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[bookmark: _Toc168473512]Executive Summary
This report analyses potential cultural differences and challenges in managing an intercultural hospitality team between England and Germany. Using the GLOBE Project's culture and leadership dimensions, it highlights key differences between the two countries and discusses strategies for effective intercultural leadership in the hospitality industry. The report recommends training on cultural awareness, adopting a flexible leadership style, establishing clear communication protocols, and fostering an inclusive organisational culture.
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[bookmark: _Toc168473513]1. Introduction
As the newly appointed General Manager of the Multicultural Hotel & Spa in London, I recently visited our company's branch hotel in Germany to learn about operations and brand standards. With some German employees set to join the London team, it is critical to understand potential cultural differences and adopt strategies for effective intercultural leadership. This report outlines key cultural differences between England and Germany, analyses the two countries using the GLOBE Project dimensions, and discusses challenges and recommendations for successfully leading a multicultural team.
[bookmark: _Toc168473514]2. Cultural Differences between England and Germany
Power distance refers to the extent to which less powerful members of organisations accept unequal power distribution (Hofstede Insights, n.d.). Germany has a lower power distance than England, with flatter organisational hierarchies and a greater expectation for consultation in decision-making (Hofstede Insights, n.d.). German employees may expect more autonomy and input compared to the more hierarchical norms in England.
Individualism vs. Collectivism: Individualism describes loosely-knit social frameworks where people are expected to take care of themselves, while collectivism involves tightly-integrated relationships and in-group loyalty (Hofstede Insights, n.d.). Both Germany and England are individualistic, but Germany is slightly less so. German employees may place somewhat more emphasis on team cohesion and group goals compared to British employees.
Uncertainty avoidance is the degree to which people feel threatened by ambiguous situations and have created beliefs and institutions to avoid them (Hofstede Insights, n.d.). Germany has higher uncertainty avoidance than England, with a greater preference for planning, rules, and risk mitigation. German team members may be less comfortable with ambiguity and last-minute changes compared to their British counterparts.
Masculinity vs. Femininity: In masculine societies, high attributes are put on things like achievement, assertiveness and material rewards; conversely, in feminine societies, high attributes are put on aspects such as cooperation, modesty, caring, and the quality of life (Hofstede Insights, n.d.). While Germany can be seen as a masculine society, the UK is feminine. Thus, German workers are likely to be slightly more competitive, achievement-oriented, and striving for success, while the British team would put a value on work-life balance and harmony in interpersonal relationships.
Long-Term vs. Short-Term Orientation: Long-term orientation refers to future-minded pragmatism; short-term orientation refers to past/present-mindedness and the respect for tradition (Hofstede Insights, n.d.). Germany is rated as one of the highest long-term-oriented countries; the UK has one of the most balanced orientations. Germans tend to be thrifty and persevering, while Brits may place more stock in quick results.
[bookmark: _Toc168473515]3. GLOBE Project Analysis
The GLOBE Project studied 62 societies to understand how cultural values influence leadership and organisational practices (House et al., 2004). Analysing the most relevant GLOBE dimensions provides further insight into potential differences between British and German team members.
Assertiveness is the degree to which people are assertive, confrontational and aggressive in relationships. Germany and England have similarly moderate scores on assertiveness (House et al., 2004). However, German communication tends to be very direct, while the British often use indirect, polite language (Lewis, 2018). Managers should be aware of these differing communication styles.
Future orientation is the extent to which people engage in future-oriented behaviours like planning and investing (House et al., 2004). Germany scores higher than England on future orientation (House et al., 2004). The German team members may have a greater preference for detailed planning and may be more willing to delay gratification in pursuit of long-term goals. British employees may focus more on short-term objectives.
Performance orientation reflects the degree to which innovation, high standards and performance improvement are encouraged and rewarded. Both Germany and England are high on performance orientation relative to other countries, with Germany scoring slightly higher (House et al., 2004). Both groups are likely to be achievement-driven, but this may be even more pronounced among German employees.
Humane orientation is the extent to which people encourage and reward fairness, altruism and generosity. The UK scores much higher than Germany on humane orientation (House et al., 2004). British team members may place greater emphasis on empathy, compassion and support for others compared to German employees. Managers should strive to create a caring environment while understanding Germans may be less overtly expressive.
[bookmark: _Toc168473516]4. Challenges of Intercultural Leadership in Hospitality
Communication barriers
Language barriers and differing communication styles can lead to misunderstandings. Germans are very direct communicators who separate work and personal life, while Brits tend to use polite, indirect language and build personal relationships at work (Lewis, 2018). If a German employee gives blunt feedback, British staff may perceive it as rude. Conversely, Germans may find British communication evasive. Leaders must help team members understand these differing norms.
Differing work styles and expectations
Based on the cultural analysis, German employees may have a more structured, long-term focused work style with an emphasis on planning and adherence to rules. British team members may be more comfortable with ambiguity and changing priorities. These differences could lead to frustration, so managers must set clear expectations while allowing for some individual flexibility.
Balancing global brand standards and local norms
As a global hotel chain, the company must maintain consistent global brand standards while adapting to local employee and customer expectations. In Germany, providing clear rules, processes, and job duties will be important. In the UK, team members may expect more autonomy. Leaders must find a balance and clearly communicate non-negotiable standards while localising policies when possible.
[bookmark: _Toc168473517]5. Conclusion
Effective management of a multicultural British-German team requires an understanding of the key differences in cultural values, practices, and communication styles. Team members from Germany may feel more comfortable working in a structured environment, focusing on long-term activity, and using direct communication. British employees may prefer a more flexible, relationship-oriented environment. Nevertheless, both groups share an emphasis on performance and achievement. With cultural awareness, adaptability, and effective communication, the company can harness the benefits of diversity and successfully integrate German employees into the London team.
[bookmark: _Toc168473518]6. Recommendations
To effectively lead the intercultural team, several strategies are recommended. First, intercultural competence training for all team members to build awareness, empathy, and communication skills is critical. Consequently, the managers need to be flexible with their leadership style as appropriate for the needs and cultural norms of the employees. More structured work plans for the German team members and the British employees being granted more autonomy can suit the differences. Finally, managers must model and foster an inclusive organisational culture that values diversity. These are the recommendations that the Multicultural Hotel & Spa should undertake to steer through the challenge and succeed from the intercultural team.
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