Foreign Languages and Cultural Awareness
BMIH5003
Intercultural Competence Report











Lecturer: Heidi Prosser
Student name: Toma Constantin Alexandru		
Student id: 2234760 









1. [bookmark: _Toc159869676]Executive summary 

The research paper investigates the complexities of intercultural competency, with a special emphasis on the cultural and leadership contrasts between the United Kingdom and Germany. It focuses on how cultural factors like assertiveness, collectivism, and uncertainty avoidance influence social institutions, working settings, and leadership styles. The paper addresses the participative and team-oriented leadership styles that are common in both nations, emphasising the need of incorporating these techniques into the hospitality business. Intercultural leadership challenges, such as communication obstacles and establishing an inclusive atmosphere, are highlighted, emphasising the importance of leaders' ability to traverse cultural variables. The paper continues by emphasising the need of leveraging cultural differences as strengths, arguing that intercultural proficiency is critical for organisational success and cohesiveness in the global hospitality industry. Recommendations include developing intercultural competence via education and experience learning, as well as supporting cross-cultural mentoring programmes inside organisations.
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2. [bookmark: _Toc159869677]Introduction 
Culture, as a term, refers to the social behaviour, norms, knowledge, beliefs, arts, laws, conventions, capacities, and habits of the people in these groups or societies. Socialisation procedures teach people common patterns of interaction and comprehension (Abramson and Moran, 2018). Culture is multidimensional and dynamic, affecting and altering how people see the world and interact with it. Language, religion, food, social customs, music, and the arts all contribute to a group's distinct identity (Christiansen, Branch and Karmowska, 2020). The aim of this report is to analyse the differences between United Kingdom and Germany in rems of culture and leadership.  

3. [bookmark: _Toc159869678]Key differences among cultures
In terms of performance orientation, both Germany and England place a high value on performance and success; nevertheless, it is far greater in England, suggesting social reinforcement of accomplishment and outcomes. England also ranks higher on assertiveness, indicating that its culture is more competitive and combative than Germany's (Globe Project, 2020). Future orientation, which shows the level of planning and investment in the future, is comparable in both cultures, with Germany scoring slightly higher. The results for humane orientation, which assesses people' encouragement to be fair, altruistic, and compassionate, are comparable, with Germany having a little higher value orientation (Globe Project, 2020). This might reflect a higher cultural expectation in Germany for people to be thoughtful and kind. Institutional collectivism refers to how organisational and cultural practices support and reward collaborative resource allocation and activity. Germany outperforms England in this category, indicating that German society places a greater focus on collaborative acts and shared obligations (Globe Project, 2020). In contrast, in-group collectivism, which evaluates the value of loyalty and cohesion within families and close-knit groupings, is greater in England, reflecting stronger relationships and pride in one's personal community or family. Lastly, uncertainty avoidance, which measures how much a society depends on social rules and processes to reduce the unpredictability of future occurrences, is greater in Germany. This demonstrates a stronger desire for rules and organised situations to reduce the uncertainty of future happenings. Thus, the key cultural differences between England and Germany are assertiveness, institutional collectivism, gender egalitarianism, power distance, and uncertainty avoidance, which shape each country's unique societal structures, workplace environments, and social interactions. 
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Fig 1. Globe Project (2020). Culture visualisation England
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Fig 2.  Globe Project (2020). Culture visualisation Germany 

