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Executive Summary

This paper draws on the cultural issues shown as having been discussed through this work for the management of transitioning the Italian workforce merger of the team from namely: ‘Belmond Hotel Cipriani’ of Venice in Italy to UK at the hotel group’s headquarters base in London, namely: ‘Cadogan Hotel’.  Some of the distinctions derived from the GLOBE study encompasses, firstly: preponderant power distance in Italy vs England; secondly, collectivistic position in Italy rather than individualistic position in England; thirdly, inclination towards charismatic leadership in Italy by comparison to participative leadership in England.  Whilst this work serves to focus on specific risks that have involved the development of a mutual trust held between the two nations to which establishes clear greeting of personnel and welcoming work environment, in addition to differ from views on standardisation and gendered expectations to which matters of particular concern are held to both the genders, involved. 
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Introduction
Culture, leadership and organisations are interrelated concepts which define an organisation’s environment and the performance of groups which can range from a small number of employees in a business to large-scale companies and corporations.  Recognizing therefore how they can complement each other in ways that will help offer better information as to how best enhance an organisation’s performance, create staff well-being and in keeping with clear focus on achievement of its vision and mission statement of business involved (House et al., 2022).  Whilst having been recently appointed as General Manager of Cadogan Hotel in Belmond, the implementation to organisational behaviour for the incoming Italian workforce employees from Cipriani Hotel is crucial to oversee and thus administer their involvement to what may be cultural shock to them.  This report aims to identify with the cultural issues that may affect the work environment, whilst examining between the two cultural elements and to eliciting leadership strategies essentially for the integration of one workforce that is without distinction.
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Key Differences between England and Italy
Some key differences important to be acknowledged when comparing Italian and English cultures are the matter of brief cultural relations and the aspects of Power Distance orientation. A norm that is prevalent in a high Power Distance culture is the belief in the authority of organisations on a hierarchical structure, a centralised system and obedience to such authority (House et al., 2022). There is a stark contrast between the English culture’s approach to management and decision-making and the Australian culture, where English culture tends to be more egalitarian and people accept managers questioning their superiors. As such, while Italians would trust their managers and even do as they are told without necessarily demanding a better way of doing things, English employees would prefer that their managers involve them in decision-making processes. 
The last major difference is that Italy is a collectivistic culture while England embodies individualism to some extent (Taras et al., 2023). The values identified are group orientation, which refers to people’s emphasis on teamwork and commitment to individuals and organisations. Thus, it is important to foster interpersonal trust and the feeling of identification with team members. There is also a larger difference between how the emotions are expressed, with Italians being showier than the rather phlegmatic English.
The GLOBE data states that Italy is high on the Performance Orientation dimension, which indicates a culture towards success, extraordinary achievement, and beyond expectation expectations/requirements (Javidan & Dastmalchian, 2022). However, balancing this with structured diligence may prove difficult since the English culture has a higher level of Future Orientation, meaning that they are inclined to make long-term plans and stick to time in detail.
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Looking at the preferred leadership traits sample of Italians revealed that Italians prefer Charismatic and Team-Oriented leadership over the English preferring Participative leadership. Italian people have been seen to follow leaders who are inspirational, and decisive and those who foster cohesion and have a centralized leadership style in the Italian employees (Dickson et al., 2021). Meanwhile, the Anglo ideal values mechanisms such as consultation and open debate to allow subordinates to be part of the decision-making process.
The cultures also differ in their opinions on gender roles which may also affect opportunities for women leaders. Although improvements have occurred, stereotypical and traditional views of masculine Italian roles show more resistance for women in career and leadership roles than the generally more progressive Anglo-Saxon norms of the English culture (Ng et al., 2018).
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Challenges of Intercultural Leadership in the Hospitality Industry
The Italians’ inclusion into the London team will require a leadership foundation of trust and credibility to be established effectively. As part of the Italian culture, individuals have a high Power Distance orientation, I need to state my authority while exhibiting authority through timely decision-making and setting up norms. However, I will also have to foster some delegation to develop motivation and build on the Performance Orientation which they possess. Thus, goals and objectives have well-defined roles, and responsibilities and key performance indicators are critical success factors for the alignment.
[bookmark: _Toc168269259]Maintaining a welcoming environment for different people will be a continuing factor for institutions of higher learning. To overcome the cultural barrier of individualistic and collectivistic cultures, more time will have to be devoted to creating relationships with people through teamwork and friendly interactions (Taras et al., 2023). Reasonable solutions should be also considered for religious and cultural days, such as providing temporary prayer rooms or special shifts rotation, so that all workers would not only feel valued but also culturally protect


Conclusion
In conclusion, demonstrating concerns for covering up cultural differences in values, attitudes to work, and leadership styles will help Belmond in the process of creating diverse cultural values. The use of herein strategies will enable us to bring together a diverse workplace to offer exceptional and genuine endeavours in travel and hospitality that reflect our heritage and cultured background. Belmond has to have an integration mindset that taps into the talent found all around the world if the company has to continue producing good results as a luxury travel industry leader.
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1. CQ Training: Launch a set of culturally intelligent courses for all the personnel to help them monitor the cultural prejudice within themselves and enhance skills such as listening, empathy, emotional intelligence, and problem-solving among others.
2. Leadership Competency Process: Offer leadership training that concentrates on the behaviour and interaction approaches that would enhance organisational integration, recognition and utilization of a multiplicity of perspectives and inputs from every member without prejudice of origin (Dickson et al., 2021).
3. Cultural Management: Create a managing program which involves tasks like matching the Italian and English employees for effective knowledge exchange and relationship.
4. Religious Accommodation: One of the best practices of human resource management is to consider the basic rights of all employees in the UK by changing policies and benefits as per cultural and religious practices, for example, the provision of prayer rooms, different dress code, flexibility in working schedules during the celebration of holidays etc. (Taras et al., 2023).
5. Symbolic Organisational Identity: Bring about a powerful, single organisational emblem that would integrate Italian and English traditions and produce a multicultural vision and principles that are acceptable to all the organisation’s members.
Thus, adopting these strategies and recommendations will help create a positive working environment where the multicultural staff members contribute to achieving organisational objectives and represent the Multicultural Hotel & Spa as a global best-practice contender in the hospitality industry.
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