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INTERCULTURAL COMPETENCE REPORT
As the newly appointed General Manager of the 5-star Multicultural Hotel & Spa in London England, with the company's headquarters in Germany, I paid a visit to the Brenners Park Hotel & Spa, Germany, a hotel chain, to become acquainted with the business's operations; brand standards; and culture. During my visit, I observed some noteworthy differences between Germany and England particularly in terms of societal norms, traditions, and culture. 

[bookmark: _Toc166023312]Key Differences Between London and Germany
Cultural diversity and population composition are two noticeable key differences between both regions. London, as a world city, has a very mixed population, made up of people from all ethnicities, origins and cultures living in the global metropolis. The multicultural mixture of Germany's industrial legacy and immigration patterns could be the reason that the city's culture is a little different, although it is equal in diversity. The effectiveness of the management and the inclusion of the workers with different backgrounds into the Multicultural Hotel & Spa in London strongly depends on the awareness and respect of the cultural diversity of both places (Christiansen et al., 2020).
 England is a country that is synonymous with its long history, multi-ethnic population and a society that is strongly attached to the formal ways. It has its own culture that promotes personal self-realization and independence. However, the country is also likely to represent communalist ideas, such as loyalty to a single group and group cohesion, because of its unique environment. It is this difference in cultural orientation that finds itself in social interactions, process of decision making, and communication, among other key aspects of daily life. Besides, the national culture and etiquette most likely will vary between England and Germany. It may happen that two countries are practising the same behaviour such as sipping tea and treating each other respectfully, but there may be minor differences in the social etiquette, communication methods, and business processes. In order to have a seamless communication between staff and customers I must define and make adjustments to these details. 

[bookmark: _Toc166023313]The GLOBE Project’s Culture and Leadership
The GLOBE Project has revealed certain cultural components that are able to determine the organizational practices and the leadership style (Javidan et al., 2016). These features are grouped into six types. These are power distance, avoidance of ambiguity, in-group and institutional collectivism, performance orientation, and compassionate orientation. Due to the long-standing tradition of individualism, the English might give a bigger importance to self-fulfillment, freedom and autonomy, whether it is in their personal or professional life. In Germany collectivism may prevail, as the sense of community and strong group spirit is characteristic for the national identity, while the values of devotion and consensus are basic for the society structure. England’s leadership styles are more likely to fall under the category of participative or democratic leadership in which the team members are allowed to play a role in making decisions and to provide feedback to all the stakeholders (Moran & Abramson, 2017). 
Germany could be more inclined towards managerial styles characterized by more formal or paternalistic leadership, where bosses give orders and guidance. This is so because Germany could prioritize hierarchy and authorities. Nevertheless, intercultural leadership in the hospitality business is not without its challenges as it involves cultural difference and leadership styles' conflicts (Northouse, 2012). I am heading up an international team of employees made up of Germans and the English. This means that I need to be delicate, culturally aware and a good communicator. Furthermore, two major traits highlight the importance of group loyalty, and cohesion in organisational contexts: collective institutionalism, and in-group collectivism (Deresky, 2016). 
While England may be likely to have a more individualistic approach, and reward based on merit, the chosen country may be more communal, with the group goals being prioritized, over the individual ones, which may help employees to feel more friendly, and like a family. The potential differences between England and the chosen nation with regards to performance orientation; and humane orientation, which are the two values that show a society's respect to achievement. and compassion, are noteworthy (Maheshkar & Sharma, 1 C.E.). 


[bookmark: _Toc166023314]Challenges of Intercultural Leadership in the Hospitality Industry
Intercultural leadership in the hospitality industry, is the act of successfully leading diverse groups of workers, recognizing and valuing the cultural backgrounds of customers and creating a welcoming environment, that meets the needs of the global customers. 
· Effective communication is one of the most difficult challenges, that multicultural executives confront in the hospitality sector. The understanding of a language is not enough for successful communication, we also have to be aware of cultural expressions, non-verbal cues and communication styles. In order to fulfill respectful and honest relationships with both workers and tourists, authorities should pay attention to communicative gaps, cultural peculiarities, and misinterpretations (Ulmer et al., 2010). 
· The issue of managing cultural diversity in the workplace is another challenge. Cultural diversity is a common characteristic of hospitality teams as people from diverse cultures and different backgrounds work together in one team. Each of them perhaps has different ideas about the world, beliefs and communication styles (Martin, 2014). 
· Additionally, another important challenge regarding intercultural leadership in hospitality industry is to personalize visits and services to the different cultural groups with different needs and expectations. Leaders should, therefore, ensure that their employees are properly trained to serve visitors with cultural competence and respect for their religious beliefs, dietary requirements, and individual preferences. Moreover, hospitality industry executives may encounter challenges relating to a uniformity in service delivery as well as the cultural variations that must be considered. Reconciling the need for uniform policies and procedures with the flexibility to accommodate the different needs of multiple visitors necessitates robust leadership, clear communication, and profound culture knowledge (Walker, 2021). 
An effective communication can become an issue of concern while leading a multicultural team. Disparities in communication modality, language, and non-verbal cues may be a source of miscommunication or misinterpretations among the colleagues (Sharma, 2016). Employees used to collective style of work in England, for instance, may find Germany’s directive communication style as overtly authoritarian or aggressive. In addition, an intercultural team might have various difficulties related to the work behavior, values, and the expectations which are different from the others. While employees in England may be more concerned with freedom and work-life balance than those in Germany who are more focused on cooperation, commitment, and loyalty to the company, the bottom line is that the social norms in a particular country can greatly impact the values of a workforce (Nedelko & Brzozowski, 2019).  
Achieving the balance between these opposing views and objectives can be done through the use of the right leadership techniques and understanding the cultural differences in a sophisticated manner. Besides, conflicts may be triggered by diverging attitudes towards power, hierarchy, and decision-making procedures. Workers who are native English speakers will have a tendency to oppose or disagree with hierarchical structures preferring to have a flatter organizational structure and more inclusive decision-making processes. However, the German workers would address the authority figures directly and the conflict could arise due to the different leadership dynamics. 
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