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INTRODUCTION:

Globalization is described as "the growing interconnection between countries" on economic, social, technological, and political fronts (Pillai, 2000. As the world becomes more interconnected, it is more important for the leaders, especially in the hospitality industry ever to have cultural knowledge. Leaders, according to Pillai (2000), also need to improve their ability to understand and work with people from a variety of cultural backgrounds. The organisation's culture may either help or hurt the business (Albaum et al., 2010). When an establishment's culture is in balance with the broader cultural context in which its workers operate, it obstructs their ability to carry out their responsibilities. 

Today's leaders, unlike any other period in history, must soon become truly "global leaders" if they are to guide their people in the new multicultural world (Fikret Pasa, 2000). There are well-established leadership models and groups that have shown to be effective in the past. For example, for the military groups to work efficiently, they must be founded on a democratic model in which all members have the option to vote before any action is made. Multinational organisations and corporates, on the other hand, will find it difficult to be efficient under a rigorous top-down leadership concept because of their need to be more flexible to fulfil the demands of their highly diverse customer base. Today's organisations are everything from homogeneous. To lead in today's varied and dynamic workplace they must be able to go beyond the classical models of leadership that were developed for and in a different context, but they continue to rely on these outdated models (Albaum et al., 2010). 

Any firm's performance is primarily determined by the different leadership styles used (Abomeh, 2013). According to Saleem the role of leaders in today's organisations has evolved considerably, and leadership has a big influence on employee attitudes about work (Saleem, 2015).  As a result, the aim of this essay is to analyse and evaluate the organisational culture and leadership styles used at two IHG Holiday Inn establishments in two distinct countries, namely India and the United Kingdom, to determine the most successful styles that might contribute to hotel success. The impacts of leadership styles on followers' creativity and managerial commitment are also critically reviewed in this essay.



Due to the rising globalisation and economic integration in commerce, education, products, and services across industrialised and even developing countries, research interest in the consequences of cultural background on leadership procedures has increased (Pillai, 2000). A cross-cultural study of leadership has shown that there are diverse cultural testimonials of leadership among cultures (Smith et al., 2008).  In today's world, globalisation has greatly changed the basis of how leadership ideals were executed before the twentieth century. 

Businesses with stable cultures and a consistent style of doing things were the outliers rather than the rule of many studies, which focused on the effects of a variety of factors on how workers saw their roles. This is no longer the reality that modern organisations can afford to tolerate. They must compete in an instant-messaging, social media-dominated, multicultural labour and customer base. One description of cultural variety is that the culture of a collective is established by the traditions, regulations, beliefs, lows, and values of the people who live in the community (Fikret Pasa, 2000). Several studies have contributed to the knowledge of the various cultures throughout the globe, Geert Hofstede has defined one of the well-known cultural value dimensions (1980), (Hofstede, 2001). As Hofstede puts it, "values are among the building elements of culture; culture, in this sense, encompasses systems of values." (Hofstede, 2001). The hotel sector realises the value of a multicultural workplace and the effect of culture on the service attitudes of its employees. Understanding local cultural norms is also necessary if a small local firm wants to maintain an ethnic advantage in the marketplace (johns et al.,2003). 

During a consulting project with IBM in the late 1960s, Geert Hofstede started researching the varied effects of the national and corporate culture (Hofstede, 2001), Hofstede's research has taken him to over 76 nations since he began his work with IBM (Hofstede 1991). Even though Hofstede's primary research goal was not to investigate culture, his findings proved to be distinctive and trustworthy when it came to cultural themes and prospective dimensions. Hofstede's cultural dimensions try to explain both social and organisational constructions, as well as provide knowledge about cultural elements that influence them. Hofstede's Cultural Dimensions Theory is unusual in that it does not restrict itself to a certain number of cultural dimensions (Hofstede, 2001). Additional dimensions have been added since Hofstede formulated this theory. Power distance, individuality, masculinity, uncertainty avoidance, and long-term orientation are now among Hofstede's dimensions (Hofstede, and Minkov 2010, Hofstede, 2001).

When functioning between cultures, the IHG Holiday Inn encounters a variety of issues, ranging from basic issues such as language styles to more complicated work, culture, and communication issues. The organisation is rapidly relocating employees to different countries such as India and other Asian countries, resulting in cultural diversity within work groups. The following are some of the issues that might arise when a company's staff is operating across cultures: 
1. The language and phrases used in communication. 
2. The working style. 
3. Overpowering influences. 
4. Job-related motivators and expectations. 

