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INTRODUCTION

This essay is going to focus on two different Marriott Hotels – Courtyard by Marriott Culture village, Dubai and Delta by Marriott, Swansea in UK regarding the influences that the national culture has on the organisation’s culture and activity, and thus how the same brand had to adjust their unified culture to different national cultures while keeping the same core values and visions. 
Marriott International is one of the leading hotel chains nowadays, founded by J. Willard Marriott in 1927. He opened a nine-stool root beer stand initially which later on evolved into Hot Shoppers Restaurant chain and ulterior that became the biggest hospitality organisation – Marriott Hotels. The guiding principles that J. Willard and his life and business partner had, Alice Sheet, continue to be embedded in the organisation’s culture.
It is stated on Marriott.com that although the times are changing, is essential that the core beliefs of the organisation remain the same for them; they are nurturing a people culture where people come first, acting with integrity, embracing change, pursuing excellence and serving the world are Marriott’s main concerns. 
“Take care of the associates and they will take care of the customers” is the famous saying of J.W. Marriott which is still the foundation of their organisation’s culture (Marriott International, 2022). 

















FINDINGS 

The national culture of Dubai is very different than the culture of the United Kingdom. While in Dubai their culture’s values and lifestyle are following the Islam rules (U.AE, 2022), in the UK things seem to be more adaptable and diversity-orientated, the culture also getting influences from Afro-Caribbeans, Asians, Muslins and other immigrant groups, as Britannica.com mentions (2022).
Some distinct features of the United Kingdom cuisine culture are represented by their traditional fish and chips wrapped in old newspapers and “Sunday dinner roast”. 
However, throughout time, during 1950-1960, immigrants from India and Hong Kong arrived in the UK and started opening restaurants serving their own cuisine, arriving later on to become somehow part of the UK culture (Cultural Life, 2022). 
The UK’s culture regarding the family dynamic has been changing in the last few years from traditional small families with one or two children to engagement only or single parenting. The children in the United Kingdom do not feel obligated to care for their older family members, unlike other cultures (Culture of the United Kingdom, 2022). 
British people also cultivate equality between social classes, believing in equal chances and opportunities for everyone, regardless their background, as well as preferring to be more reserved and diplomatic when forming opinions or exhibit emotions and choose not to reveal many in public. 
Another feature that describes the British is their dry humour which enables an informality rapport to be created and enable the feeling of belongingness and togetherness; their humour and sarcasm is often found in subtle or dry jokes (Evason, 2021). 
Although both United Kingdom and Dubai are two very popular destinations among travellers and both foster many different nationalities, Dubai has managed to remain under their same values and beliefs while living in a multi-national environment. 
Therefore, as an effort to be able to co-exist and respect other nations during globalisation times, Sheikh Khalifa bin Zayed had declared the year 2019 as “The year of tolerance”, following to educate their youth tolerance and co-existing values through a serios of initiatives, projects and cultural programmes (Tolerance Initiatives, 2022). 
Looking into Dubai’s food culture, it appears that two of the main things they are known for are their dates and coffee which is a blended with cardamom and saffron. Their government website states that during their holy month of Ramadan, they are still using the dates these days to break their fast. Some other foods they are recognised for are bread, pancakes, fish, meat, rice and spices (Food Culture, 2022). 
One of the things that distinct the Emirati traditional people from the other nations is their dress code, which they proudly refer to as a symbol to their national distinction and identity; both men and women wear long dresses and cover their heads with head cloths/headscarves – white for men and black for women (Culture of the UAE, 2022). 
According to World Bank Data, in 2021 the number of people in the UAE reached almost 10,000,000, with 69% of them representing the male population and 31% the female population, mentioning that the number of expatriates was higher that the Emiratis. Citizens and residents of the UAE are describing the environment as appropriate for coexistence with a high level of tolerance. The National Identity index scored 97.8% at the sense of belonging and national identity of citizens (Preserving the Emirati national identity, 2022). 
While in the UAE the citizens score 97.8% under the belonging sense, in the UK people recognise themselves to belong to their specific country (Welsh, Scottish, Irish), rather than feeling British.  
In 2021, census results showed that a 2% decrease happened to 90.3% since 2011 when it scored 92%, resulting that less residents identify themselves with at least one UK national identity (English, Welsh, Scottish, Northern Irish, British and Cornish), suggesting an increase of different nationalities; census results revealed that 1% of the non-UK population has identified themselves as Polish, followed by a score of 0.8% on the second most common responses with people who identify themselves as Romanians, and the remaining people identified themselves as Indian, Irish and Italian mainly (Roskams, 2021).