4. [bookmark: _Toc159869679]Comparison of leadership style
Germany's leadership style is distinguished by high ratings in participatory and team-oriented traits, showing a propensity for collaborative decision-making and a communal approach to leadership. German personnel may expect to participate in shared decision-making processes and contribute to debates that influence the direction and execution of tasks (Hofstede, Hofstede and Minkov, 2010).  In contrast, the lower score in self-protective leadership indicates that German leaders are less prone to participate in self-centered and status-conscious behaviours, which may be beneficial in building a team-focused and inclusive workplace. The leadership visualisation for England similarly displays strong ratings for team-oriented and participatory leadership styles, but charismatic and compassionate traits are rated higher than in Germany (Globe Project, 2020). This shows that leaders at inclusion Hotel & Spa in London are expected to be inspiring as well as compassionate and kind, which is consistent with the brand's focus on inclusion. Both nations had lower scores for autonomous leadership, which might signal that leaders who place a high importance on independent and individual action are less frequent or valued in both cultures (Globe Project, 2020). When integrating German staff into the London hotel, it is critical to achieve a balance between their communal and collaborative leadership style and the charismatic and empathetic leadership that is prized in England. The hotel should focus on cross-cultural team-building methods, ensuring that communication channels are open to embrace the participatory approach, and creating chances for leadership to display inspiration and compassion in accordance with the hotel's brand guidelines (Hampden-Turner and Trompenaars, 2020).
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Fig 3.  Globe Project (2020). Leadership visualisation England
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Fig 4. Globe Project (2020). Leadership visualisation Germany 

5. [bookmark: _Toc159869680]Challenges of intercultural leadership in the hospitality industry
The challenges of multicultural leadership in the hotel business are numerous, need a thorough awareness of cultural dynamics to navigate successfully. Intercultural leadership in this context entails managing a varied staff and catering to a worldwide audience, each with unique cultural backgrounds, expectations, and communication styles. One big problem is communication limitations, not just in language but also in nonverbal indications and business etiquettes, which may differ greatly among countries (Maheshkar and Sharma, 2018). Leaders must be skilled at reading these subtleties in order to minimise misunderstandings and disputes within their teams and during encounters with visitors. Furthermore, cultural variances in notions of time, work ethic, and service may cause disparities in expectations and performance standards (Hampden-Turner and Trompenaars, 2018). Another difficulty is to create an inclusive atmosphere that respects and celebrates diversity while instilling a feeling of belonging in all workers. This involves addressing any prejudices and ensuring that cultural diversity is seen as a strength rather than a weakness (Fakhreldin, Youssef and Anis, 2021). Leaders must also modify their management techniques to be successful in different cultural situations, which may include balancing aggressiveness with sensitivity to cultural conventions around hierarchy and authority. Furthermore, hotel sector executives must traverse the difficulties of globalised operations, which include legal and ethical issues in many cultural and regulatory contexts (Paais and Pattiruhu, 2020). A thorough awareness of local norms and legislation is required to guarantee compliance and ethical business operations.

6. [bookmark: _Toc159869681]Conclusion
To conclude, this paper examined cultural and leadership contrasts between the United Kingdom and Germany, finding contrasting attitudes to performance, assertiveness, and collectivism. While both countries respect cooperation and involvement in leadership, they vary in their focus on charm and empathy, which reflects their distinct cultural backgrounds. Communication limitations and cultural diversity are two examples of intercultural leadership challenges in the hotel industry that need a sophisticated knowledge and flexible management methods. To successfully manage these problems, it is necessary to promote an inclusive workplace and use cultural differences as strengths, resulting in increased organisational performance and intercultural cohesion in the increasingly globalised hospitality business.

7. [bookmark: _Toc159869682]Recommendations
· Leaders must cultivate intercultural competency, which includes empathy, flexibility, and a dedication to lifelong learning about different cultures. This includes both formal education and experiential learning via direct cultural encounters and observations on those experiences (Abramson and Moran, 2018).
· Create a cross-cultural conflict resolution framework to successfully handle misconceptions and disagreements. This framework should incorporate mediation mechanisms that consider cultural differences and seek mutually beneficial solutions (Liu et al., 2020).
· Use technology to improve intercultural communication. Use multilingual digital platforms and translation tools to guarantee that the hospitality crew and visitors communicate clearly and concisely across languages and cultural boundaries.


