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[bookmark: _Toc168563250]Executive Summary
The report addresses the key cultural differences between India and England within the context of the multicultural hospitality industry. It utilizes the GLOBE project's culture and leadership study to analyse and compare the two countries. Furthermore, the report examines the challenges faced by leaders in the hospitality industry when managing intercultural teams.
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[bookmark: _Toc168563251]Introduction
Awareness of the differences and similarities between cultures is necessary for the development of intercultural awareness. This means being aware of one's own cultural biases and avoiding language that can be offensive to certain groups of people. Multicultural hotels are a melting pot of different people who have different cultures and work together (Nazarian, 2024).
This report will cover the scenario of a multicultural hotel in London (Anglo Cluster). The report includes key differences in culture and customs between England and India. It also analyses both countries using a leadership study and the project's culture. In addition to that, the report also covers the challenges of intercultural leadership in the hospitality industry.
[bookmark: _Toc168563252]Main Body
[bookmark: _Toc168563253]Key Differences Between England and India
There is a huge difference in terms of the culture and customs of both countries. Indian culture is more group-oriented, where employees and customers define themselves by the group rather than as individuals. In comparison, England is more individualistic, with weaker bonds with social groups. This cultural distinction is crucial because it affects teamwork, communication, and management styles within a multicultural hotel. For instance, Indian employees may prioritize team harmony and collective success, whereas English employees might focus more on individual achievements and personal goals.
Additionally, Indian culture tends to avoid direct confrontation and prefers indirect communication to prevent offending others. This contrasts sharply with British culture, where openness and bluntness are valued. This difference can lead to misunderstandings and frustrations in a multicultural work environment if not managed properly. For example, an Indian employee might not express concerns directly, leading to unresolved issues, while a British employee might perceive this as a lack of transparency.
In terms of values and customs, Indian culture is more traditional, emphasizing respect, honour, and dignity. This tradition extends to the hospitality industry, where warmth and welcoming behaviour are paramount. On the other hand, British culture is less traditional and places less emphasis on these formalities, which might lead to different customer service approaches. For instance, an Indian hotel might place significant emphasis on elaborate welcomes and rituals, while a British hotel might focus on efficiency and straightforward service (Hand, 2024).
[bookmark: _Toc168563254]Analysis using the global project's culture and leadership style
The Globe Project is a cross-cultural leadership study that spans various cultures and countries. It can be explained that the Globe Project found the culture of India less assertive, but the culture of England's assertiveness is at par. India and England are more future-oriented societies than other countries. In addition to that, the communication style of both countries is different. Communication plays a vital role in maintaining employee relations and co-corporation. Culture defines the way people communicate other than through language. The culture of England came into low-context communication, but India is considered a high-context communication nation. When it comes to employee motivation factors and issues, the employees of England are driven by a sense of achievement and training. They are motivated by fair pay, and they give more importance to being respected by management. In India, employees are motivated by promotions and bonuses. The nature of work is more important in the culture of India (Sukumaran and Chakkambath, 2024).
Moreover, there are four factors that can affect employee engagement across the culture: job, rewards and recognition, development opportunities, and confidence in leadership. A good relationship with the leader impacts the safety of employees. In India, transactional leadership approach and traditional command is followed by the hotel industry but in England, these styles and strategies is not working for engagement of employees. Transformational leadership for the engagement process is effective as it involves shared values and beliefs. Moreover, these strategies are a cultural fit because they allow sharing and transparency, which helps employees to adjust to the diverse environment in the hospitality industry.
[bookmark: _Toc168563255]Challenges of intercultural leadership in the hospitality industry
Intercultural leadership is the word that describes how leaders work in a global environment. The challenges that arise in intercultural leadership are, first, the language barrier. Workplace communication can be tricky because of different languages. The leader faces problems recognizing the gaps, and it leads to problems (Lang, 2024). For example, in the scenario of employees working in a multicultural environment, how can the leader guide all the employees who understand different languages. The leader influences them to work as a team, but because of the language barrier, miscommunication arises, and it leads to problems for the leader as well as for the industry. This causes lack of effective communication and collaboration, and it is called the main reason of failure at workplace (Vassou, 2024).
The second challenge that a leader faces is cultural variations in values and norms. A leader should know the sensitivity of the cultural beliefs and norms of employees to reduce misunderstanding. These differences can lead to creating conflicts and mismanagement. For example, direct eye contact is said to be rude in some cultures, but in others, it is part of respect. The leader can only solve this by encouraging more discussion with employees. Different people have different views on leadership, so the leader's expectations could be damaged here.
The leader faces challenges building trust with teams across cultural divides. For example, in this scenario, a leader is required to invest efforts and time in understanding and respecting others. Intercultural leadership requires an approach that helps in relationship building activity and promotes collaboration with multicultural teams (Stauff, 2024). 
[bookmark: _Toc168563256]Conclusion
After analysing the report, it is concluded that the multicultural hotel industries of India and England have major differences in terms of customs, culture and beliefs. Moreover, after analysing both countries using the Globe Project's culture and leadership study, it is proven that India's culture is less assertive than England's. In addition to that, intercultural leadership in the hospitality industry is very challenging. The challenges faced by leaders are communication barriers, variation in cultural norms and values, managing different time zones and building trust among employees.
[bookmark: _Toc168563257]Recommendations
The differences between both countries can be reduced when employees and leaders work together. It is important to understand each other's culture and cultural norms and values. The cultural differences can be solved mutually. All the differences can be solved only when employees respect and try to adopt each other's culture (Chowdhury and Marini, 2024).
To address the challenges faced by leaders in multicultural industries, the leader can learn new languages to solve the language problem and influence the team to work together, which will help in building their relationship.


















[bookmark: _Toc168563258]References
Chowdhury, S.M. and Marini, M.M., 2024. Overbidding and heterogeneous behaviour in contest experiments: A meta-comment on cross-cultural differences. Journal of Behavioural and Experimental Economics, 102210.
Goleman, D., Boyatzis, R. and McKee, A., 2013. Primal Leadership: Unleashing the Power of Emotional Intelligence. Harvard Business Review Press.

Hand, F., 2024. Translating the cultures of India’s Northeast. In: Translation Studies and Ecology: Mapping the Possibilities of a New Emerging Field.
Hofstede, G., 2010. Cultures and Organizations: Software of the Mind. McGraw-Hill.
Lang, F., 2024. Meeting the ethical challenges of leadership: Casting light or shadow.
Nazarian, A., Shabankareh, M., Ranjbaran, A., Sadeghilar, N. and Atkinson, P., 2024. Determinants of intention to revisit in the hospitality industry: A cross-cultural study based on GLOBE project. Journal of International Consumer Marketing, 36(1), pp.62-79.
Stauff, J. and Blondin, J.E. eds., 2024. Promoting intercultural agility and leadership development at home and abroad for first-year students. IGI Global.
Sukumaran, S. and Chakkambath, R.S., 2024. An insight into factors towards motivation among employees. Age, 18(25), pp.54-6.
Trompenaars, F. and Hampden-Turner, C., 2012. Riding the Waves of Culture: Understanding Diversity in Global Business. Nicholas Brealey Publishing.
Vassou, C., Theocharous, A.L. and Zopiatis, A., 2024. Inclusive leadership in hospitality: a driver of social inclusion? EuroMed Journal of Business.
 



image1.png




image2.png