The managers and leaders require multicultural understanding, they will undoubtedly encounter a bunch of issues, since it will prohibit them from properly connecting with the organisation's employees. The transfer of information and communication might be slowed due to knowledge of the culture's language. These unusual conditions might sometimes encourage managers to be selective to some degree. This may result in the employee being separated and restricted. If this scenario persists for an extended period, the staff may lose confidence, which may ultimately lead to a loss of respect, trust, and interest among the employees (Smith, et al., 2008).  In the absence of clear communication, a harmful work environments might emerge.  The organisations may conclude that cross-cultural awareness has a significant influence on a group's operations and aids in maximising its worldwide potential. The company's business will grow more competitive and profitable as a result of employees who can interact sensitively and successfully with customers and colleagues from various cultures (Smith, et al., 2008).

People from a wide range of cultural backgrounds make up a socially diverse workplace (Moodian, 2008) The leadership of this variety in the workplace genuinely requires being responsive to the numerous distinctions, at the same time, being fully fair to everyone. The importance of personal relationships is another feature that may be seen as being universal throughout cultures.  For workplace diversity, the leaders should be able to pronounce employees' names correctly, showing that they value their employees and pay attention to the smallest of details (Smith, et al., 2008). Employees' families and other personal details are inquired about by management to demonstrate their concern for their well-being. In some of the most culturally diverse companies, personnel needs may be accommodated easily.  Even though the workers deal with a wide range of cross-cultural management difficulties honestly and efficiently, the methods may be regarded as very successful. As an example, knowing about different cultures or nations would help the organisation obtain a clearer image and more complete knowledge of the many sorts of clients it would have to deal with any communication gap. This means that the methods for overcoming communication gaps that have been discussed so far should be considered very effective. This covers managers' attitudes and behaviours toward their workers when they interact with them throughout the management process, as well as their approaches to management inside the formal framework of the organisation (Albaum et al., 2010).

For today's leaders, diversity is both a problem and an opportunity that, if managed appropriately, might be critical to their capacity to achieve their objectives. While diversity and inclusion have become trendy buzzwords in the business world, many executives are still struggling to grasp the current meaning of these terms and how they apply to their organisations. When a company's reputation is ruined due to its perceived aggression toward diversity, as happened in the notorious "Bathroom Law" case in North Carolina, the state suffers financially and politically (Villareal, 2016). Today's issue for leadership is that companies are supposed to be diverse, and leaders must discover the correct approach to leading complicated groups of people with highly various sets of values, beliefs, and expectations, without having a complete model that can assist them to accomplish it. There is a lot of "trial and error" in today's leadership (Bigharaz et al.,2010), which may lead to either success or failure for the leader, the company, and/or the stakeholders they are trying to help. A proactive strategy and the usage of the Culturally Aware Leadership Model are needed to identify, create and execute a leadership style that is suitable for each business, industry, employee and customer and the context in which they operate to tackle this issue. 

The InterContinental Hotel Group (IHG) employs approximately 350,000 people in more than 100 locations across the world. (IHG.com, 2022). There are more than 5,000 Holiday Inns around the globe, making IHG one of the world's biggest hotel enterprises. There are 133 Holiday Inn and 124 Holiday Inn Express hotels in the United Kingdom (UK) under the IHG brand. The IHG hotel chain now runs 39 properties in India under four brands, to expand that number to a further 39 over the next two to three years (The Economic Times. Com, 2021). IHG, Holiday Inn India has an organizational culture that promotes professionalism among its employees. No one has to behave in a specific manner. IHG values and honors the uniqueness of each guest. It is done to take advantage of some of the positive openings in the system. The IHG's success is a testament to the importance of creating a diverse and inclusive workplace culture. The Intercontinental Hotels Group's corporate culture was examined, and it was discovered that the corporation has a strong desire for openness and accountability. 

Based on findings from an investigation of the corporate culture and leadership of the IHG, successful companies should avoid taking an excessively cultural approach and instead seek the perfect balance to foster cohesiveness among their employees (IHG.com, 2022). The IHG has built a wide-ranging corporate culture that is deeply embedded and widely accepted by its diversified workforce (IHG.com, 2022). As long as a corporation understands the complex interplay between its underlying assumptions, general principles, and specific operational procedures, it may leverage organizational culture to gain an advantage over its competitors. In a brutally competitive industry, Intercontinental Hotels Group is an excellent example of a corporation with a strong professional attitude that has been able to succeed.

