


1. Executive summary
This report outlines the key findings and recommendations from the  analysis of cultural differences between the Madrid (Spain)  headquarters and London branch of Inclusivity  hotel & Spa. Notable distinctions were identified using the GLOBE Project, encompassing power distance, uncertainty avoidance, masculinity vs. femininity, and individualism vs. collectivism. These differences impact leadership styles, communication, and decision-making processes. Challenges in intercultural leadership were discussed, emphasising the potential for misunderstandings and friction within the team. The three recommended strategies include cross-cultural training, mentorship programmes, and clear communication protocols to foster cultural intelligence and enhance collaboration. Implementing these measures will contribute to a more harmonious an effective hotel management, leveraging cultural diversity for innovation and resilience.
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3. Introduction 
The introduction sets the stage for the executive summary, providing context for the analysis of cultural differences between the Madrid (Spain) headquarters and London branch of Inclusivity Hotel &Spa hotel chain. It highlights the significance of this examining in the context of the newly appointed assistant managers responsibilities. The introduction briefly introduces the GLOBE project as a framework for understanding cultural nuances. It anticipates the challenges in intercultural leadership and foreshadows the subsequent discussion of key findings and recommendations. 
As the newly appointed assistant manager at Inclusivity Hotel &Spa in London, the task of visiting the Madrid headquarters in Spain emerged as a pivotal step in gaining insights into the chain’s operations and brand standards. The purpose of this visit was to immerse myself in the chain’s operations, understand brand standards, and explore the cultural nuances that distinguish England and Spain. Leveraging insights from the GLOBE project’s culture and leadership study, I aimed to critically analyse and compare those two distinct cultures, identify challenges of intercultural leadership, and propose realistic recommendations for the hotel management team. (Holden, 2002).











4.Main body 
As the newly appointed assistant manager at Inclusivity Hotel &Spa in London, affiliated with a chain headquartered in Madrid, Spain, my first task was to visit the Madrid headquarters to gain insights into the chain's operations and brand standards. This opportunity allowed me to delve into the cultural nuances of both England and Spain, applying the GLOBE project's culture and leadership study to analyse and compare these two distinct environments. 
Understanding cultural differences 
· Power Distance: - Spain: Characterised by a relatively high-power distance, Spain tends to value hierarchical structures and authority. Decisions often come from the top-down. England: In contrast, England generally has a lower power distance, emphasising equality and a more open communication structure within organizations. 
· Individualism vs. Collectivism: - Spain: A collectivist society, Spain values strong interpersonal relationships and group harmony, often prioritising the needs of the group over individual pursuits. England:  leans more towards individualism, emphasising personal achievements and independence. 
· Masculinity vs. Femininity:  - Spain: Tends to be more masculine, valuing assertiveness, competition, and material success. England: Also has a masculine orientation, but with a slightly more pronounced emphasis on competitiveness and achievement. 
Challenges of Intercultural Leadership:
· Communication Styles: Challenge: Differences in communication styles may lead to misunderstandings. For example, the direct communication style in England might be perceived as blunt in Spain.
 Example: During a meeting, a British team member's straightforward feedback might be interpreted as impolite by a Spanish colleague. 
· Decision-Making Approaches: Challenge: Varied approaches to decision-making, with Spain favouring a more centralised model and England opting for a more decentralised approach, can lead to conflicts.
 Example: Disagreements may arise when deciding on operational changes due to differing preferences for involving team members in decision-making processes.
· Work-Life Balance: Challenge: Discrepancies in work-life balance expectations can affect team morale and productivity. Spain may prioritise a more relaxed pace, while England might have a faster work rhythm. 
Example: A Spanish employee may feel overwhelmed by the perceived urgency of tasks in the London hotel.
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5. Recommendations 
To address these challenges, it is crucial for the hotel management team to foster cultural intelligence and develop strategies that promote effective collaboration. 
Recommendations for Overcoming Challenges: 
· Cross-Cultural Training:  - Provide comprehensive cross-cultural training for all team members to increase awareness of cultural differences and foster mutual understanding. This can include workshops, cultural sensitivity seminars, and language training. 
· Open Communication Channels: - implementing a mentorship or buddy system within the team can provide a platform for sharing experiences and insights, facilitating a smoother integration of diverse perspectives. This approach aligns with the GLOBE study's recommendation of building relationships and understanding among team members to enhance collaboration.
· Cultural Liaisons:  - Appoint cultural liaisons within the management team who can bridge the gap between different cultural perspectives. These individuals should have a deep understanding of both English and Spanish cultures and act as mediators in potential conflicts.










