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Executive Summary

The cultural diversity and awareness played a fundamental role in developing the thriving and inclusive working place. The report had determined that the UK was having more concentration on individualism and future orientation with indulgence. In Italy the cultural values were focused on power distance which means the subordinates within the entities were accepting hierarchical culture and structure. The GLOBE project had described that Italy was more focused on in-group, but gender egalitarianism was more in the UK’s culture. The recommendations were implementing blended strategy of both the cultures with cultural training and mentorship. 
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Introduction 
Cultural awareness means retaining detailed knowledge about distinct customs, social norms, beliefs, traditions and values of distinct cultures (Bødker and Pedersen, 2020). The assignment will determine the cultural differences between both nations for a 5-star multicultural hotel & spa with the pseudo name “Brightening Hotel” headquartered in London, UK. The assessment will outline the distinctions between England's and Italy’s cultures, including GLOBE project culture and challenges of intercultural leadership.
Main Body 
Major differences among England and Italy 
The cultures of England and Italy have multiple differences according to Hofstede's cultural dimensions, such as uncertainty avoidance, indulgence, individualism, etc., as shown in the image below (Hofstede Insights, 2024). In power distance, the UK has scored lower than Italy, which indicates that the nation prefers equality and egalitarianism in social and organisational structures. Italy has scored higher on power distance, which indicates that a hierarchical structure and respect for authority are high in the country. The UK has higher individualism, emphasising self-expression, autonomy and attainment, while Italy exhibits a more collectivist orientation, loyalty to social groups, and group harmony.
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Figure 1: Country comparison of cultural dimensions of UK and Italy
(Source: Hofstede Insights, 2024)

Italy has also scored high in motivation, emphasising ambition, success, and assertiveness, while the UK has a relatively low score. Both the nations are focussed on enthusiasm towards accomplishment and fulfilment. The indulgence rate is more in the UK, with a positive attitude towards tendency; however, Italy has recorded lowest in indulgence as they tend toward distrust and suspicion. The UK has a restrained level of long-term orientation that morals scheduling and perseverance for the future, whereas Italy’s culture is focused on short-term orientation (Hofstede Insights, 2024). The UK has inferior uncertainty avoidance with a complex tolerance for vagueness, origination and risk-taking, while Italy's score specifies a preference for instructions, structure and certainty. 
Comparison among UK and Italy with GLOBE project dimensions 

A GLOBE project is an organised method that simplifies the contrast and empathetic of diverse systems of culture with measurable information gathered from reviews to progress cultural contours and solve struggles among cross-cultural groups. It is an all-inclusive tactic that pursues to identify the inferences of culture on organizational efficacy and management through an assortment of reckonable and qualitative research. 

From the viewpoint of Maheshkar and Sharma (2018), power distance is the step to which fewer authoritative subordinates of firms assume and admit that authority is scattered inequitably. The UK has lower power and uncertainty avoidance, which means an egalitarian strategy is used in which members of the firms feel comfortable, flexible and adaptable to changing guest requirements. 
In the opposition Hampden-Turner and Trompenaars (2020), has argued that the country with more power distance and uncertainty avoidance has more productive entities and subordinates. For example, Italy has higher power distance and uncertainty avoidance, which means the subordinates in entities accept more hierarchical structures as they give preference to structured procedures and policies. 

As per Abramson and Moran (2018), assertiveness is the extent to which community members are aggressive, assertive and confrontational in social connections. In Italy, this is because they are more concentrated on group performance, high assertiveness scores, and in-group collectivism.
On the contrary, Christiansen, Branch and Karmowska (2020), has opposed the idea that lower social relations or assertiveness leads to higher individualism, which affects a group's performance. In the UK, individualism is highly valued rather than in-group collectivism, which declines social relations. 
In the opinion of Areiqata et al. (2020), gender egalitarianism is the degree to which collectiveness declines inequality among genders. The UK concentrates on promoting gender equality by creating a positive environment with institutional collectivism practices. They also reward and encourage members to achieve collective accomplishment.
On the other hand, Minkov and Kaasa (2021), has contradicted that gender inequality can lead to greater issues and non-compliance with the regulations. For instance, in Italy, there is gender bias or discrimination as the entities are more male-focused than females, which decreases their institutional collectivism as well. 

Tehrani et al. (2021), future and performance orientation are positive aspects for an enterprise, leading it toward success with collaborative and effective operations. The UK has a higher performance, future and human orientation, which means that it is focused on improving performance, concentrating on future strategies and being fair to individuals.
Zwikael et al. (2022), has believed that a lower concentration on future, human and performance orientations can enhance the possibility of failure in the long term. Italy's culture is short-term oriented, which shows that the country has less focus on long-term or future performance or goals that can also affect individual behavior. 
Critical discussion of challenges in hospitality sector’s intercultural management
According to Bødker and Pedersen (2020), cross-cultural management or leadership challenges involve several issues, but cultural beliefs and language barriers are more significant because they can lead to major consequences. Leaders are experiencing issues in management because of the varied workforce, which has diverse cultures and languages that are increasing the disputes among team members. For example, the staff members in a hotel are from distinct cultural backgrounds and speak distinct languages, which leads to poor communication and collaboration among members, ultimately decreasing their performance. 
However, Paiuc (2021), has argued that the major challenge in intercultural management is the consideration of ethical and religious norms. In the sector, enterprises must demonstrate several religious and ethical considerations when serving guests from distinct cultures. For example, based on religious values, dietary limitations might need to be considered when offering special accommodation services in the hotel. The specific cultural practices might require respect during the ceremonies or events organized in a hotel, which makes it more challenging for staff members to understand the requirements of distinct cultures.
Conclusion 
Cultural awareness is essential for firms to enable their members to communicate more productively with customers and other staff. The earlier discussion has shown that there is a major difference in the UK’s and Italy’s cultures. Cultural norms such as individualism and long-term or future orientation are high in the UK, while they are lower in Italy. 
Recommendations 

The recommendation for Brightening Hotel is to adopt both cultural values and a blended approach that concentrates on future and long-term objectives with in-group collectivism. The enterprise must give cultural training to its subordinates to improve awareness about distinct cultural beliefs and serve the guests as per their expectations with a positive attitude (Zwikael et al., 2022). This strategy will support them in adopting the values of both nations, serving their customers well with distinct styles of communication and ignoring stereotypes. 
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