Marriott Hotels & Resorts continues to be one of the leading chains in the hospitality industry, operating in more than 500 locations globally, understanding therefore that the organisation has a huge set of skills such as adaptability and inclusion characteristics, being recognised through many awards and nominations by different organisations during time (Marriott News Center, 2016).
The leadership at Marriott is performed by motivating and encouraging individuals to perform tasks they would not usually execute. The motivation comes from the fact that the rewards offer a sense of accomplishment and appreciation, therefore the individuals will become committed and perform at higher standards (Hill, Jones & Schilling, 2014). 
Analysing the leadership style at Marriott Hotels & Resorts through the Douglas McGregor theory which discusses the X theory and refers to employees who seem lazy and would avoid responsibilities and opportunities and theory Y which talks about employees who feel empowered and motivated to perform an excellent job (Miroshnik, 2013); therefore, it is concluded that due to the global environment the organisation is executing its operations in, the management has to be very adaptable to the national culture as well when it comes to leadership styles (Kumar, 2010).
Therefore, reviewing Hofstede Insights for both locations discussed in this essay, UAE and the UK, in order to gather a better perspective regarding both nationalities’ cultures, and be able to evaluate which of the styles is used in which location and why. 
Checking the first insight presented by Hofstede, which refers to Power Distance, it shows a huge difference between the two nations, with UK ranking 35 reflecting a more equal opening towards opportunities, and which represents almost half compared to UAE’s index which scored 74 suggesting a hierarchical structure, and therefore, it is more likely that a theory X is executed in this location, and a theory Y in the UK;
The second insight refers to Individualism, where the results were the opposite than the above, having UAE with 36 points and UK ranking 89, signifying that the UK is practising a “me” orientated culture and is more likely that the leadership style is Y, suggesting that UAE have a more community-orientated approach, and thus X theory is applied.
The masculinity index in both locations is above average, UAE ranking 52 and UK 66, indicating that both cultures are driven by competition, achievement and success.
The fourth insight is referring at Uncertainty Avoidance and this reflects a big discrepancy between the two, with UAE rating 66, signifying that people have a bigger need for rules, in order to avoid uncertainty, where in the UK the index is 35, representing the fact that people are more adjustable and do not need to have a strict plan to follow through;
The fifth insight is discussing the Long-Term Orientation and this dimension is again showing a big gap between the two cultures; UAE is scoring 22, proving a high interest and respect for their older traditions, and the UK scoring 51, placing them on an average score, however, showing a higher interest in modern education and encourage all efforts to prepare for the future.
The last insight is arguing the Indulgence rate of each culture, with a massive difference between them. UAE ranked 22 on this dimension, defining them as a Restraint society which is driven by social norms who think that leisure time or indulging themselves is somehow wrong; having on the other hand the UK with a score of 69 suggesting an Indulgent society where the wellbeing of people is prioritised and a more positive attitude over wellness is practiced, emphasising leisure time and spending money as they wish (Country Comparison, Hofstede Insights, 2022). 
Having now assessed the Hofstede Insights for both national cultures, it can be concluded that Dubai shall have a more X theory orientated leadership style in Marriott Hotels, while in Wales, the culture seems to be more orientated toward Y theory. 