6. Conclusions 
 Navigating the intricate landscape of intercultural leadership between England and Spain requires a nuanced understanding of the distinctive cultural dimensions and potential challenges that may arise. Through my exploration of the GLOBE project's culture and leadership study, coupled with on-the-ground experiences during my visit to the Madrid headquarters, it became evident that the key to success lies in embracing diversity and implementing strategic measures to bridge cultural gaps. The cultural disparities in power distance, individualism-collectivism, uncertainty avoidance, and masculinity-femininity underscore the need for tailored approaches in leadership and communication. The challenges that surface, such as differences in communication styles, decision-making approaches, and work-life balance expectations, can potentially hinder the efficiency and synergy within the hotel management team. To overcome these challenges, the hotel management team should embark on a multifaceted strategy. These liaisons, possessing deep insights into both English and Spanish cultures, play a crucial role as mediators. They facilitate effective communication, mediate conflicts arising from cultural differences, and contribute to a harmonious working environment. Their presence ensures that the diverse perspectives within the team are not only acknowledged but leveraged as strengths.
 In conclusion, the successful management of a hotel with headquarters in Madrid and operations in London demands a strategic and culturally informed approach. Embracing diversity as a source of strength and implementing cross-cultural training, open communication channels, and cultural liaisons can transform potential challenges into opportunities for growth and collaboration. By fostering a culture of understanding and adaptability, the hotel management team can navigate the complexities of intercultural leadership, creating a workplace that thrives on diversity and achieves collective success.



7. References 
Deery, M. (2008). Talent management, work‐life balance and retention strategies. International Journal of Contemporary Hospitality Management, 20(7), 792–806. https://doi.org/10.1108/09596110810897619

Dorfman, P. W., Javidan, M., Hanges, P. J., Dastmalchian, A., & House, R. J. (2012). GLOBE: A twenty-year journey into the intriguing world of culture and leadership. Journal of World Business, 47(4), 504–518. https://doi.org/10.1016/j.jwb.2012.01.004

Gerhart, B. (2008). Cross Cultural Management Research. International Journal of Cross-Cultural Management, 8(3), 259–274. https://doi.org/10.1177/1470595808096669

Holden, N. (2002). Cross-Cultural Management: A knowledge Management perspective. http://ci.nii.ac.jp/ncid/BA55003941

House, R. J., Quigley, N. R., & De Luque, M. F. S. (2010). Insights from Project GLOBE. International Journal of Advertising, 29(1), 111–139. https://doi.org/10.2501/s0265048709201051

Janta, H., Brown, L., Lugosi, P., & Ladkin, A. (2011). Migrant relationships and tourism employment. Annals of Tourism Research, 38(4), 1322–1343. https://doi.org/10.1016/j.annals.2011.03.004

Kara, D., Uysal, M., Sirgy, M. J., & Lee, G. (2013). The effects of leadership style on employee well-being in hospitality. International Journal of Hospitality Management, 34, 9–18. https://doi.org/10.1016/j.ijhm.2013.02.001

Liu, M., Zhang, P., Gui, C., Lei, C., & Ji, X. (2022). Service sabotage in hospitality: A meta-analytic review. Journal of Hospitality Marketing & Management, 31(8), 984–1008. https://doi.org/10.1080/19368623.2022.2101169

Moon, H. K., Choi, B. K., & Jung, J. S. (2012). Previous international experience, cross-cultural training, and expatriates’ cross-cultural adjustment: Effects of cultural intelligence and goal orientation. Human Resource Development Quarterly, 23(3), 285–330. https://doi.org/10.1002/hrdq.21131

Yang, H., Cheung, C., & Li, W. (2020). Intercultural communication competency practices in the hotel industry. Journal of China Tourism Research, 18(1), 162–184. https://doi.org/10.1080/19388160.2020.1807432




































2

image1.png




image2.png




image3.png
Culture Visualization

Cultural Practices and Values in England

W Country Practice Score
performance orientation P ) RangeiPractces
W Country Value Score
. ["| Range: Values
Assertiveness L . | Average GLOBE Score
bumane oentaion Evm—
PR ———
Gender egaliiarianism Yy
Power Distance ey T—
Uncertany avoidance B A
) ) & & &) © @
e,(,A\o'" ot &\o*‘ o O RO &
¢ N o R
@ o8




image4.png
Culture Visualization

Cultural Practices and Values in Spain

W Country Practice Score
Il Range: Practices
W Country Value Score
11 Range: Values

| Average GLOBE Score

Performance orientation

In-group collectivism

bumne otenten ——
RS

Gender egalitarianism
Power Distance v o
e Ve
O W@ @ @ @ @ @
o ) X & & &
O \of \O W ) ) S
o o & N W qzﬂ\\\




