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Executive Summary:

1. Introduction:

As the Assistant General Manager of Inclusivity Hotel & Spa in London, integrating German employees
necessitates understanding the cultural contrasts between England and Germany. Effective integration relies on
embracing cultural diversity, fostering mutual respect, and enhancing operational excellence for unparalleled

guest experiences.

2. Culture Overview: England vs. Germany:
England values politeness, pragmatism, and individual autonomy, favouring indirect communication.
Conversely, Germany prioritizes precision, efficiency, and directness, rooted in its history of order and

discipline.

3. GLOBE Project/Country Analysis:
The GLOBE Project reveals distinct cultural dimensions between England and Germany. While England fosters
collaboration and innovation, Germany values hierarchy and conformity, necessitating inclusive leadership to

build trust within the organization.

4. Challenges of Intercultural Leadership:
Integrating German employees poses challenges in communication, decision-making, and conflict resolution.
Overcoming these hurdles demands embracing cultural diversity, fostering open communication, and promoting

inclusivity and respect within the organization.

In summary, by acknowledging and addressing cultural disparities, Inclusivity Hotel & Spa can cultivate a

harmonious work environment, driving innovation and growth in the hospitality industry.
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Introduction:

As the Assistant General Manager newly appointed to oversee operations at Inclusivity Hotel & Spa, I am
tasked with facilitating the smooth integration of German employees into our London-based establishment.
Given the different cultural backgrounds and customs within our teams, understanding the nuances between
England and Germany is necessary and strategically essential (Javidan & Dastmalchian, 2009). A
comprehensive understanding of the conflicting communication methods, social norms, and leadership

paradigms of each country is essential for effective integration.



Culture Overview: England vs. Germany:

According to Hofstede (2010), the United Kingdom and Germany, although separated geographically from each
other within Europe, have distinct cultural norms, social traditions, and historical legacies that shape the
structure of their respective societies. Britain's cultural legacy is rooted in civility, practicality, and a strong
commitment to individual independence (Mullins & Dossor, 2013). The English communication style often
favours indirection, nuanced language, and subtle cues, reflecting a social ethos that values diplomacy, tact, and

understatement.

In comparison, in Germany, everything is a product of precision, efficiency, and attention to detail (Hofstede,
2003). Hard work and innovation have been the cornerstones of German culture, which has always emphasised
punctuality in all tasks, reliability, and following established procedures. Hofstede's framework (2010) provides
valuable insights into cultural nuances, which are essential for developing effective cross-cultural training
programs. This underlines the importance of fair, clear, and honest communication in personal interactions and

the cultural need for good, clear, and results-oriented information.

Beyond social norms, the cultural divide between Britain and Germany also extends to other societal structures
such as governance, education, and civic engagement (Maznevski et al., 2001). The democratic principles of
England prioritize individual freedom, civil liberties, and participatory governance while also fostering a
dynamic atmosphere of democratic discourse, civic engagement, or social action. Mutual benefit,
understanding, and cooperation are the foundations of Germany's federalism. Erdman's analysis (2018) of

Hofstede's cultural dimensions sheds light on the complexities of cross-cultural interactions.

The cultural bond between Britain and Germany exemplifies the richness and variety of human experience,
emphasizing the profound influence of history, geography, and collective memory on national identity and
cultural practices (Trompenaars & Hampden, 2014). Cultural diversity is a complex issue that can be resolved
through intercultural communication, cultural exchange, and multidisciplinary approaches to foster the presence
of diverse perspectives. This emphasis is on how these cultures intersect and inspire innovation by boosting

collaboration and ensuring long-lasting development in an increasingly connected world.



GLOBE Project/Country Analysis:

The GLOBE Project offers invaluable insights into the cultural dimensions and leadership practices that
distinguish England and Germany (Javidan et al., 2006). England promotes a climate that is favourable to
cooperation, creativity, and innovation because of its comparatively low power distance and uncertainty
avoidance. Germany exhibits a higher institutional level of collectivism and uncertainty avoidance, reflecting

culturally structured hierarchies through adherence to rules and risk aversion.