Understanding the national culture of a place allows more opportunities to arise, thus along with this, it is important to know cultural difference in business. Although Marriott has a specific leadership style, when it comes to making business, the leaders have to know a few etiquette rules in order to enhance the possibility of a collaboration, therefore ‘Marriott Bonvoy Traveler’ is presenting a few of Dubai’s business guides. Jordan Bressler wrote a few conduct guidelines that would be appreciated by the Dubai people such as, standing up when anyone joins the meeting, always respecting and keeping your word, allow the host to initiate handshakes, and be respectful and thoughtful towards the Ramadan month, although eating or drinking in public during the fasting hours are considered an illegal practice (Bressler, 2020). 
Looking now into the business culture of the UK, the fundamental factors involved are courtesy, politeness, discipline and punctuality. British people appreciate maintained eye contact and they also practice the hand shake; if this happens between a man and a woman, women tend to extend their hands first (United Kingdom: Business Practices, 2022). 
Switzerland Global Enterprise had also compiled a UK Business Guide which serves as a tool for one of the most competitive markets in the world, and states that British people often use to do business outside the office, commonly they might use the first name from the first meeting, due to the short power distance dimension of UK, the British people appreciate being offered space to make decisions, therefore being patient is essential (Kolb, 2022). 

Examining the leadership team at Courtyard by Marriott Culture Village, it is a cross cultural team with equal gender opportunities formed out of General Manager - Richard Bleakley, Director of Sales and Marketing – Ravneet Arora, Director of HR – Nancy Shaker, Operations Manager – Jason Hollingworth and their cluster Head Chef – Prabu Michael (Corder, 2021); the team style remaining loyal to the organisation’s cultural core values, which value diversity and inclusion. Marriott’s base is built upon the happiness and wellbeing of their associates, claiming that embracing differences is one of their core values. Marriott has developed TakeCare Movement which is the organisation’s commitment to always put people first and protect their cultural legacy intact for the future generations; the care for people and their wellbeing is the company’s main concern and it sits in the company’s DNA along with their cultural inheritance (Marriott International, 2022). 
Looking in contrast to the management team of Delta by Marriott in the UK, there is no big surprise to notice that the team members are also forming a cross cultural team, following the Marriott brand’s diversity and inclusion value. Some of the names of the team members of the Delta by Marriott in Swansea are Bruno Aguiar Jesus, Janetta Doncheva, James Bidder and Ben Hughes (Swansea Marriott Hotel | Linkedin, 2022). 

Organisational culture is represented through a set of beliefs, norms and values which define what behaviour is accepted or not, encouraged or discouraged within an organisation. To have a deeper understanding of what the culture of an organisation is really represented by, Edward T Hall has developed in 1976 The Culture Iceberg Model which claims that the organisational culture is a lot like an iceberg. He explained that the aspects of the culture visible from the outside were called “Surface Culture” and the real foundation of an organisation’s core which talks about the values and beliefs of a company are called “Deeper Culture” (Agarwal, 2020).
In “Beyond Culture”, Edward Hall explained the differences between the internal and the external culture as implicitly/explicitly learned, unconscious/conscious, difficult to change/easy to change, subjective knowledge/objective knowledge (Hall, 1976). 
Exploring the Surface Culture, it reveals factors such as Perks and benefits, which play a big part in ensuring that the organisation’s associates feel comfortable with all aspects in their life. The perks can include discounts, flexible working hours, company/team retreats, other benefits. 
Reviewing now Marriott’s wages in both locations, it is revealed that an average wage in the UAE for a Front Desk Receptionist starts at around AED4,000 monthly (Marriott international Salaries in the UAE, 2022) and a sales management role for example is paid with around AED78,000 annually; the perks and benefits for the associates should be somehow standard for the entire world, offering associate rates for stays in Marriott properties, as well as Food & Beverage services and leisure services like spa and gym at discounted prices, paid holidays, paid sick leave, pension schemes, etc (White, 2022).
Looking at job positions in the UK, Swansea is advertising at the moment full time Marketing Manager position offering between £25,000-£30,000 (Hotel Management Jobs | Indeed, 2022). 
The next aspect of the iceberg is the Dress code and the appearance, being considered that the associates’ aspect could create different opinions in the customers’ eyes regarding how their culture is perceived. However, more organisations start allowing casual outfits within the workplace in hope for a better performance (Agarwal, 2020). 
However, on the Zippia The Career Expert website is stated that all Marriott employees that are facing the guests must wear a uniform at all time during their shift (What is the dress code at Marriott International?, 2022). 
Another aspect of the “Surface Culture” is the technology one organisation is using. Technology itself cannot create or change a culture, but it enables ways for a culture to be enhanced. 
As Marriott’s core values are orientated towards people’s wellbeing and where people are always put first, the organisation developed an online platform that allows all their Bonvoy members to personalise their stay through accessing features such as: mobile check-in, mobile key, mobile requests – where the guests and the hotel’s staff are able to communicate in real time and place requests or raise inquiries (Marriott International, Hotel Technology, 2022).  
The next part of the top of the iceberg is discussing the Rewards & Recognition which is pretended to actually denote and highlight an organisation’s core values and culture, by what, whom and why they awarded that member of the organisation.
Marriott International has programmes which celebrate and offer recognition to their associates in order to keep the associates happy and committed so they can make the guest happy (Best companies: Marriott Hotels International Ltd, 2022). 