8. [bookmark: _Toc159869683]References 

Abramson, N.R. and Moran, R. (2018) Managing Cultural Differences: Global Leadership for the 21st Century. 10th Ed. Abingdon: Routledge.
Christiansen, B., Branch, J.D. and Karmowska, J. (2020) Cultural Factors and Performance in 21st Century Businesses. Hershey : IGI Global.
Fakhreldin, H., Youssef, N. and Anis, M. (2021). Cross-Cultural Management Education: Core for Business Students in the 21st Century. Journal of Teaching in International Business, 32(2), pp.109–134. doi:https://doi.org/10.1080/08975930.2021.1960242.

Globe Project (2020). Results - England GLOBE Project. [online] Available at: https://globeproject.com/results/countries/GBR%3Fmenu=list.html#list.
‌
Globe Project (2020). Results - Germany GLOBE Project. [online] Available at: https://globeproject.com/results/countries/DEU%3Fmenu=list.html#list.

Hampden-Turner, C. and Trompenaars, F. (2020) Riding the Waves of Culture. 4th Ed. London: John Murray Press

Hofstede, G., Hofstede, G.J. and Minkov, M. (2010) Cultures and organizations: software of the mind. 3rd Ed. New York: McGraw-Hill.

Liu, Y., Vrontis, D., Visser, M., Stokes, P., Smith, S., Moore, N., Thrassou, A. and Ashta, A. (2020). Talent management and the HR function in cross-cultural mergers and acquisitions: The role and impact of bi-cultural identity. Human Resource Management Review, [online] 31(3), p.100744. doi:https://doi.org/10.1016/j.hrmr.2020.100744.
‌Maheshkar, C. and Sharma, V. (2018) Handbook of Research on Cross-Cultural Business Education. Hershey: IGI Global.
Paais, M. and Pattiruhu, J.R. (2020). Effect of motivation, leadership, and organizational culture on satisfaction and employee performance. The Journal of Asian Finance, Economics and Business, [online] 7(8), pp.577–588. doi:https://doi.org/10.13106/jafeb.2020.vol7.no8.577.
‌





2

image4.png
Leadership Visualization

Leadership Scores for Outstanding Leadership in Germany

Charismatic-| ?
Team Oriented { v |
Participative | | v
Humane Oriented | v I
Autonomous { | v
Self-Protective Vl
& D 5 ) B) & R
O e sC o N &€ N
SN SN N\ i & S 3
o D o S &9 e o
| o & o© & ST
¢ & EX & A & &
o o o RO o

‘W Country Score
Range of Scores
| Average GLOBE Score




image1.png
Culture Visualization

Cultural Practices and Values in England

] W Country Practice Score
I Range: Practices
W Country Value Score
| Range: Values

| Average GLOBE Score

Performance orientation | __
Asserfiveness (S I —
R— —————
bumane cretation| e
instviona collctvin .
morsuncolscvisn | ———
Yy
]

Gender egalitarianism |

Power Distance v
) %) &) &) %) & R
ed\o,.\ o 2\1\""\ «‘a&“@\ 1‘;\9“\ o &d‘@\\
! o o




image2.png
Culture Visualization

Cultural Practices and Values in Germany
] W Country Practice Score
Range: Practices
W Country Value Score
| Range: Values
| Average GLOBE Score

Performance orientation | __
Asserfiveness v
Futrs crenation | oy
bumane cretation| e
insitionl collctvi| EvE——
I
. A

Gender egalitarianism |

Power Distance { ow
N 5) 5) ) %) & R
oo < o z\\\\o*l ¢ «@6\“«\\ *‘{\‘)‘\\ \\\Q“\ ed‘ix‘i“\
2 Q3 e
K . e\d\\“ & =~ K




image3.png
Leadership Visualization

Leadership Scores for Outstanding Leadership in England

] W Country Score
Charismatic | |V Range of Scores
| Average GLOBE Score
Team Oriented | *
Participative | v
Humane Oriented | Y
asoromous | v
Self-Protective | v |
2O @ @ o 8@ &® W@
N < N o & o A
N S ©F &> o &%
2 2 ) © Q o Q
o @ KX @ & & <O
< o & o