The corporate culture of Holiday Inn India is flexible and diversified, with open communication channels. The competitive advantage for IHG is its ability to recruit and keep diverse staff. The IHG has been able to keep a high degree of information exchange and use workers' talents, abilities, and skills from varied backgrounds because of the open cultural environment. Holiday inn India's management understands the value of its people and strives to supply a positive work environment. Managers are receptive to their workers' needs and do not bully them, which may lead to burnout. Managers in different countries throughout the world are likely to have different leadership styles and behaviors.

Collectivism, paternalism, and dependency are highly prized in India (The Economic Times. com, 2021), a country with a high-power distance culture, where work is considered a duty to the family rather than a means for personal benefit. There are no norms or regulations about performance evaluation in India, unlike in the UK.. An understanding of India's cultural and value orientations is critical for multinational organizations running in India since they have been doing so for ages. As a result of India's cultural diversity and popularity of old-fashioned beliefs, it's best to consider that starting a business in India will present several challenges. 

The concept of leadership is one of the most difficult aspects of adapting existing leadership theories to the contemporary, global corporate context (Saleem, H., 2015). This definition may lead to a plethora of different interpretations. Leadership is largely responsible for defining the vision, encouraging, and guiding the business to accomplish its objectives under this new model being given. Values, expectations, and even communication styles are strongly influenced by a person's cultural background, as several studies have previously proved. (Lanigan, 1978; Hofstede, 2001). Leadership and followers in a varied and dynamic company are expected to understand their roles and duties, as well as make the required modifications at all levels to achieve the ideal balance. Leaders must recognise their cultural features and discover methods to incorporate them into the organization's needs. People are expected to recognise their cultural values as well as the need of finding a middle ground where everyone may meet without compromising their cultural values. That's what a company needs to flourish in today's global environment. 

Miller defines a leader's leadership style as the way he or she interacts and communicates with others under their authority on the job (Miller et al., 2002) This includes the methods used by supervisors and managers to supervise and guide their employees, as well as strategies for getting them to comply with their orders. There are a variety of leadership styles that may be used by leaders in their relationships with their employees (Jeremy Mitonga-Monga, 2012). Democratic, autocratic, and laissez-faire leadership styles may be categorized based on the authority and behaviour of the leader. Delegation of decision-making authority is a hallmark of democratic (participative) leadership (Goodrich,1991). They should be able to maintain effective communication with their team, resolve conflicting issues and encourage their followers to voice their thoughts in a way that is conducive to democratic decision-making.

The autocratic (dictatorial) leadership style, commonly used in most hotel organisations suggests that leaders maintain complete power and authority over their staff and make decisions without consulting them (Goodrich, 1991). Autocratic leadership has a negative effect on the morale of employees. An autocratic leader uses their power to impose their will on others, as well as to exert control over and force their followers to adhere to their instructions. Staff who refuse to cooperate are not tolerated and are always dealt with sternly (Khuong and Khanh, 2016). Authoritarian leaders who delegate tasks and make all the choices are referred to be task focused. There are several drawbacks to autocratic leadership, including stifling employees' creativity and innovation by restricting them from contributing or thinking about work-related issues. Leaders and team members are separated by this leadership style, which has an adverse effect on job satisfaction as well as commitment (Kagwiria, 2016). As a result, this leadership style is considered destructive. In contrast, the advantages of autocratic leadership include expediting tasks, ensuring that subordinates pay attention to the leader, and teaching subordinates to recognise when their behaviour is undesirable (Sorenson, 2000).

Indian organisations are often seen to be authoritarian, with subordinates being strictly watched by their superiors and only a limited amount of engagement permitted. A variety of variables influence managerial status, including forces in superiors, subordinates, and the circumstances. It's not possible that all will dress in the same way. From this perspective, Indian organisations and multinational corporations operating in India may be divided into three categories, each with its own set of characteristics and leadership, such as:
• Traditional businesses run by families
• Organizations in the public sector
• Professionally managed Indian businesses and foreign-owned businesses

Most Indian organisations have a highly centralised organisational structure and an authoritarian mentality. Many private sector organisations, such as IHG Holiday Inn India, which is owned by international corporations, have a high level of involvement or democratic leadership. The reason for this is that multinational corporations bring not just their technology but also work culture that is more tolerant and conducive to the use of current management techniques. Holiday Inn's organisational structure in India and UK exhibits a complete plan that represents the roles and obligations of employees in each position within the company, as well as who they lead and manage and to whom they report. Efficient businesses, like Holiday Inn, have a simple organisational structure in which each employee is informed of his or her duties, responsibilities, rights, and decision-making skills.
Conclusion:

 In conclusion organisation culture, structure and Leadership is seen as crucial factor in the success of the hotel industry. Frontline hotel managers may utilise a variety of classic and current leadership styles to guide their staff. This paper examined the impact of leadership styles on employee creativity and organisational commitment in various hotels, such as Holiday Inn India and the UK. Leadership is often regarded as the most important aspect in fostering employee enthusiasm, innovation, and organisational dedication. Employee behaviour and attitudes in the workplace may be influenced by the leadership style utilised, which in turn drives consumer demand. The conclusion of this study demonstrated that autocratic leadership is the most common type utilised in Holiday Inn hotels in India followed by authoritarian leadership. Both techniques have negative effects on staff performance, work happiness, and motivation, all of which hurt customer service quality. 

