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Executive Summary
The Anglo cluster is England and the Germanic Europe Cluster is Germany shows the difference in culture which is self-driven compared to communal well-being. Customs such as punctuality compared to directness and values such as discipline compared to innovation. The flexible business culture of England is different from Germany’s systematic and formal approach. Intercultural leadership in the UK hospitality sector faces significant challenges that include communication obstacles, cultural sensitivity, and managing large teams. Leaders should navigate linguistic differences, varying cultural standards, and different work ethics to make sure to have an effective service delivery. Balancing personalised service with cultural customisation and making sure of compliance with large and inclusive laws are important.  Effective training and growth programs are important but resource-intensive. Knowing these challenges requires a deep comprehension of cultural dynamics and devotion to inclusivity and developing employee satisfaction and guest experiences that run the success in the hospitality industry. 
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[bookmark: _Toc167409147]Introduction 
The following report emphasises the key differences between England and Germany. Furthermore, a comparison and analysis of England and Germany will be conducted using the GLOBE project’s study of culture and leadership. It will also explore the challenges of intercultural leadership in the hospitality industry.  


[bookmark: _Toc167409148]Various points of differences between England and Germany
As per the Globe Project, the Anglo cluster which includes England and the Germanic Europe Cluster which is Germany have some similarities in their culture and also some significant differences. England mainly focuses on self-direction in which a person’s independence and achievements are valued very highly (Vecchione and Schwartz, 2022). Conversely, Germany also values the achievements of an individual but they have a strong focus on communal well-being that reflects a more collective orientation.
The customs in England revolve around politeness and etiquette. For instance, the people of England show notable importance in punctuality, queuing and manners. The social interaction of England is formal. The most important traditional custom in England is afternoon tea it is also one of the essential parts of the culture of England (Bohne, 2021). Germany is well known for its efficiency and accuracy. In Germany being punctual is one of the important aspects and to bate is considered disrespectful. Germany believes in direct communication, honesty and valuing sincerity. The traditional customs of Germany include Oktoberfest which is a famous festival of beer and the market of Christmas which is rooted in the culture of Germany (Hartzenberg, 2021).
Values like innovation, diversity and tolerance are paramount in England. The people of England value an approach of fair play in their personal lives as well as business (Maheshkar and Sharma, 2018). They also have a vigorous focus on the rights of individuals and privacy. Conversely, the values of Germany are distinguished through order, discipline and inclusiveness. Additionally, their excellence and quality in their work are priced very high and they also have a very strong dedication to the sustainability of the environment. Furthermore, compliance with the rules and regulations and the responsibility of society are the most important values of Germany.       
The business culture of England is adaptive and flexible (Christiansen et al., 2020). They have a strong focus on building relationships and the meetings are not so formal. Additionally, the making of decisions is inclusive and collaborative. Conversely, the business practices of Germany are formal. The hierarchy is very clear and the approach to management is systematic.  They have very organised meetings and all the decisions are based on planning and analysis. Additionally, they emphasise maintaining standards and responsibility.
[bookmark: _Toc167409149]Using Globe Project’s culture and leadership style as a reference to distinguish between England and Germany
The Globe Project study on culture and leadership gives valuable perception of the social norms and values that impact organisational practises and leadership styles (Akanji et al., 2020). England is part of the Anglo cluster that places a high reinforcement on performance orientation and values efficient and high-quality services (Guthrie, 2021). The large future orientation in England aims a preference for long-term planning and reliability and moderate uncertainty avoidance indicating some forbearance for agility and innovation in the service delivery (Schaede, 2020). 
Germany's high-performance focus emphasises efficiency and service. However, it emphasises collectivism and group harmony and social cohesion, which may require more tailored services to ensure consistency (Brossoie et al., 2022). Clear and transparent communication may appeal to German guests' high conclusion rate. Germany's future-focused planning and consistency provide a reliable service like England's (Jurgilevich, 2021). Germany's high uncertainty avoidance suggests a preference for ordered and predictable landscapes with services that closely follow founding rules and processes. 
Comparatively, both cultures prioritise high performance and future orientation. Germany’s collectivist values and higher uncertainty avoidance in comparison with Engaland’s individualism and moderate assertiveness. The hotel in London should balance customised and efficient services for English guests with a framework that personalises services for Geman guests to make sure they have high satisfaction around the larger business (Selmi et al., 2024). 
[bookmark: _Toc167409150]Analysing the various problems within the hospitality industry in terms of managing intercultural leadership
Intercultural leadership in the hospitality industry poses a unique challenge specifically in multicultural settings like the Multicultural Hotel & Spa in London. One of the prominent challenges is communication which can lead to misunderstanding and ineffective collaborations because of differences in language proficiency and communication styles (Sarwar et al., 2020). For instance, the culture of Germany and England has diverse standards such as being direct in communication which leads to misunderstanding in the members of the team. Additionally, another obstruction is the differences in the culture of leadership and making of decision styles. The culture of England follows individualism and independence on the other hand Germany follows hierarchy and agreement buildings (ABYABA and ACHIBANE, 2023). Furthermore, looking after this different approach of leadership may be challenging. For instance,  the process of decision-making may take a bit longer in teams that consist of employees from England and Germany due to the default in reference to independence and agreement. The difference in culture in the preference of work and practices may tend to conflicts in the standards and assumptions of performance (Saleem et al., 2020). 
For example, the employees of the UK prioritise the idea of having a work-life balance while the German employees focus more on increasing productivity as well as efficiency. Thus, maintaining a perfect balance in order to aid the development of a coherent as well as high-performing team would require a substantial amount of adaptability and sensitivity. Cultural differences in the perception of authority and feedback would result in the development of tension within the working of a team (Brett et al., 2020). The UK employees may be more dispassionate towards the leadership approach while German employees would be looking towards the seniors for directions and structural feedback (Collins et al., 2023). Thus, such expectations as well as effective form of leadership are very crucial in order to maintain utmost cohesion and collaborative working. 


[bookmark: _Toc167409151]Conclusion 
This report has explored the main differences between England and Germany based on their values, culture, tradition and business practices. Furthermore, analysis and comparison have been done between England and Germany using the study of culture and leadership of the GLOBE project. This report has also explored various challenges of intercultural leadership in the hospitality industry. 
[bookmark: _Toc167409152]Recommendations 
In order to enhance the experience and satisfaction of the guests, the London hotel must use tailored procedures and services that could resonate with and address the needs of German guests. In doing so, it must properly balance the preferences of English customers as well as German guests like their preferences for consistent and structured experiences. The hotel should also emphasise clearer communication, flexibility, and planning to make sure culturally sensitive and high-quality guest experiences are offered to both groups.
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