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[bookmark: _Toc158920910]Executive Summary
This report explores the difficulties of intercultural leading within the hotel industry while focusing on integrating German workers into the Hotel & Spam in London. Utilising the results of the GLOBE Project for culture and leadership study, the distinct cultural differences between Britain and Germany are depicted, explicitly the styles of communication, decision-making processes, and work habits. Suggestions are offered to check these difficulties, highlighting intercultural training, transparent channels of communication, and respectful leadership. Employing these strategies, the hotel's management team can build the teamwork and harmony of the multi-national hotel staff that will be used to benefit organisational success.
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[bookmark: _Toc158920911]Introduction
This report relies on the findings of the culture and leadership study of the GLOBE Project and aims to unveil the cultural differences and detect the possible sources of conflicts. Hence, it suggests practical advice for troubleshooting and addressing these challenging issues for the hotel management team. The hospitality industry always demands international representation on its teams, comprised of people from different cultural backgrounds in an increasingly globalised world (Bharwani and Talib, 2017). With the execution of Inclusivity Hotel & Spa's workforce plans in London that include the entry of German employees, intercultural diversities management becomes the key to achieving organisational success. 


[bookmark: _Toc158920912]Critical Differences Between England and Germany
In England, one prefers indirect communication, and one is polite and subtextual while communicating rather than being direct. This is divergent from Germany, which values directness and clearness in communication and people who are generally straight in their opinions and feedback, sometimes without hesitation (Chen et al., 2012). Although both countries have the tradition of implementing punctuality in Germany, they give it more preference for efficiency and timeliness. One of the most remarkable things about the German culture is being prompt and expecting others to be the same. Englandian way of work is different and more laid back regarding work-life balance and flexible pants. Germany usually has higher levels of structure and hierarchy, plus a great emphasis on consistency and knowledge. In English, social interactions stand like small talk to keep their distance politely disclosed (Dorfman et al., 2012). On the contrary, the Germans are more formal and value personal space, so they choose to have direct discussions that are more meaningful and have the intention. English cuisine is all together as it brings together diverging influences from various cultures, and dining should be treated as a social activity. German cuisine is known for its dishes to the heart and beer culture, emphasising promptness and table manners during meals. England derives its leadership style from more democratic concepts, allowing for more informal leaders within the group. In Germany, respect and loyalty to the authorities and the observance of regulations and procedures are highly honoured. Adequate knowledge of these cultural dissimilarities is required to facilitate effective cross-cultural communication and cooperation among employees from England and Germany at the Inclusion Hotel & Spa.




[bookmark: _Toc158920913]Analysing and Comparing the Two Countries Using the GLOBE Project’s Culture and Leadership Study
The GLOBE Project provides a fruitful understanding of the cultural dimensions of England compared to Germany, which helps us to contrast and find out their relevant standards and values in the intercultural leadership of the hospitality sector.
Uncertainty Avoidance
Indicate the signs of low uncertainty avoidance, which are the ability to work under variable circumstances and give priority to adapting (Rutherford, 2021). This is precisely the way the English problem-solving and decision-making occurred, which might be inclined to be exploratory and innovative (Cogin, 2012). Using a higher degree of uncertainty avoidance, they adopt the practices of order and rules to deal with the uncertainty. The Germans tend to value stability and perceive established procedures as characteristics of a good attitude, so they prefer risk aversion.
Power Distance
It keeps a relatively low power gap as it gives importance to egalitarianism and discourages the pillarisation of society. English leadership usually makes decisions involving all teammates (Nieves and Segarra-Ciprés. 2015). Serves as a progressive form of hierarchy respect exhibiting boss superiority in companies. It is usual for German managers to see leadership adopting autocratic or paternalistic attitudes, where the hierarchical order is well-defined, and decision-making is centralised.
Collectivism vs. Individualism
It presents a more egocentric mentality, concentrating on self-realisation and independence. Try to keep the essence and fluency of the original sentence. English employees prioritising personally driven performance may negate the organisation's collective goals, therefore becoming a competition in the workplace (Blanden, 2013). Displays more collectivist-oriented values by focusing on the groups' interests, unity, and cooperation. The national identity-driven culture emphasising team goals and collective success creates a working climate with collaborative and cooperative space organisation.



[bookmark: _Toc158920914]The Challenges of Intercultural Leadership in the Hospitality Industry
Leading in the hospitality sector with individuals with distinct cultural backgrounds, communication styles, and working patterns is difficult. Regarding how employees from England and Germany will be strengthened together to make the Inclusivity Hotel & Spa a success, there are areas where conflict can arise (Hayes et al., 2017). The risk of different levels of misinterpretation arises from different communication styles compared to a direct and an indirect communication system. An example would be when a German worker delivers a message in a constructive way that might not be received as pleasant by a British colleague who may want more subtle communication cues (Nieves and Segarra-Ciprés. 2015). Regarding decision-making, England and Germany do not have unified approaches, with the former preferring inclusive methods and the latter more hierarchical, which can result in disagreements (Javidan et al., 2016). The synchronisation of an English manager looking for commonality with a German subordinate who is used to having clear instructions could lead to inefficient team tasks and demoralisation of team members (Blanden, 2013). It is difficult for an intercultural team to adjust to cultural norms such as punctuality or work-life balance. An example could be an English employee who is a bit lenient with changing schedules compared to a German colleague who is more strict with meeting deadlines (Rutherford, 2021). This result would be tensions and a decline in productivity. Cultural beliefs significantly impact how conflicts are dealt with, although English employees prefer indirect resolutions that may not create trouble (Chen et al., 2012). At the same time, for the Germans, it's the other way around, and they prefer confrontation that can solve a problem quickly. Such variation in conflict resolution styles may make the resolution of the conflicts worse or less effective than that resolved using the harmonious method.
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Intercultural leadership in the hospitality industry requires innovative thinking and implementing various measures to mitigate the effects of having different cultural backgrounds. By recognising and appreciating diverse cultural aspects, constant communication, and leaders that are welcoming to all, Inclusivity Hotel and Spa can build a workplace where the employees from England and Germany all work harmoniously with each other to provide exceptional guest services. Using cross-cultural training, dialogue openness, and mindful leadership, the hotel's management team can retrieve the peculiar expertise in a multicultural environment, contributing to service quality and business success. 
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· Cross-Cultural Training Programs: Establish in-depth intercultural workshops for German and English-speaking personnel (Bharwani and Talib, 2017). These programs should incorporate workshops, seminars, and cultural sensitivity training where one’s cultural practices, communication styles, and working habits can be educated (Testa and Sipe, 2012). 
· Establish Clear Communication Channels: Provide open communication platforms that involve visual and non-verbal expression and address the language difficulties experienced (Chen et al., 2012). Apply technology such as multilingual communications chats and translation software to make communicating between English and German workers easier. 
· Promote Inclusive Leadership Practices: Invite leaders to adopt the inclusiveness system focusing on the tolerance of others, flexibility and open-mindedness (Hayes et al., 2017). Leaders should be good listeners, know and respect people's cultural backgrounds, and accommodate different work preferences by adapting to employees' needs. 
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