Furthermore, authoritarian leadership would demoralise people and make them feel betrayed since their concepts and opinions would be neglected by their leaders. This means that hotel managers should use successful leadership styles such as transformational and democratic leadership to give assistance and contact with their employees. Transformational leadership is often used in the European hotels, such as the IHG Holiday Inn in the United Kingdom. These leadership styles have a favourable impact on staff creativity and organisational commitment. Autocratic leadership, on the other hand, has been shown to have a major negative impact on staff creativity and dedication. If frontline hotel managers want to keep their workers' creativity and devotion, they should emphasise and deploy transformational and/or democratic leadership. Both strategies are based on empowering employees, respecting them, and considering their unique requirements and the transformational and democratic organisational models support staff innovation, creativity, loyalty, and open communication with all subordinates.
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For hospitality managers to remain competitive and successful in today's fast-changing business climate, researchers have underlined the need of being able to recognise talents, knowledge characteristics, and skills (Chung-Herrera et al., 2003, Kay and Moncarz, 2004). I understand that in today's global economy, where competition is high and factors are always changing, it is important for hospitality students, managers, and teachers to know what skills tomorrow's industry leaders will need to be successful.  I consider the attributes required for leadership and which ones I own; I am pleased to state that I possess a number of them. I feel that communication is essential because you cannot lead if you cannot explain your goals. Communication is the exchange of information between individuals. When you employ a communication channel, you're facilitating the exchange of ideas, facts, views, thoughts or feelings with other individuals, both within and outside of your organisation. 
A company's ability to function and achieve its objectives depends on its ability to communicate effectively with all of its constituent parts. It is the fundamental method through which members of an organisation collaborate. A further benefit is that it connects every member of an organisation to each other. My talents are empathy and trying to motivate others to achieve better. I am the first person to pitch in when assistance is required, and I am not afraid to get my hands filthy. My colleagues say they like working with me because I am honest and a team player. I strive to remain cool under pressure and am enthusiastic about what I do. 

As a leader, the vital skill is relationship management, communication, and negotiation. This domain evaluates the hospitality leader's capacity to communicate effectively and concisely with external and internal customers, develop and maintain connections, and engage with people and groups constructively (ACHE, 2020). The capacity of leaders to foster contacts and sustain links with several groups is evaluated. A leader must have excellent public relations skills, cultural awareness, and the ability to explain the organization's vision and goal. As a team leader, I encourage people to take responsibility by offering support, supplying the appropriate tools, and building a vision that involves everyone. I will admit my faults when necessary. I will motivate people to act by my actions and verbal and written words. I will always attempt to push myself and grow as a leader, while also encouraging and mobilising others to do the same.

My strategy is supported by both transformational and transactional leadership theories, and I use both. Transformational leadership is the capacity of a leader to inspire others via their own personal attributes of leadership. A leader's importance in generating new ideas cannot be underestimated (Jyoti & Bhau, 2015). The followers' aspirations for greatness are driven by the Transformational Leadership approach. In contrast to sanctions, storytelling, humour, personal reflection parables, and imagery impact followers in a transformational leadership approach. Transformational leaders believe that this kind of leadership fosters a higher degree of staff engagement and drive. It is a process of engendering higher levels of motivation and commitment among followers. Through a compensation system, high-performing workers are recognised in Transactional leadership (Batista-Taran et al., 2009). Transactional leadership focuses on watching behaviour and exchanging value via a dependent compensation structure in order to motivate people and improve their performance. Transactional leadership appeals to the self interest of followers, it is based on the relationship of mutual dependence and an exchange process of:” I will give you this, if you do that”. 

