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[bookmark: _Toc159866943]Introduction
The properly appointed Assistant General Manager heading for the pre-opening ceremony of London Inclusivity Hotel, a branch that is set to open in April 2024, must know and understand the cultural variances between staff coming from England and Italy. Thence, the proper leadership is achievable. The confinement of people from different nations in one venue made it a must to cultivate cultural literacy before any attempt to success could be made. The aim of this study is to indicate areas of deviation between English and Italian cultures from all dimensions which makes use of Hofstede’s cultural dimension theory and the GLOBE research results about culture and leadership. With differences in power distance, individualism, performance orientation and leadership qualities in focus, it notes likely tension spots on an intercultural hotel team and presents management’s recommendations to (e)guide how to go around the problem.
[bookmark: _Toc159866944]Critical Differences Between England and Italy
England and Italy are different cultures based on customs, values, and leadership patterns that must be considered when leading an internationally maintained team.
English-speaking people are generally individualistic, while Italians tend to value collectivism (Hofstede, 2001). English values individual privacy and the ability to stand only for themselves over group goals (Lewis, 2006). On the contrary, Italian citizens place family, work teams and networks of ties above individual needs. The differences become apparent in terms of power distance and uncertainty avoidance (Hofstede, 2001). England's flatter power structure shows an increased preference for consultation and decentralisation. Italy has more tolerance for different types of power and a pyramid-like, more centralised and more hierarchical management. On the other hand, Italy scores more on the dimension of uncertainty avoidance, which is the Italians' strong tendency to prefer order and structure with clear rules and guidelines more than the uncertain.
[bookmark: _Toc159866945]Analysing Culture & Leadership Using the GLOBE Study
The GLOBE study on culture and leadership also offers further ideas in the area (Chaharbaghi et al., 2013). England has a solid cultural performance orientation, which signifies the extraordinary value placed on innovation, quality and self-development. Nevertheless, Italy receives a higher score for in-group collectivism, which focuses on loyalty and mutual agreement among close relationships, such as in the family. Regarding values, England gains a high score on gender egalitarianism, which shows broad support for gender equality compared to Italy, which is on the lower end of this scale.
England represents honesty, charisma and team orientation through its leaders, while Italy focuses on self-preservation, participation and human-orientation in its leaders. While the culture of England emphasises independent leadership less than Italy, Italian culture holds such a position with a strong negative view. This implies that people prefer a leadership style that involves the close presence of the leaders and provides direction and structure rather than being left to be driven by their passion and individuality.
[bookmark: _Toc159866946]Challenges of Intercultural Leadership in Hospitality
If people know the cultural differences, people can identify significant conflict areas between the English and Italian hotel material teams.
Leadership and Management Norms - To a degree, the differences in power distance and leadership styles will lead to dissonance among personnel of different regions because of the differences in expectations around the worker rank, supervision and autocratic management (Pellegrini et al., 2010). Italian employees look for better supervision in their work environment than the autonomy desirable for their English colleagues. In addition, the English employees may view "consultation and participation" as a form of micromanagement from the Italian side. In the case of the organisational structure, conflicting views on where responsibility and decision-making power should go may emerge among the participants.
Team Interactions & Relations - The individualistic and collectivistic ethos differences will influence general team dynamics (Caprar et al., 2015). England's higher sense of individual, private orientation is opposed to Italy's tight in-group social connections. Bringing people on board from subcultural groups may prove to be complicated. In addition, unequal and favouritism treatment of in-group members over out-group members may cause severe and life-long relationship conflicts. Another possible source of conflict may be whether the communication meta is direct or indirect (Lewis, 2006).
Performance Drivers and Values Gap-  Differences in traditional practices, such as performance orientation and innovative ideas like gender equality, show that motivation toward quality work, efficiency, aspiration for advancement and equal chances will vary considerably (Javidan et al., 2006). Thus, for example, women as leaders and individual meritorious contributions by men are integral features of the society of England, whereas Italy is in tune with a different approach. When organisational justice is not done correctly, what often results is negative feelings towards the work and low-level team connection (Lee & Antonakis, 2014).
Recommendations for Hotel Management
Design a formal cross-cultural training for your leaders and workers covering topics like cultural dimensions, norms on cooperation and the differences in areas like power distance, individualism, communication styles, etc.
Develop a leadership charter supported by senior management and guide in supervision, autonomy, responsibility allocation, performance evaluation, etc. This leadership charter allows all employees to abide by the same policy.
Implement nationality-mixed mentorship and buddy programs within and across departments to nurture cross-cultural understanding and cooperation and build relationships among in-groups and out-groups.
Conduct team building sessions twice a year involving staff members from different cultural backgrounds and hotel locations to share views and experiences and create closer ties through open communication and experience-oriented activities outside the ordinary work scope.
Use surveys and gather anonymous and regular feedback from the staff. They should measure justice views regarding fairness and opportunities. Actions like policy changes and targeted training should be used to solve the issues.
They are forming intercultural competence assessments for people managers through tools such as the ICAPS test and offering training to help leaders adapt to different situations by improving their leadership and self-efficacy skills in the multicultural work environment with team members of different cultural backgrounds (Bücker et al., 2014).
[bookmark: _Toc159866947]Conclusion
In the end, handling culturally-diverse workers in the hospitality sector is a big issue that call upon lot of people who experienced in cultural-differences and although cultural programming can greatly affect such people from having hierarchy, structure, communication norms, tendencies of gender and equality they are still tied with their cultural background. Such construct is created by managers having a look at cultural dimensions through frameworks like Hofstede and GLOBE, however they will also foresee regions for disagreement. A 3-step approach with cross training to go along with policies of the highest quality, team bonding through intercultural leadership coaching and coworker get-to-know events can overcome difficulties generating a cooperative and cohesive team. The hospitality industry is taking stronger cultural dimensions very seriously and while diversifying, it becomes everyone's responsibility to adapt accordingly for better organizational practice.
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Fig : Italy GLOBE Project score (Globeproject.com, 2020)
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