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Executive summary

This report examines cultural and leadership dynamics between teams in England and Germany, based on insights from a visit to the Hamburg branch of the Multicultural hotel company. The objective is to identify significant cultural differences and their implications for managing a diverse workforce in the hospitality industry in order to facilitate the integration of staff who will be moving from Hamburg to London in 2024.

[bookmark: _Toc165883097]Introduction
This report evaluates cultural and leadership dynamics between teams in England and Germany based on a visit to the Hamburg branch of the Multicultural hotel company. As the headquarters is in England, insights were gathered from the German operations to aid the future integration of staff transferring from Hamburg to join the London office in 2024. Through first-hand experience of the cultural differences and analysis using findings from the GLOBE research study, key variances were identified between the national work environments in areas such as communication styles, decision making processes, and team dynamics. Focus is given to implications for managing a culturally diverse workforce across the hospitality industry, where differing expectations of leadership approaches and challenges with cross-cultural communication and inclusion must be effectively navigated. The goal of this report is to critically discuss such intercultural leadership issues and provide recommendations to leverage cultural diversity as an asset.
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Figure 1: Cultural Differences between England and Germany
Source: Globeproject.com, 2024
The above figure compares cultural dimensions for England and Germany according to data collected through the Globe research’s cultural insights. A clear divergence can be seen between the two nations across several aspects. Notably, England scores substantially higher on individualism compared to Germany (Globeproject.com, 2024). This indicates the English culture places more importance on individual rights and personal autonomy over group allegiance. Work relationships are likely transactional with less emphasis on loyalty to the organization. On the other hand, Germany exhibits higher levels of in-group collectivism signifying a tighter social framework with longstanding bonds and obligations within collectives like the family and workplace community. Power distance is another dimension where the countries diverge significantly. According to Globeproject.com (2024), Germany ranks much higher, portraying a culture that accepts an unequal distribution of power and authority. Formal hierarchies will be well-defined and decision making may follow strict vertical lines of command. Comparatively, the English are more comfortable with consultative leadership styles and less differentiation in status. In meetings and project planning, the German counterparts will expect a directive approach from managers.
Masculinity emerges as an area of contrast too, with Germany possessing higher scores. Therefore, assertiveness, competitiveness and material success hold substantial value in work culture as opposed to relationship building and quality of life. Ambitions will align with strength in the external environment versus nurturing inner harmony. The laidback and sensible work-life balance favoured in the UK may seem ineffective to their German co-workers. Long-term orientation is another dimension where Germany exceeds the UK. Plans and goals envision long term gains and perseverance is accepted to achieve strategic targets. Meanwhile, English culture focuses more on traditions and fulfilling responsibilities than future projections (Mangnus et al. 2021). These trends will shape perspectives on initiative, risk-taking and patience levels between teams. 
[bookmark: _Toc165883099]GLOBE Project’s Culture and Leadership Study: England vs Germany
 The data provided in the figure offers valuable insights for analysing cultural variations between England and Germany as per the GLOBE study on leadership and organizational culture. A particularly noteworthy finding is the prominent dissimilarity in individualism dimensions. England ranks considerably higher, signifying a preference for loosely knit social networks where individual interests supersede group obligations. This implies that employees in British workplaces are likely to prioritize self-advancement over organizational loyalty (Safeer and Khuhro, 2022). Collaboration may be driven by pragmatic motivations rather than strong communal bonds. In contrast, the significantly lower individualism score for Germany points toward a highly collectivistic business ecosystem defined by cohesive formal and informal networks. here, workers view themselves primarily as members of in-groups who must fulfil mutually agreed duties. Team goals take precedence over subjective ambitions, thereby boosting commitment to collective missions. However, such rigidity in social roles may also foster an “us versus them” mindset against divergent perspectives.
Another important distinction lies in power distance, where Germany has a much higher rating than the United Kingdom. This indicates a stronger inclination for hierarchical divisions with distinct leadership styles. Managers in Britain usually take a consultative and open approach, while managers in Germany are expected to be authoritarian and demanding, based on rank. Hamdani, Muladi, and Maulani (2022) state that decisions are made in an organized way from the top down, and that lower-level officials show respect to those higher up. Symbols of status and rules based on rank make these social orders very strong. Germany also gets better marks for being masculine and looking to the long term. Both keep alive a culture that is focused on getting things done and rewards boldness, competition, and tenacity as traits of professionals who do their best work. Quality of life is important in Germany, but not as much as it is in Britain. In Germany, planning for long-term success over generations is more important.
[bookmark: _Toc165883100]Challenges of Intercultural Leadership in the Hospitality Industry 
In the event work in the hotel business with a broad group of people from different countries, it can be hard to manage them because different cultures have different ideas about how to lead, communicate, and work as a team. As power differences and participation levels become more clear, different people have different ideas about how leaders should act (Salin, 2021). German employees expect clear structures with leaders who can make decisions, but English employees would rather make decisions together. If this is not handled correctly, it could hurt attempts or lead to disagreements. Communication nuances are also a problem. For example, the vague details that are common in England do not blend well with the directness that is common in German deals. Koksal and Yürük (2020) state that mistakes can happen because comments and correction advice can mean different things to different people. Performance reviews or project changes can hurt people unintentionally if they are not done with care. Another problem is that English independence and German unity are very different when it comes to how they approach teams. Work goals which are not matched and problems with integrating people with different ideas of loyalty can cause tension.
[bookmark: _Toc165883101]Conclusion
To be an effective leader across cultures in global hotel companies, one must be empathetic and good at managing change. Constant training makes people more aware of differences, and platforms let people share their points of view to help people understand each other better. Considering different points of view and adapting one's approach to the audience and the situation can help make sure that everyone's needs are met. By regularly following values that put shared interests ahead of individual differences, an atmosphere forms where diversity is valued and not seen as a problem. Commitment to inclusion from the top down makes sure that the many benefits of variety improve performance for both guests and workers.
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