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[bookmark: _Toc168530808]Executive Summary
This study examines intercultural competency via the lens of the fictional Cultural Fusion Hotel in London, England. The hotel is part of a Thai-based hotel chain. The study critically examines hotel intercultural leadership challenges. This debate appears in the report. This document summarises the main cultural differences between England and Thailand. The GLOBE Project's culture and leadership study is also used to analyse these differences. 




1. [bookmark: _Toc168530809]Introduction
Hospitality workers must converse well with people from different cultures. The hotel sector depends on providing excellent service to a diverse customer base. This shows the necessity of understanding cultural differences to ensure smooth operations and a better tourist experience. The Cultural Fusion Hotel in London is preparing to welcome Thai staff, emphasising the need of understanding cultural differences. This research evaluates the most significant cultural differences between English and Thailand, examines them through the GLOBE Project, and explains the challenges of managing a multicultural team.
2. [bookmark: _Toc168530810]Key Differences between England and Thailand
England and Thailand have diverse cultures that can be described in many ways. These differences exist in both nations. English civilisation values individualism, which entails personal autonomy, privacy, and expression. Individualism is emphasised, which explains this. According to Ekstrand et al. (2018), English people communicate clearly and respectfully. Additionally, punctuality and personal space are stressed. This contradicts Thailand's collectivist culture, which values community, hierarchy, and group cohesion. Thai communication is indirect and environment-dependent. Thai communication emphasises avoiding conflict and maintaining peace. Thais take great pains to prevent embarrassment (Kongsuwan et al., 2012). This is because Thai couples value "saving face". Because of this, people go to great lengths to prevent embarrassment. 
Decision-making is another example of cultural differences. England values individualism, therefore decisions are made quickly and independently. This is a nationwide trend. Thailand makes decisions more thoughtfully and communally, with more discussion to reach an agreement. This contrasts with other nations' decision-making. English employees may regard the Thai approach as indecisive, whereas Thai personnel may view it as too rapid (Sriussadaporn, 2006). Because of this mismatch, both groups can see things differently. If this gap is not managed well, misunderstandings and unhappiness may result.

3. [bookmark: _Toc168530811]Analysis Using the GLOBE Project's Culture and Leadership Study
The Global Leadership and Organisational Behavior Project (GLOBE) provides a comprehensive framework for examining leadership and organisational behaviors across cultures. The Global Leadership Council created this framework." The GLOBE study found that England is performance-oriented and assertive. This is because the country values achievement, competitiveness, and direct communication. This reflects how the country values distinct features of these things. Thailand's strong collectivism and humane attitude scores indicate that the country values group loyalty, social support, and concern for others, according to House et al. (2004). 
Leadership perspectives are also highly diverse between the two countries. Another distinction. English leadership is more participatory and autonomous than other forms, encouraging people to take charge and make their own decisions. Thai leaders are regarded to be benevolent characters who advise and care for their subordinates (Kainzbauer, 2013). Thai leadership is paternalistic. This is a completely distinct leadership style from other countries. Different cultures' employees may react differently to management approaches and expectations. 
In light of the GLOBE study, Cultural Fusion Hotel leadership must create a balance between these differences to manage a multicultural team. This must be done to achieve desired results. Team managers in England should be more inclusive and supportive of their members. Compared to this, Thai managers may need to encourage team autonomy and aggressiveness. 
4. [bookmark: _Toc168530812]Challenges of Intercultural Leadership in the Hospitality Industry
Intercultural leadership is difficult in a diverse, dynamic workplace like hospitality. These issues are especially severe in hospitality. Communication is one of the biggest problems. Different language skills, communication styles, and nonverbal features can cause misunderstandings. Communication style differences may also contribute (Burgoon and Bacue., 2003). According to Kotarputh (2020), Thai employees may find English communication overly explicit, whereas English employees may struggle with Thai communication's indirectness and ambiguity. Thai workers may also find English too simple. This is because English writing is simpler.
Another challenge is that people view power and hierarchy differently. Thai employees may expect a clear hierarchical system with distinct titles and responsibilities, while English employees may expect a more equal relationship with their superiors. Thai workers may expect a clearer hierarchy. Both employees may have distinct workplace expectations. Hofstede's 2001 study found that this mismatch could lead to disputes if not managed sensitively (Swierczek and Onishi, 2003).
 It is also likely that encouragement methods may need to be changed to meet diverse cultures. However, personal achievements, career advancement, and financial incentives may drive English institution employees (Manjenje and Muhanga, 2023). However, Maneerat, Hale and Singhal (2005) suggest that Thai workers may value consistency, harmony, and recognition of their contributions to the group. To build effective incentive and engagement techniques, you must understand the variables
Different dispute resolution methods and feedback could cause disagreements under particular settings. Both examples are potential conflicts. Both cases concern future disputes. English staff may prefer honest feedback and open talks to maintain togetherness. Thai employees may prefer indirect techniques versus direct criticism. H Droogendyk et al. (2016), suggests managing disagreements and feedback nuanced to ensure that all team members feel appreciated and understood  due to inequalities.
[bookmark: _Toc168530813]Conclusion
Multicultural teams in the hospitality industry must recognise and handle cultural differences to succeed. Before employing Thai staff, London's Cultural Fusion Hotel must overcome several obstacles. Because many obstacles must be conquered. The hotel can build a more cohesive and productive staff by using GLOBE Project data and considering the cultural variations between England and Thailand. This is feasible. Implementing this method will improve the hotel's guests' experience and the staff's job satisfaction. Thus, the hotel will have a better chance of success in a highly competitive market.

[bookmark: _Toc168530814]Recommendations
· For professionals who speak both English and Thai, intensive cultural training programs are needed to learn and understand one other's cultures. This is needed to reach the goal.
· Managers should be encouraged to create leadership styles that can adapt to their multicultural workforce's needs.
· Open and transparent communication procedures that take into account both cultures' preferred methods are crucial. Doing this ensures messages are communicated effectively and politely.
· To create an agreeable and cooperative workplace, conflict resolution strategies must take cultural differences into account.
· To guarantee that every worker feels valued and heard, a system that allows for frequent feedback and considers cultural preferences is essential. This guarantees integrity and respect for all.
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