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[bookmark: _Toc168565958]Introduction
As a new General Manager of the Multicultural Hotel and Spa in London, one must integrate personnel from the Frankfurt office. The GLOBE Project's culture and leadership study will be used to compare England and Germany's cultures. It will also explore hospitality multicultural leadership difficulties, including conflict resolution and team management (Tian and Low, 2021).
[bookmark: _Toc168565959]Key Differences Between England and Germany
The project, known as GLOBE, aims to showcase both the cultural contrasts and similarities that exist between countries. The performance, assertiveness, future focus, and uncertainty avoidance are the most significant aspects of the hospitality industry, and this paper will concentrate on those aspects at length (Griffith et al., 2016). Germany: The culture of Germany places a high value on excellence, recognises and rewards performance, and encourages innovation. It is also worth noting that England places a lesser emphasis on performance than Germany does. Results and work-life balance are in harmony with one another. Inferences: Employees in Germany may be interested in receiving feedback and clear performance objectives, but employees in England may place a greater focus on working together and being healthy (Deardorff, 2020). The culture of Germany is well-known for its audacity. Communication that is straightforward, unambiguous, and effective is emphasised. The culture of England places a higher priority on diplomatic and courteous behaviour than it does on assertiveness. The avoidance of confrontation has resulted in communication that is indirect. The implications of this are that Germans may find indirect communication in English to be perplexing, whilst English may find directness in German to be unpleasant or insensitive.

Preparation, investment, and strategic thinking with a long-term perspective are all priorities for Germany.
England strikes a balance between a focus on the future and a respect for his ancestry and his achievements in the past (Rathje, 2019). Employees from Germany may place a higher priority on long-term objectives and strategic initiatives, whereas employees from England may tend to place a higher priority on current duties and established procedures. Staying away from Uncertainty and uncertainty. The great need to avoid ambiguity in Germany manifests itself as a demand for rules, structure, and expectations that are clear and unambiguous. There is a moderate degree of uncertainty avoidance in England, which demonstrates adaptability to change. The implications of this are that workers in Germany may favour precise procedures and stability, whereas workers in England may prefer ambiguity and flexibility.

[bookmark: _Toc168565960]Challenges of Intercultural Leadership in the Hospitality Industry
Because of the diverse character of the workforce and the requirement to offer consistent, high-quality service to a multicultural clientele, intercultural leadership in the hospitality sector poses a unique set of problems. Different modes of communication, different decision-making procedures, and different management expectations are all potential sources of conflict (Sugranyes and González-Davies, 2020). As an illustration, a German worker would voice their complaints about the quality of service in a forthright manner, anticipating prompt action, whereas an English worker might bring up the matter in a more subtle manner, hoping for a diplomatic resolution. It is possible for there to be misunderstandings if the directness is interpreted as impolite, or if the indirectness is interpreted as passive-aggressive. Approach to Management: andThe provision of training on cultural sensitivity and the encouragement of open discourse regarding communication preferences are both important. It may be possible to bridge the divide by putting into practice a communication strategy that is both clear and respectful of both approaches (Singer, 2021).

[bookmark: _Toc168565961]Decision-Making Processes
There is a possibility that German employees would favour a structured decision-making process that adheres to defined norms, whilst English employees could favour an approach that is driven by consensus. Employees in Germany and England who believe that their contributions are not being taken into consideration or that choices are being made in an ineffective manner may experience feelings of frustration. Develop a framework for decision-making that is both organised and flexible as part of your management strategy. Make sure that everyone on the team understands the process and feels like they are respected (Singer, 2021).

[bookmark: _Toc168565962]The Expectations of Management
Employees in Germany, for example, may place a higher value on particular metrics and frequent feedback, whereas employees in England may place a higher value on a holistic approach that places an emphasis on the dynamics of the team and personal development.
Establishing a performance management system that employs both quantitative and qualitative measurements is a management strategy that should be implemented. It is possible to establish expectations and receive individualised feedback through one-on-one meetings (Henze and Zhu, 2020).

[bookmark: _Toc168565963]Conclusion
The GLOBE Project highlights cultural differences that must be understood to integrate German personnel into the Multicultural Hotel and Spa in London. German culture's strong performance orientation, assertiveness, future orientation, and uncertainty avoidance might help us foresee and resolve conflicts. Open communication, balanced decision-making, and management expectations are key to intercultural leadership in hospitality. These tactics will help us develop a peaceful and productive workplace that plays to both cultures' strengths and provides excellent service to our diverse clientele (Lussier et al., 2020).

[bookmark: _Toc168565964]Recommendations
1. Training on cultural sensitivity should be ongoing for employees in order to improve their ability to comprehend and communicate with people of different cultures.
2. In order to ensure that every employee feels heard and valued, it is important to establish clear communication standards for both direct and indirect approaches.
3. In order to get results that are both efficient and inclusive, decision-making should be a combination of structure and flexibility.
4. Create a system for evaluating the performance of both German and English personnel that includes both quantitative and qualitative aspects of performance.
5. By promoting staff input and meetings to resolve concerns and achieve expectations, you may create a workplace that is encouraging of collaboration and friendly to employees (Deardorff, 2020).
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