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Executive Summary
This report aims to compare the culture and leadership of England and India for a better understanding of how to work with multicultural people in the Multicultural Hotel & Spa based in London, which operates internationally. It employs the GLOBE Project framework, under which it explores aspects such as power distance, individualism and collectivism, and communication strategies. The usability results stress the need to analyse and take into consideration cultural differences and the need to vary leadership behaviour when promoting teamwork. Realising these cultural differences allows the hotel to maximise the significance of diversity in the context of organisational improvement while enhancing the performance and the organisational culture of the hospitality business. 
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[bookmark: _Toc181036207]Introduction
To effectively lead the imaginary Multicultural Hotel & Spa in London as the new General Manager, it is important to get acquainted with the workings of the hotel chain. Therefore, to gain experience in their operations and to get an understanding of their working environment as well as leadership practices, this report outlines the major cultural and leadership contrasts between India and England based on data from the GLOBE Project.
[bookmark: _Toc181036208]Key Differences Between England and India
England and India depict two different cultural backgrounds. The main difference between English and Indian culture is that, overall, England seems to be a rather individualistic country, which emphasises equality and privacy (Han, 2014), while India is a collectivist, hierarchal, and high-context culture (Hicks et al., 2016). Currently, people from England are known to be straightforward and polite, and when expressing themselves, they use formal language (Kamehkhosh & Larina, 2020). On the other hand, Indian communication is relatively more implied, with a great preference for assertive harmony rather than vigorous confrontation. There is a great appreciation for hierarchies in the workplace, and the relations dictate the level of seniority and authority of the persons involved (Gupta & Sukamto, 2020). England has a weak power distance, moderate to low bases of hierarchy and authority, centralisation, and control with formalisation and standardisation of work procedures; it presents moderate to low bases of decision-making and participation (Wilderich, 1994). On the other hand, power distance is high in India, which means that members of the higher ranks are well-distinguished, and the decision-making usually belongs and is expected from those operating at the higher ranks (Budhiraja & Modi, 2021). Another field of difference concerns work-life balance. In England, there is a trend toward the work-life balance, but many employees are requested to work more hours in the country's highly competitive industries. India’s work-life balance is gradually changing, and workers even more tend to have extended hours at work and a weak division between personal and work-related life, especially in industries that involve hospitality (Mohanty & Jena, 2016). 
[bookmark: _Toc181036209]Comparative Analysis Using Globe Project Culture and Leadership
As a result of using the GLOBE Project framework, one can identify those cultural dimensions that differentiate India and England and which can cause possible leadership issues in the context of managing a multicultural team.
Power Distance: India has a high power distance, which means it has a high level of hierarchical culture. Subordinates depend much on their superiors and always rely much on the mandate of their employer (Tripathi, 2020). England, on the other hand, has a low power distance or participative and low quality within the workplace (Wenxin & Wan, 2022).
Uncertainty Avoidance: The levels of uncertainty avoidance are quite moderate in India, which allows, to a certain extent, uncertainty and flexibility, whereas there is a preference for order, rules and procedures (István, 2011). England, however, has a relatively lower uncertainty avoidance, which means that this country embraces uncertainties and risks as indicated by the risk-taking English export innovative sectors innovation (Wenxin & Wan, 2022).
Individualism vs Collectivism: England has significant scores for individualism and is self-assertive, whereas India has significant scores for collectivism and personalisation (Wenxin & Wan, 2022). India is a country where obedience towards the group, whether a family, a community or an organisation, is respected, and the community’s best interest is always considered in decision-making (István, 2011). However, English employees are more concerned with the job and their career progression and individualism (Wenxin & Wan, 2022).
Masculinity vs Femininity: Indian culture is masculine, similar to England, as there are many values such as success, competition, and achievement. However, in India, this surfaces as a highly valued concept, such as status and respect for authority (István, 2011), while competitiveness is associated with individual performance, as seen in England.
Performance Orientation: England, concerning performance orientation, gets higher results underlying the thematic focus on achievement, innovation, and improvement (Wenxin & Wan, 2022). Indian culture also appreciates success. However, the importance is given to relationships, connections, and sustainable framework rather than the running of the business (István, 2011).
[bookmark: _Toc181036210]Intercultural Leadership Challenges in the Hospitality Industry
The communication style that prevails in English is rather more assertive, or in other words, the English speak more to the point as compared to the Indian people, who are generally more indirect and try to avoid any sort of confrontation. This may result in frustration or misunderstanding because the expectations that are expected to be met are different. For example, English employees may regard Indian employees’ indirect means of communication as ambiguity or avoidance of the subject, on the other hand, Indian employees may consider English employees’ direct communication a rudeness or impolite (Gupta & Sukamto, 2020). The inclusion of Indian employees may face some difficulty since the hierarchal cultures of organisations embedded in the Indian workplace may differ greatly from the de-centralised structure that is characteristic of English workplaces (Shekhar & Srivastava, 2024). English people like to share their ideas and question decisions made by managers (Rennoldson, 2021), which will not be easy for most of the Indian employees who have respect for their superiors. It is also important to understand that Indian employees are more accustomed to working longer hours without feeling burnt out and that the demarcation between the workplace and home may not be as straight as in England (Mohanty & Jena, 2016).
[bookmark: _Toc181036211]Recommendations
The following are recommendations for the formation of unity and multicultural teamwork which takes Cultural Diversity to be an advantage towards improving the operations of Multicultural Hotel & Spa in London.


[bookmark: _Toc181036212]Conclusion
This task was to investigate cultural and leadership differences between England and India, especially in the context of the hospitality industry. Applying the GLOBE Project structure, potential issues in managing a multicultural group were considered concerning power distance, the degree of individualism/collectivism, and communication patterns. The findings state that cultural sensitivity and customization of leadership behaviours for increased diversity in teams are critical factors in determining teamwork. That way, the Multicultural Hotel & Spa can improve its working processes and organisational culture, helping to address and turn cultural diversity into a competitive advantage.
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Inclusive Cultural Environment


One of the biggest challenges that management needs to address effectively is the issue of diverse Indian and English employees. Supervisors should ensure they encourage cultural sensitization programs like diversity training and cultural interchange programs which will make workers respect each other’s cultures and ways of working


Multilingual Communication


Due to multilingualism within the team, management should encourage its employees to know at least, few English and Hindi (or regional Indian languages) words to avoid misunderstanding. This is because management can offer language classes or provide employees with some resources that will make interactions between people streamlined.


Employees Involvement


To ensure that both the Indian and English employees feel obliged to contribute to the organizations policy, managers should encourage the two groups of employees to be directly involved in the formulation of the policy that affect them. This makes the implementation of those policies more consultative and enables the fact that the policies reflect the employees’ needs within the team.
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