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[bookmark: _Toc168055554]Executive Summary 
This paper aims to explicate cultural and organizational contrast between England and Japan, analyzing management of multicultural team in Multicultural Hotel & Spa. According to the theoretical framework of GLOBE Project, significant differences in communication protocol, decision making and organizational culture is discussed below. Communication issues, desire for autonomy, decision-making, and conflict-solving methods are some of the issues that are explored. It will be important to note these aspects go a long way in ensuring there is good work relationship at the workplace. With an understanding of cultural differences and the use of cultural sensitive management approach in the organization, the hotel may record improved employee productivity and organizational performance.
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[bookmark: _Toc168055555]Introduction
The purpose of this report is to review the cultural and business qualities between England and Japan with an emphasis on the hotel industry. The Multicultural Hotel & Spa is an esteemed chain of five-star hotels that operates in both countries. It is necessary to understand these differences as the employees of Japanese branch will be joining the London team in July 2024 (Chhokar, Brodbeck and House, 2017). Based on the cultural dimensions and leadership models within the studied country and the GLOBE Project framework, this report outlines the possible difficulties and insertions for successful intercultural management and cooperation that guarantee a positive organizational climate.


[bookmark: _Toc168055556]GLOBE Project’s Culture and Leadership Study 
By using the GLOBE Project, the main aspects of cultural dimensions and leadership in England and Japan can be easily compared. As concerns Performance Orientation, England represents a moderate level of performance and achievements importance while Japan signifies high importance to performance and hard work importance. Regarding Assertiveness, England is moderate assertiveness as the English culture highly respects diplomacy, While Japan is low in assertiveness as they tend to be more inclined to seek consensus in decision making. Future orientation is characterized in England as kept balanced with possibility for planning and in Japan as a high future orientation, concentrating on long-term planning and organization (Earley and Ang, 2023). Moderate humanitarian orientation in England is expressed in individual charity action, and high humanitarian orientation in Japan is associated with sociocus or community-oriented actions. Power distance is low in England as individuals are valued and valued to produce on their own while high in Japan emphasizing on group harmony and loyalty. The Power Distance is also low to moderate in England, observing informal relations with managers as opposed to Japan where Power Distance is high expecting subordinates to show respect towards their managers due to their senior position (Gibson and Zellmer-Bruhn, 2021). These cultural dimensions are vital when it comes to practicing management in multinational and multicultural organizations like the Multicultural Hotel & Spa.
[bookmark: _Toc168055557]Challenges of Intercultural Leadership in the Hospitality Industry
The concept of intercultural leadership in the hospitality industry may create several challenges related to communication and style, decision making processes, and organizational culture. There is a possibility that English managers may offend Japanese employees because they find the direct communication rude since they are used to indirect communication methods. Decision making also proves to be an issue because English managers may prefer to make decisions rapidly while the Japanese employees may be interested in achieving consensus leading to controversy. Some of the conflict resolution techniques may be different, depending on the cultural references, where English culture could be more inclined to an aggressive approach and Japanese culture – more inclined to peaceful and cooperative one (Harris and Moran, 2021). Motivation and reward conflict: While England tends to opt for individual incentives within the reward system, Japan believes in team rewards. Stakeholders might have variations in preferences to work ethic and hours which may be a source of conflict especially concerning overtime and workweek. On the same note, accommodation and adjustment may also pose some difficulties especially when Japanese employees have to move from the strict and formal work environment to England’s less formal one. Dealing with these challenges means paying attention to cultural differences, being open and ready to adjust to different cultural approaches, and applying the principles of intercultural communication.
[bookmark: _Toc168055558]Challenges of Intercultural Leadership in the Hospitality Industry
Thus, the cross-cultural communication is one of the major obstacles to effective leadership. The English managers might consider the indirect approach of Japanese employee’s passive or even substandard while the employees may interpret the English’s aggressive communication style as rude or arrogant. This is due to cultural difference in communications since Japan is high-context country while England is low-context country meaning that the Japanese are more likely to be indirect in their communications than the English. Thus, decision-making processes can also result in policy conflicts (Meyer, 2014). English managers wish to have clear and fast solutions, while Japanese subordinates value developing solutions with shelter and cooperation. Such difference may lead to lots of confusion and disappointments when it comes to agreeing on business strategies or how tasks will be run. There is a stark difference in the approaches that the two cultures take when addressing conflicts. English culture promotes the ideal of going straight to the point in handling any grievances or problems as compared to the Japanese culture that prefer compromise rather than being confrontational (Kottke and Pelletier, 2013). This divergence can also lead to discomfort and hence protracted inter-group conflict if not well addressed. Motivations and reward structures represent another challenge. This happens because England needs to identify people to be rewarded while in Japan it is done based on the team. Japanese workers may feel that they are not appreciated if the whole team’s effort is not complemented while English workers may be motivated by individual wins and praises. 


[bookmark: _Toc168055559]Conclusion 
Therefore, recognizing the cultural dynamics of English and Japanese context is vital for enhancing intercultural communication and leadership for the purpose of providing hospitality services (Northouse, 2016). This means that being sensitive and cautious on these issues might help avoid friction and/or provide for a harmonious working climate. By speaking about the management of an intercultural group, it is possible to note that this enhances creativity, problem-solving skills, innovation, and competitiveness in the global market. The Multicultural Hotel & Spa needs to abide by cultural diversity requirements and manage leadership issues to improve the satisfaction level of the workers and further the excellence in its operations.
[bookmark: _Toc168055560]Recommendations 
In order to properly address the issue with the intercultural situation at the Multicultural Hotel & Spa, it would be useful to incorporate cultural awareness training for all staff members. To overcome these challenges, it is necessary to integrate a more or less direct and indirect communication approach to fill the breach in cultural differences. Promote efficient problem solving by adopting approaches that allow for effective working in teams as well as speedy problem solving (Spencer-Oatey and Franklin, 2019). Proposal of a conflict resolution model that will incorporate both the direct and the indirect methods of conflict solving. The motivation and reward system should be such that it not only rewards individuals for their achievements but also for the team as a whole. 
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