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Introduction: 
Culture refers to a collective cognitive framework that sets apart individuals within a specific group or category from other groups. (Vinney, 2024). This report will focus on the Globe Project's research on cultural and leadership studies for United Kingdom and India as a group of employees are coming over to work in a hotel in London, U.K. It examines different practices and cultural aspects of these two countries within the broader context of the hospitality industry and specifically in the given scenario. The report further examines the cultural differences and various orientations of the two countries. (Psychology Today, n.d.). Additionally, it will reflect on the leadership methodologies employed in both nations and the potential obstacles that managers in the UK might encounter and propose recommendations in this regard. (Openstax, 2019).
CULTURAL DIMENSIONS:  UK VS INDIA
GLOBE PROJECT: INDIA CULTURE VISUALIZATION
[image: ][image: ]
Fig: 1- Culture Visualization (GlobeProject, 2024)


GLOBE PROJECT: UNITED KINGDOM CULTURE VISUALIZATION
Nine cultural dimensions identified by the GLOBE Project facilitate our understanding of the variations in national cultures in their choices for leadership philosophies. We examine both the countries along with these dimensions: (Radtke, 2022)

Power Distance:
India emphasizes hierarchical systems and respect for authority at a high power distance. 
UK: Fostering a more egalitarian approach, moderate power distance. (Javidan et al., 2006).

Uncertainty Avoidance:
India: Moderately avoidant of uncertainty, juggling custom with flexibility. 
UK: Similar moderate avoidance of uncertainty; stability is valued while being adaptable. (Trompenaars and Hampden-Turner, 2000).

Institutional Collectivism:
India: Strong institutional collectivism with a focus on allegiance to family and groups characterizes. 
UK: Balances individualism and group cohesiveness with moderate institutional collectivism: (Triandis, McCusker, and Hui, 1990).
In-Group Collectivism:
India: Strong in-group collectivism with a focus on kinship. 
UK: Moderate collectivism within groups that values both personal success and harmony within the group 
Gender Egalitarianism:
India: India continues to uphold traditional gender roles, although efforts to achieve gender equality are still in progress. 
UK: Exhibiting greater progressiveness in relation to gender equality
Humane Orientation:
India: Extremely compassionate, appreciating kindness and the well-being of the society. 
UK: Emphasizing empathy and social responsibility, it has a similar compassionate approach. 
Performance Orientation:
India: Strong performance-oriented, highlighting success and quality. 
UK: With a competitive advantage, performance-oriented as well 
Assertiveness:
India: Balances assertiveness with politeness; moderately assertive. 
UK: Similar equilibrium, stressing assertiveness when required 
Future Orientation:
India: India is a country that focuses on the future and places a strong emphasis on long-term planning. 
UK: Additionally, the country places emphasis on being forward thinking and prioritizes strategic thinking. (Smerilli, 2021)

LEADERSHIP PRACTICES: GLOBE PROJECT 
Drawing from the GLOBE Project, we consider leadership practices relevant to our scenario as we delve deeper into the leadership styles of India and the United Kingdom (UK) based on the GLOBE Project’s findings: (GLOBE, 2020)
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Fig: 2- Leadership Visualization (GlobeProject, 2024)

GLOBE PROJECT: LEADERSHIP VISUALIZATION INDIA VS U.K
INDIA:
Transformational Leadership:
India's transformational leaders inspire and drive their staff by stressing empowerment, personal development, and a common vision. They support inventiveness, originality, and a feeling of direction. Frequently setting an example for their followers, these leaders cultivate close bonds with them. 
Participative Decision-Making:
Indian leaders actively engage team members in the decision-making processes. They appreciate input from different levels throughout the organization. This approach fosters a sense of ownership, dedication, and cooperation. 
Relationship-Oriented:
India's leaders give developing solid interpersonal ties top priority. They stress respect for one other, loyalty, and trust. Beyond work, these relationships frequently include social and familial ties. 
United Kingdom (UK):
Transformational and Transactional Leadership Blend:
Combining aspects of transactional and transformational leadership are UK leaders. 
They are visionary inspirers who also concentrate on reaching particular objectives. 
Two transactional elements are stability maintenance and performance rewards. 
Balanced Communication Style:
Although they may also communicate indirectly when needed, UK leaders respect open communication. They manage to be both courteous and assertive. Good listening is very valued. (Deresky, 2017).
Adaptive Decision-Making:
Decision-making strategies of UK leaders are adjusted to the circumstances. They understand the need of hierarchy even if participatory decision-making is widespread. 
Trust Building:
Trust is a crucial factor for leaders in the United Kingdom. Trust is established by practicing transparency, consistency, and ethical conduct. 
Managerial Conflicts & Recommendations:
GLOBE study highlights the significant impact of cultural dimensions on managerial practices in the hospitality industry, necessitating solutions to mitigate uncertainty. Cultural differences between the UK and India can lead to potential conflicts among employees, as Indian employees may expect more direction and directive, while UK managers may expect initiative and
individualism. This could result in misunderstandings in teamwork dynamics and performance evaluations. (Gudykunst and Kim, 2003).
Indian employees should be encouraged to embrace cross-cultural training programs to better understand UK workplace norms. These programs encourage open communication and provide a platform for employees to express concerns, bridging cultural gaps. Employing a cultural liaison or mediator can also help navigate misunderstandings and facilitate smoother integration. Cultural competence training programs can help Indian employees and UK managers understand and respect each other's cultural values, fostering a more harmonious and productive work environment.
These training programs conducted prior to starting the jobs by the employees can help improve understanding and respect between the two cultures, fostering open communication, clear expectations, and a harmonious work environment.(Maheshkar and Sharma, 2018). The United Kingdom and India have a greater inclination towards collectivism, a concept that could potentially lead to misinterpretations or disputes. India's higher power distance suggests a greater inclination towards accepting hierarchical order, contrasting with the UK's individualistic approach. (Hofstede, and Minkov, 2010). To resolve this, cultural sensitivity training, transparent communication, and team-building exercises can be implemented, along with modifying management strategies to incorporate team-oriented objectives alongside individual performance metrics.
Other challenges include communication and uncertainty avoidance due to cultural differences. (Psychology Today, n.d.)  The GLOBE project highlights the need for clear protocols and support 
for Indian employees to adapt to the UK's more adaptable work culture. Communication styles, such as indirect versus direct, can lead to misinterpretations. To ensure seamless integration and maintain high service standards, Anglo Cluster should provide instruction emphasizing precision and straightforwardness while acknowledging cultural subtleties. Feedback mechanisms can also be implemented to ensure shared understanding.
Conclusion:The GLOBE project emphasizes the importance of effective management in the hospitality industry, focusing on cultural differences and conflict resolution. Training staff on intercultural awareness and communication techniques can help foster a harmonious workplace. Implementing explicit conflict resolution protocols and promoting mutual respect can help proactively address potential conflicts and foster a culture of mutual respect. (House et al., 2004).
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Below are visualizations showing culture and leadership data collected for England.
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