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Introduction
Intercultural communication is a fundamental skill that every human must possess. There are significant benefits that may be achieved in the hotel sector if a manager can recognize the cultural, value, and attitude distinctions of each individual. This research addresses the importance of cultural diversity awareness and pragmatic application from different cross-cultural communication theories, particularly for hotel managers. In light of these considerations, today's hotel operators must recognize the value of multi-cultural concepts and effective communication in order to operate in a workforce that is varied. In general, knowing diverse cultures has certain advantages for the hospitality industry (Samovar et al., 2016). This reports presents the importance of cultural competence in hotel industry, the implications of culturally sensitive service to international guests.
Why is cultural intelligence and sensitivity essential for hotel personnel? 
Cultural intelligence and sensitivity are important in the hospitality sector since it enhances good relationship among the staffs where the staffs and the hotel personnel will be able to communicate to each other well and reduce communication barriers in the hotel which may disrupt the normal work performance (Arora et al., 2010). It is also essential in that it enables the employees to Improve their productivity at the hotel through engagements in the hotel. All this are essential and it will better the way the employees will be able to offer services to the visitors and welcoming of the guest to the hotel. Lewis (2006) divides culture into three types: linear-active (task-oriented, highly structured planners), multi-active (people-oriented, gregarious interrelations), and reactive (introverted, respect-oriented listeners). Task-oriented managers are common in linear-active cultures. 
Hotel industries have begun to seen the importance of maintaining and having a good and an improved communication channel so as to improve the quality of productivity of the hotel and also to outshine other hotel who are competing with them (Powers and Riegel, 1993). Although most of the hotel industries are personal business that strive to make profits by service provision to the people, the management should also strive to understand how ethnicity and culture influences individual behaviors and attitudes, as well as cross-cultural communication (Brownell and Judi,2003). Employment policy and practices, such as conducting interviews, disciplinary measures, and regulations of code of conduct, are examples of work settings where culture can impact both leadership and a multicultural workforce (Steiner et al., 2004). Other examples include dress codes, time perceptions, service practices, motivation for career development, staff counselling services, task schemes, and the role of women. In order to conduct successful key management activities, such as organizing, coordinating, integrating, guiding, motivating workers, and dealing with labor relations, a culturally varied workforce requires excellent communication (Wall et al., 2006).
Some of the theories and models that have been used to compare and the contrast different people’s communication across different diverse cultures and it explains the effects of the differences. In a systems-theory perspective (Kim and Reuben 1988), individuals are regarded systems that work by interacting with the environment and its occupants on a continuous basis. Cross- cultural ability can be developed through a four-stage process: culture shock as a result of approaching new and unknown environments; stress as a result of this shock; adaptation as a result of finding ways to cope with or reduce stress; and development as they nurture increasing levels of cultural intelligence (Kim and Reuben 1988). It the Hofstede’s theory, Geert Hofstede established Hofstede's cultural aspects theory as a foundation for cross-cultural communication (Hofstede,1995). It uses a structure drawn from analysis method to highlight the influence of a cultural community on individuals' values and how are these values connect to behavior. This theory is important to the personnel’s and the management in the hotel industry and how to manage the difference among the workers cultures and those of the guest visiting the hotel hence enhances quality productivity among the employees and better service provision to the guests (Hofstede and Bond 1984). 
Hotel guest service implications for guests from Nigeria. 
The ability of the management to understand the different cultures of guest from different countries and be able to understand intercultural sensitivity and learn how fit in the shoe. The hotel management should be able to understand the guest requirements and the expectations. The guest expectations start prior to the guest checking in to the hotel where the technology of the hotel is well established that made the guest from Nigeria to be able to reach out and book a room in the hotel. The ability of the management and the leadership of the hotel to be able to embrace technology will attract the guest more and more. Also, good communications skills and approaching the guest in a soft and polite way will increase the satisfactions of the guest. Always giving the chance the guest to talk to you and be always free with them and listening also to them will make them more satisfied. Cleanliness and hygiene in the hotel rooms will also make the guest who visit be satisfied at all times (Pavesic and David ,1993).
To be able to achieve service implications for the guest in a hotel the management should ensure that proper training should be given to the employees of the hotel. They will be able to be trained on how to deal with different diversities so that they may not be confused and uncertain when they are offering services to the guests (Kotsaga and Effrosyni 2015). As a result, it is critical to raise and maintain cultural understanding among hospitality personnel through a variety of training and inclusion programs, as well as other activities. These exercises should assist workers realize and appreciate the perspectives of others, as well as foster trust and respect for people from all cultures. Many people may be encouraged to develop unique, beneficial, and culture-oriented service solutions as a result of openness and exposure to culturally varied points of view. As a result, "diversity enhances a hospitality business by introducing fresh cultures, ideas, and problem-solving strategies." (Lee and Chon,2000).
Do’s and Don’ts in a hotel
	Do’s
	Don’ts

	Be honest always to the guest
	Don’t ignore the guest feedbacks at all times

	Be respectful always to the guests
	Don’t treat the guest as transactions but always build a strong relationship with them

	Be in the guest shoe always 
	Don’t be indifferent to the guest but always show the care to the guest

	Always express your gratitude and appreciation to the guest
	Don’t make things complicated for the guest

	Always take responsibility for the experience the guest is having in the hotel
	Don’t be of complains from the guest, but try to solve them



Conclusion
In summary I was able to learn that to be able to manage a successfully in the hospitality sector, you should be ready to recognize and be able to promote the uniqueness in different workforce that is needed. However, to establish competitiveness based on various employees whose productivity has a substantial impact on the visitors' hospitality experience, culture-oriented managerial methods must be used
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