or qualities connected to a character or even communication talent as well as the capacity to detect and control one's own and others' moods and emotions. All of this begins with good listening, which enables understanding the other person's point of view, and in my opinion, I have excellent communication skills, as evidenced by all of the surveys I completed for this course assistance. This is the leader who creates a clear picture of the future to motivate followers to complete their tasks and successfully implement the changes. Good knowledge and use of strategic analysis techniques help to obtain key information and identify the available options. These are the leaders who set a good example. They say what they do and do what they say. They are honest and dependable, get engaged when appropriate, and stay in constant communication with the activities, directing where necessary. They demonstrate that they possess all of the traits they ask from their team. This score indicates that I have the potential to be an effective leader who oversees team performance by clearly and simply stating expectations, hence removing doubts. It is much simpler to perform when everyone is aware of the expectations. People need motivation more than a to-do list, they need to improve their abilities and feel encouraged in their attempts to achieve a task. (Yasar & McLaughlin, 2022)
For the path-goal leadership questionnaire my scores are as follows:
Directive style, my score is 27 
A common score is 23, above 28 is considered high and what is below 18 is considered low. 
Supportive style, my score is 34 which depicts my preferred leadership style.
a common score is 28, scores above 33 are considered high and scores below 23 are considered low.
Participative style, my score is 29 
A common score is 21, scores above 26 are considered high and scores below 16 are considered low.
Achievement-oriented style, my score is 18
A common score is 19, scores above 24 are considered high and scores below 14 are considered low.
The results obtained by the Path-Goal Leadership Questionnaire give information on the leadership styles I have a predilection for and which one I utilise the least. These scores are an extremely valuable tool for comparing the use of one style to the use of the other styles.
Path-goal theory is intended to describe how leaders may assist followers in reaching their objectives by picking certain actions that best match the followers' requirements and the circumstances in which the followers operate.
What I can observe is that a have a low-ranked score for achievement-oriented style and a concentrated and balanced score in the upper rank of each grid which allows me to switch between different styles depending on the scenario or the follower's characteristics.
Supportive leadership entails being approachable and personable as a leader, treating followers as equals, respecting their status, going the extra mile to make work joyful for followers, as well attention to the welfare and human needs of followers. (Dario, 2022)
Assessing my EQ level revealed a very high level of emotional intelligence, which can be a reflection of a high level of self-knowledge. Self-awareness is the fundamental competence of emotional intelligence, emotional perception, emotional understanding, and emotion management. (Institute for Health and Human Potential, 2022)
Conclusion
The results of the majority of the surveys define me as a leader who is more concerned with people and developing fluid interaction within the team. Leadership abilities are required for a successful career, regardless of title or position. To lead does not only mean to issue orders and wait for them to be completed; it also means to steer a team or even yourself toward fulfilment to adapt, learn and innovate.
Learning, adaptation, competition, and selection are all ongoing processes in human behaviour.
These elements are all more obvious in the contemporary environment of globalisation and the rapid expansion of competition, where the role of managers and leaders becomes increasingly vital.
Everyone's life revolves around learning. From childhood to adolescence, we continue to learn in everyday life, such as how to perform better at work, solve interpersonal problems, or solve practical household dilemmas. (Meyers, 2022)
Success is not an acquisition it is earned through hard effort and the ability to leverage your abilities or inherent gifts.
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