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[bookmark: _Toc166876268]Executive summary

This paper assesses the Integration of UK employees into the London branch of the quite popular hotel that operates under the name European Multicultural Hotel & Spa and belongs among the top 5 hotels in London. Additionally, it closely studies cultural differences between the UK and Germany and its links to the GLOBE Project’s findings. Important points of difference are communication style (the UK has an indirect style whereas Germany has a direct one), work ethos, and leadership preference. Issues originating from language barriers, leadership differences, and work ethics are resolved through cultural awareness, creative decision-making, and inclusive occupational integration strategies. Our objective is to nurture good teamwork and guest satisfaction consistency through culturally sensitive leadership practices that encourage and facilitate high performance. 
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The European Multicultural Hotel & spa in London wants to include German staff in its setup, a process that naturally needs the melding of two opposing elements at the workplace. There are variations in communication between the UK and Germany consequently, mistakes in liquidation and arguments can arise. This work is going to do is to uncover the differences between those leaders, identify cross-cultural leadership barriers, and how to overcome them for the purpose of achieving fruitful results: as a result, efficient teamwork and collaboration will be reached.
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Key Differences Between England and Germany

Speaking on behalf of England, which is a member of the Anglo Cluster, it can be seen that individualism, low-context communication, and personal achievement as the most important values. It hangs on politeness, the use of indirect communication, and composure as the core of interpersonal relations (Culpeper et al., 2010). Germany including the Germanic Europe group stresses order, punctuality, and straightforward forms of communication the most. It is a branch of the military known for its accuracy, detail orientation, and a deep sense of discipline and responsibility.
The style of communication in the UK is indirect and high-context which means it involves a lot of implicit meanings that are difficult to explain, it is also very nuanced, and people prioritize politeness and avoid confrontation (Chandan et al., 2023). On the contrary, direct, low-context, and consistent communication is considered essential in Germany, favoring efficiency and not being indulgent with words (Szkudlarek et al., 2020). Social etiquette in English customs is very much preserved, here the privacy and personal space is honored, and social interactions are generally governed by formalities.
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The GLOBE program provides an in-depth analysis of country-specific traits and leadership preferences of various states around the globe (Romani et al., 2018). Below, we compare England and Germany in significant cultural dimensions: Below, we compare England and Germany in significant cultural dimensions:
[bookmark: _Toc166876272]Power Distance 
England: It is comparatively low. A leadership team is available, and the organizational structure has a reasonable flatness.
Germany: It varies from moderate to high. This business model does not involve any unclear hierarchies and is properly decentralized with clear authority.
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 England:  It is moderate and has the characteristic of searchers accepting risks and tolerating uncertain events.
 Germany: It is high in Germany. There is a general trait for the rules to be rigid, plans to be exceedingly detailed, and risks to be coming by (Richter et al., 2016).
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England: It is high in England, people are very individualistic, and personal freedom and dreams rather than the nation's integrity are at the center. 
Germany: It’s a mix of both individualism is appreciated but being a team player is more appreciated

[bookmark: _Toc166876275]Masculinity vs Femininity 
England: Moderate. Strike a balance between fitness for competition and quality of life.  Germany: Strong masculinity (Fons Trompenaars, 2020). Success is important and there is no possibility of failure, which is a typical role of such an organization.
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Future Orientation

England: It varies from moderate to high based on Organization in England. The key aspects are incorporating change and looking ahead.
 Germany: It is considered high in Germany. By focusing on medium-term planning, sustainability, and first-move actions, they try to achieve their understandable goals.
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There are numerous challenges of intercultural leadership which are there in the hospitality industry such as language difficulties, the diversity of leadership styles, different work ethics and work expectations, social integration, and conflict resolutions (Abramson et al., 2022). Language and expression patterns can sometimes result in misconceptions. It becomes a necessity to make the team members appreciate these differences through cultural awareness and training. Being ready to adopt a leadership style that fits different styles is a key point, however, keeping a participative decision-making style together with clear instructions is also crucial one (Manchester, 2018). At the same time, role assignments and responsibilities should be well-defined and clear.
 However, the occurrence of conflict arises at the point of reaching a decision concerning personnel and qualifications. Indirect examples are: Germans will unpleasantly refer to the English way as too relaxed – and the English people can see the German style as too strict (Deresky, 2022). Establishing plural performance standards with different sets of guidelines that go into direct conflict with the value system as the main philosophy, which aims to incorporate an assortment of practices in issues that regard cultural diversity, can also lead to a solution to this problem.
 The social responsibility for teamwork might be affected by conformity to the formal and time-limited notes of British peculiar social rules, but the new Germans will keep a distance(Javid, 2016). Building an equitable workplace, through which individuals' experiences are appreciated and their diverse countries are acknowledged, with the aid of a diverse team, should then impress a feeling of belonging upon workers.
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Culture should be handled very carefully with the German employees when they are in the London location of Multicultural Hotel & Spa. There must be a proper plan for using a culturally sensible leadership strategy. Based on the dissimilarity between England and Germany and with the violence of GLOBE research available, we can develop a top-rated multicultural team that is progressive yet balanced. The designated route will be a determinant factor in development of teamwork and maintaining a high level of confidentiality that will be crucial for customer satisfaction and the hotel’s mission and vision statement.
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The next step to the smooth integration of German workers at the London site of the European Multicultural Hotel & Spa is to consider what has been learned by analyzing cultural gaps and other challenges presented in this paper. Through culturally sensitive strategies and promulgating a harmonious working environment, the enterprise gets the benefit of enhanced collaboration, productivity, and guest satisfaction. We present the suggestions below to be able to amend cultural differences, communicate better and achieve our goal of one multicultural team.
· Carry out in-depth cultural training that determines cultural backgrounds, modes of communication, and working styles.
· Implement clear communication protocols that would appropriately combine the German and English communicative styles.
· Through the hiring of bilingual employees or by relying on translation services major language barriers will be crossed.
· Be flexible in the approach to leadership by blending the participative way of decision-making in the UK with the structured and authoritative one in Germany. 
· Improve social interactions to build a friendly working atmosphere, that will be welcoming to all.
· Establish regional performance objectives involving both English and German work attitudes, and ensure that they align with the corporate mission. 
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