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Executive Summary
Some of the major distinctions between English and Qatari culture revolve around individualism versus collectivism, the tolerance of power distance and attitudes to change. GLOBE analysis presented these differences in different dimensions. The possible problems in cross-cultural hotel leadership that may emerge are communication standards, the way staff view authority and the level of orientation towards innovation. Possible solutions are diverse cross-cultural trainings for managers, relationship building between the leaders and Qatari staff, and reducing uncertainty by giving proper protocols, reassurances and emphasizing continuity along with any change initiatives. Adaptability of leadership approaches would be a prerequisite for harmony in teams.
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[bookmark: _Toc159584226]1. Introduction
The objective of this report is to make an analysis of culture which is important for the successful leading of the branch chain of Inclusivity Hotel. The opening of the London branch in 2024 and Qatari employees hired under the talent exchange program necessitates understanding of the differences between the English and Arab cultures. The report intends to enumerate the core norms in each nation, employ the GLOBE model to highlight major contrasts, examine the desired issues of intercultural leadership in hotels, and provide practical advice on how to bridge gaps. Developing this cultural awareness will be the basis for the management to channel diverse talents seamlessly for coordination and achievement.
[bookmark: _Toc159584227]2. Cultural Overview
[bookmark: _Toc159584228]2.1 England
English culture puts much emphasis on the virtues of decency, humility, courage and wittiness. Family life and the home are considered the private realm and a source of sustenance. When it comes to cultural norms, the British are known to be polite and reserved, with respect to knowing the good manners and not letting emotions to show, particularly in a public setting (Fuller, 2015). It is expected that there is queuing and waiting for one’s turn. Punctuality is something that the English also value a lot not only in work but also in social events. In terms of values, individualism has grown and people concentrate on their own lives and families. Equality, tolerance, openness to diversity and impartiality in rules and processes must also be secured. The culture inclines to the pragmatic and empirical approach. In the business realm, there is less weight on titles and hierarchy in comparison to other cultures (House, 2014). 
[bookmark: _Toc159584229]2.2 Qatar
Qatar is a high-income Country in the Middle East, it has gone through economic and social transformation that was much rapid since oil and gas exports brought about its wealth recently. Qatari culture is traditional, conservative, and these values lay great stress on Islamic values. Family, community and social connections are the most vital as collectivist thinking appreciates unity, consensus and peace. Social behavior illustrates respect to the older ones and for authority figures (Peterson, 2016).
Rather than the English reserve, the Qataris are warmer, more emotional and welcoming. The way of welcoming is very generous and hospitality is honored. Rules and a timetable are considered more lenient so that they can meet the needs of people. Although English culture associates time and transparency with punctuality and one-dimensional thinking, Qataris consider time and privacy as more subjective and multidimensional (Hammond, 2019). It is the status, titles and social connections that dictate how business is done and, the majority of the time, people tend to make decisions based on intuition rather than consensus. In contrast to contracts, relationships and trust are the ones that take a place of the professional interactions.
[bookmark: _Toc159584230]3. GLOBE Analysis
GLOBE study defines national cultures based on 9 dimensions, relying on detailed research of leader's attributes and behaviors among societies. Among others, the dimensions of Power Distance, In-group Collectivism, and Uncertainty Avoidance demonstrate the highest disparity between the English and the Qatari cultures.
The UK is lower on the Power Distance scale than Qatar (35 vs 80), and it is more easy for the citizens to question authority in the UK and it is a place where hierarchical positions are respected in Qatar. Interestingly, Qatar surpasses on the In-group Collectivism score (90 vs 89) which represents the close social relationships within the family and social circles as opposed to individualism. Lastly, England received a Uncertainty Avoidance score of 51, while Qatar got 68, putting the UK on the higher side of tolerance for ambiguity and openness to risky changes versus the Qataris liking for in-depth planning and having clear rules to manage uncertainty (Stankov, 2022).
These variations entail huge consequences of a British team leader managing a mixed group of players. Transitioning from consensus-based democracy to more authoritative decision-making, creating personal relationships and company loyalty instead of expecting task-based transactions and providing more context before making a change are some of the adaptive behaviors that could be employed to cope with cultural differences. 
[bookmark: _Toc159584231]4. Challenges for Intercultural Leadership
While there are cultural differences in power distance and individualism within the team, which is composed of the English hotel staff as well as the Qatari ones, there could be some issues in this blended team.
In the first place, the managerial style of the English that is flatter and participative may be seen as too soft or as an infringement on authority by Qataris who prefer the traditional hierarchy and centralized decisions from their leaders. On the other hand, close connection-building and relationship-based leadership may find itself at odds with Anglo-Saxon task orientation. For instance, the General Manager approaching the staff with a genuine smile and asking about the family sounds very pleasant to Qataris, whereas the approach of the English members that are much more reserved may be perceived as intrusive if they are not used to mixing professional and private realms (Deresky, 2020).
In addition, for a manager to deviate from the plan and introduce changes without a lot of preparation is more acceptable in English. On the other hand, Qatari people may need more concrete detail and confidence building when change comes as a result of innovations which disrupts the status quo. By way of example, poor guidance on the introduction of a new digitalized check-in system might cause anxiety even though it stems from a good intention to perform an upgrade of the technology (Hoftede, 2019). Herein lies the need for a sensitive leadership, which can freely change behaviour across the spectrum of power distance and individualism-collectivism. 
[bookmark: _Toc159584232]5. Recommendations
The recommendations are as follows:
1. Mandatory cross-cultural awareness training to be conducted for all leaders to increase their understanding of the Qatari cultural norms which contrasts with the English orientation in power distance, collectivism, and acceptance of ambiguity. Change communication and leadership style.
2. Establish a healthy relationship and trust between the English managers and the Qatari employees through one-on-one meetings, inquiry about members of the employees' family, and fostering connections among employees that are beyond the scope of doing tasks.
3. Manage doubt avoidance through provision of exhaustive Standard Operating Procedures and explaining changes such as technology upgrades in thorough detail during orientation, and spearheading with reassurance rather than assuming acceptance of risk when innovating (Browning, 2012).
The setting of these strategies is the strategic management that is fine-tuned, specific and practical. The main tool is the adaptive leadership, relationship building and communication skills that help to overcome the cultural differences. A combination of the flexible features of both national leadership approaches will provide managers with a way to unite all forces.
[bookmark: _Toc159584233]6. Conclusion
In conclusion, this report highlights much difference in power distance and uncertainty avoidance between British and Qatari cultures. The multinational hotel team members getting involved may lead to conflicting expectations around authority structures, communication protocols and change management. Cross-cultural training through targeted efforts, and leadership strategy that is adaptive to both culture needs, and relationship-building is key in uniting talent. 
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Figure: Illustration of country scores
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Below are visualizations showing culture and
leadership data collected for England.

Culture Visualization
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Leadership Visualization

Leadership Scores for Outstanding Leadership in England
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