 After completing the necessary tests, my strengths and weaknesses as a leader are transparent, and I had to become more open-minded. My action plan is detailed, doable, and quantifiable in order to meet my future leadership objectives. As a leader, I will utilise my plan to help me achieve my long-term objectives, and I'll monitor my development using the detailed plan shown here. The culture and learning experiences of the people are often emphasised in transformational leadership. A further objective shared by all leaders is to "change the values and priorities of followers and motivate them to perform beyond their expectations" (Avolio, 2011). When I moved to the UK, I worked as a team leader at a McDonald's restaurant. To motivate my team, I shared stories from my own life. I worked at a restaurant for a few months. In the restaurant, I learned a lot of academic things about customer service, hospitality, communication, and how to work well in a team. I think my strengths are that I work well with others, have good customer service skills, and am flexible enough to do whatever they ask of me.

When I worked in the hotel sector in India, I saw the top managers' strong hierarchical behaviours. I had some experience with hierarchical attitudes that affected me, since when the top managers or leaders worked with me, I couldn't feel free to work, I was constantly under pressure, and I felt like someone was always monitoring me. Even during breaks, the staff receives neither rest nor respect. India is the world's most hierarchical society, which undoubtedly influences its management style. It is essential for there to be a boss and for the manager to behave like a boss. The job of manager requires a certain level of role-playing on the part of the manager and a certain amount of deference from his subordinates. The manager is not expected to conduct 'minimal' things such as preparing coffee for everyone or rearranging seats during meetings. 

Throughout the globe, leadership is connected with power and prestige because of its disproportionate impact. As a result, the distribution of power and prestige in society is clearly related to the function of leadership (Bhagat & Hofstede, 2002). Society's power gap is also linked to a leader's ability to motivate others. High (rather than low) power distance cultures, for example, discourage their subordinates from challenging their bosses and scared of voicing disagreement with their bosses (Adsit et al., 1997). Subordinate expectations and preferences for leadership e.g., in cultures with higher power distance, individuals desire and anticipate more direction from their leaders, as well as accepted or normal patterns of leader conduct are influenced by power distance e.g., autocratic leadership is more acceptable and effective in high power distance societies like India.

Working at a hotel demands a lot of motivation since there are numerous activities that must be completed on time and that are vital, such as delighting the client, arriving on time, being completely prepared, and smiling even if you are having a bad day. At first, I struggled to understand how the system worked since it was a little confusing. Answering the phone was the most difficult one for me, when I started, because working in such a profession is crucial, and consumers always want you to have the precise correct response to their query. I recall the owner of the hotel calling the restaurant and inquiring about the manager, but I couldn't recognise his voice, which irritated my boss. The most essential thing my supervisor taught me was to recognise the boss's and top managers' voices since they don't like it when we ask them "may know who is speaking." Communication and motivation, I discovered, are critical for transformative leadership techniques. The leader offers "influence, inspiring motivation, intellectual stimulation, and personalised attention" under the transformational leadership paradigm (Chon & Zoltan, 2019). The self-evaluation of my conflict, power, and leadership styles demonstrates that I am capable of successful cooperation that meets the objectives required to complete the recognised mission and the success of my workplace or team. 

Since I lived far away from the hotel and had other responsibilities, it was hard for me to get there on time, but I always did. Sometimes I even got there 10 minutes early, which made me feel good about myself and showed how responsible I had been from the beginning. Time management is the key to being a good host. I am always striving to make better use of my time since I believe time management is a crucial asset in the hospitality sector. Time management is the process of organising and matching my duties and goals into a timetable. It assists me in completing activities and meeting targets on time by allocating assignments and establishing completion dates. After spending a lot of time watching what my boss did and asking a lot of questions, I was able to move on to the next step and do simple things like walk guests to their destination, take their complaints, and transfer their calls. Rotating through four different departments was a great way to see how each system works and how each manager has his own way of running the team. After working hard and doing my best to meet the expectations of my managers and co-workers, I got the comments and grades I was hoping for. Being responsible, following the rules, looking nice, making friends, and working hard were the things that helped me do so well. At first, it wasn't easy because it was my first time, but the help I got from staff and management was a big push that helped me reach my goals. During the time of training and as an employee in Holiday Inn India, two of my main goals were to learn how to do new things on my own and to solve problems in a calm, logical way. Working in this field means dealing with people from all over the world, who all think and act in different ways. I was afraid I wouldn't be able to do it, but I did. Leadership style also affects how well employees do their jobs (Skakon et al., 2010). 

Leaders sometimes have to make quick decisions. So, if something goes wrong, executives should be able to fix it quickly (Dixon et al., 2016). I learned that leaders and ideas about leadership are important for both private and public organisations to move forward. Leaders have to adapt and act more quickly than ever before because the world in which they do business is changing so quickly. Today, they have to change without a clear set of rules to help them figure out and use the right styles for their organisations. This is because those rules haven't been made clear until now.
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