Thanks to these subtle actions, one can promote social cooperation, encourage participation in diverse
leadership styles, and foster a culture of trust and respect for others within the organisation (Globe Project,
2020). This approach fosters the exchange of ideas and mutual understanding. The GLOBE project can identify
similarities and differences between English and German cultures, improve your ability to manage

cross-cultural interactions and provide insights for building a positive work environment.

England's adaptability resonates with its relatively low scores in power distance and uncertainty avoidance,
fostering a culture that values autonomy, flexibility, and open communication (Hofstede, 2003). The cultural
norms in Germany exhibit a greater emphasis on institutional collectivism and uncertainty avoidance, with a
heightened emphasis on structure, conformity to international normative standards, and observance of

established protocols (Globe Project, 2020).

To ensure compliance with cultural diversity, everyone must adapt their leadership approaches and
communication strategies, as well as organisational requirements, to team members from other cultures
(Javidan et al., 2009). Cultural diversity can be a source of strength, innovation, talent, and perspectives for
employees to drive organisational excellence and foster collaborative performance to succeed in international

markets (Globe Project, 2020).



Challenges of Intercultural Leadership in the Hospitality Industry:

London hotels face numerous challenges in integrating German employees, particularly cultural differences in
communication methods and decision-making processes (Black & Mendenhall, 1990). There are different
approaches to leadership and teamwork in the UK and Germany, leading to misunderstandings, friction, and
resistance to change within organizational structures. Schein and Schein (2016) emphasize the significance of

organizational culture in shaping leadership practices

Interpersonal confusion can arise from differences in communication practices, such as the German preference
for openness and the UK's softer approach. These norms are often contradictory. Moreover, discrepancies in
power structure and authority expectations can result in conflicts over resources and teamwork (Mullins &

Dossor, 2013).

The difficulty in resolving conflicts arises from cultural differences, which can cause disputes and strains to
escalate. While Germany favours confrontation, Britain prefers an indirect approach to diplomatic engagement

in interpersonal situations (Hofstede, 2003).

Successful cross-cultural leadership includes surmounting these barriers, fostering mutual understanding among
individuals of different backgrounds, and using their differences to drive innovation and growth in the hotel
sector (Taylor, 2022). The implementation of cultural sensitivity, communication, and inclusion practices in
organisations can lead to the creation of a positive environment that fosters teamwork across diverse cultures.
This is particularly effective where cross-cultural issues are involved. By creating a favourable environment,

individuals can offer their perspectives on the world.



Recommendation:

To effectively integrate German employees into the Inclusivity Hotel & Spa's London branch, we recommend
implementing a comprehensive cross-cultural training program (Dogru, 2019). A more comprehensive program
should address the cultural differences between Britain and Germany, with a focus on improving
comprehension and appreciation of communication methods, decision-making processes, and leadership
paradigms. It is important for training to be interactive, tailored to meet the needs of employees and promote
mutual respect across cultures. In addition, creating channels for communication and forums for open dialogue

helps to share ideas and foster collaboration across team members from diverse backgrounds (Dogru, 2019).

Conclusion:

The cultural contrasts between Britain and Germany present opportunities and challenges for inclusive hotels
and spas. The use of cross-cultural training and communication strategies can help organizations achieve a
work environment that is inclusive and welcoming to employees across various cultures. Promoting cultural
diversity not only fosters teamwork and innovation but also strengthens a company's competitive advantage in
the hospitality industry (Taylor, 2022). Through continued efforts to promote cultural understanding and
collaboration, Inclusive Hotels & Spas can build a strong foundation for sustainable growth and success in the

global marketplace.
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Leadership Visualization

Leadership Scores for Outstanding Leadership in Germany
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Culture Visualization

Cultural Practices and Values in Germany
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Leadership Visualization

Leadership Scores for Outstanding Leadership in England
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Culture Visualization

Cultural Practices and Values in England
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