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Executive Summary
The following report investigates various cultural differences that the General manager of Diversity Hotel and Spa London should consider in managing staff of the new venture in China. The paper investigates behavioral differences, power base differences, and philosophies contrasts. The report also recommends cross-cultural training, adopting the new organisational culture, and subjecting new staff to team-building activities.
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[bookmark: _Toc150422496]1.0 Introduction
The present global business environment remains dynamic, and there is a need for global organisations and leaders to embrace and integrate a global leadership approach. In other words, effective management of diverse cultures remains paramount as businesses expand into the global market. Based on the present scenario, this report discusses the cultural differences between British and Chinese cultural settings, which could impact staff performance at Diversity Hotel and Spa London. The report also discusses the importance of cultural sensitivity and intelligence. Finally, the report recommends different strategies to be implemented to overcome potential pitfalls that the venture might face due to cultural differences.
The Chinese and British cultures are unique in various aspects; hence, the expansion of Diversity Hotel and Spa London into China necessitates a vivid understanding of cultural practices and customs. This approach not only helps the hotel management to effectively manage Chinese human resources but also tailor Diversity Hotel and Spa London services to ensure a satisfying experience for the Chinese customers:
[bookmark: _Toc150422497]2.0 Analysis of Cultural Differences between China and the UK
[bookmark: _Toc150422498]a) Behavior differences
A successful adaptation to the Chinese business environment requires a vivid understanding of Chinese behaviour expression. According to Hu, Cai and Kavanaugh (2001), Chinese employees do not embrace the concept of a career ladder; instead, they assume that their role in a given position is lifelong employment. According to Hu, Cai and Kavanaugh (2001), expatriates for a long time have been amused by employees’ commitment and low turnover rate in the Chinese hospitality industry. This is different from the British culture, where employees are motivated by upward job mobility, leading to high turnover rates as people value promotions (Stamolampros et al. 2019). Additionally, it is a norm among the Chinese to personalise guest experience. For instance, it is normal for a Chinese receptionist to memorise a customer's name and remember it during their next visit. Conversely, in the UK, employees are not accustomed to memorising customers' names; instead, the data is stored in a computer database for future reference.
[bookmark: _Toc150422499]b) Difference in power bases
The Chinese society is a high-power distance society where hierarchical management and autocratic leadership styles are valued and respected. For instance, Chinese society has strict adherence to rules and orders from the top management or authority without questions (Lin and Sun, 2018). In other words, the Chinese community highly respects authority such that the subordinates never question decisions. On the other hand, British society can be described as a low power distance society where democracy is embraced and everyone is treated equally and respectfully (Moon, Uskul, and Weick, 2018). Therefore, while the manager may be used to a workforce that participates in organisational decision-making, China might present a workforce that only implements directions from the top management. According to Hofstede's theories of the power of distance and uncertainty avoidance, China has a high uncertainty avoidance culture with a workforce that finds security in following rules and workplace procedures to achieve career stability (Akhtar et al. 2019).
[bookmark: _Toc150422500]c) Philosophies contrast
A philosophical comparison of the two cultures reveals that the Chinese culture embraces collectivism while the British society thrives on individualism. As Liu et al. (2019) point out, the Chinese society values the need of its people to inform of groups, families or communities. This in turn promotes group harmony and cooperation. Additionally, leadership in this type of society is meant to promote team efforts and create a supportive environment. On the other hand, British society embraces individualism, where personal interests come first (Robinson et al.2017). For instance, workers from such cultural backgrounds value autonomy and personal initiatives. 
The cultural difference between the two countries can also be viewed in terms of the degree of traditional masculinity and femininity. For instance, British society can be described as a masculine society, that is, solely focused on task accomplishment or material gains and less on promoting social relationships (Hu, Cai and Kavanaugh, 2001). Conversely, China can be described as a feminine society that prefers social solidarity in community leadership (see Figure 1) (Dorfman et al. 2012). 
[bookmark: _Toc150422501]3.0 Importance of Cultural Sensitivity and Intelligence
Staff training on cultural sensitivity remains vital in a culturally diverse workplace in that it helps the management accommodate multiple viewpoints. It also minimises bias in decision-making that relates to hiring and termination (Oriade et al.2021). On the other hand, cultural intelligence ensures that hotel employees, especially the front office staff, are professionally equipped to handle guests with diverse backgrounds by offering excellent customer service (Lam, Cheung, and Lugosi, 2022). Therefore, embracing cultural sensitivity and cultural intelligence helps promote satisfaction and earn customer loyalty.
[bookmark: _Toc150422502]4.0 Conclusion
In summary, the British and Chinese cultural values that influence leadership are unique and have continued to enforce different leadership and management styles in the two countries. Some of the cultural differences this report has identified in both countries include behavioural differences in how the countries view the career ladder. Secondly, the power base differences make China a high-power distance society and the UK a low power distance society. Thirdly, a philosophical comparison of the two countries shows that China embraces collectivism while Britain embraces individualism. Moreover, China embraces femininity, which supports social relationships, while Britain embraces masculinity, which is geared towards individual material gains. Lastly, the report recognises that cultural sensitivity and intelligence help accommodate diverse workplace viewpoints, promote good customer service, and earn customers’ loyalty.
[bookmark: _Toc150422503]5.0 Recommendation
· Diversity Hotel and Spa London should invest more in cross-cultural training and awareness among the UK and Chinese staff to allow for cultural sensitivity and intelligence (Ratasuk and Charoensukmongkol, 2020).
· The hotel should adopt a new organisational culture that fits business operations in China to accommodate the Chinese workforce. 
· Diversity Hotel and Spa London should organize and conduct team-building activities to allow bonding among the new staff members.
[bookmark: _Toc150422504]Appendix
Figure 1. Cultural values as predictors of CLT leadership dimensions
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