The Deeper Culture refers to aspects of deeper culture of an organisation which are not easily noticed or perceived as the external factors. These can include aspects like beliefs, values, authority and competition, health and wellbeing of the associates and the communication practices. 
The organisational culture is more intertwined with the national culture when it comes to the deeper part of the iceberg. This being enabled by the fact that deeper personal values which could also be derivates from national culture/ culture of the place can have influences on the organisational deeper culture to some degree.
Some of the main aspects of the deep culture are the authority within the organisation; Marriott’s CSR -Marriott Serve 360 is a programme meant to empower people through opportunities offered to all people, youth, women, people with disabilities, veterans and refugees (Empower through opportunity, 2019). 
Considering now the leadership style in both locations reviewed throughout the essay, as well as the cultural dimensions specific for each location, it could be interpreted that due to the fact the UAE culture is more orientated towards an X style of leadership, they would not be able to fully align with the organisation’s values and visions. Nonetheless, Courtyard by Marriott, Dubai, has opened a new position as a Guest Experience Expert which itself is an empowered role and implicates offering high standard care and assistance to the hotel’s guests throughout their stay (Naukrigulf.com, 2022). 
The health and wellbeing are other essential sides of a deep culture, along with good communication and employee engagement; more and more organisations started to realise that happier and healthier employees equal to greater efficiency and overall better performance. 
The same perspective was understood long time ago by J.W. Marriott who founded Marriott Hotels & Resorts and whose business philosophy is based on putting people first and looking after the employees in order to have thrive and be successful as an organisation, as well as to have happy, committed and engaged associated in the organisation. 































CONCLUSION

Drawing a conclusion based on the findings in the essay, it is revealed that Marriott has a strong culture which defines the way the organisation pursues the way they do business, act and wishes to be perceived by the people within the hospitality sector and all business environment. 
For this reason, both the Arabic and the British culture do not have a huge impact on the way the services are performed in both Courtyard by Marriott in Dubai and Delta by Marriott in Swansea, neither in the way the teams are formed and managed; these values had stayed strong on behalf of the organisation’s culture and values. 
Of course, the personal touch of the associates of both locations do play an important role in the way the guests perceive the culture of the organisation, especially that both locations are aligned with Marriott’s values which refer to inclusion and diversity and the teams are cross-cultural, offering therefore an interesting mix of values, visions and perspectives - differences which are appreciated at Marriott. 
Although both locations have light influences of the national culture, they are both following nevertheless the main pillars of Marriott’s philosophy of inclusion and of always putting people first. 


















Critical Reflection

This work is a self-assessment of the leadership style I exercise, based on various questionnaires, tools and frameworks meant to highlight one’s style of leadership. I am going to evaluate my own leadership style and give a definition of each other main different styles. 
This aspect can also be viewed as the behaviour one leader has towards his/her team members, how well they are supporting the team, influence and motivate them while leading the organisation towards a desired goal, and maintaining to keep the associates happy and engaged with the same visions (Becker, 2022). 

In the following section I will present the results of a Belbin Questionnaire I have previously completed. This tool was created by Meredith Belbin in order to help leaders and managers identify the identity and role type of individuals in order to be able to maximise their potential and to create the best and most efficient teams, by allocating the most appropriate and suited tasks for each member. Belbin thinks that there are nine main team role behaviours such as Team-worker, Resource Investigator, Coordinator, Plant, Monitor Evaluator, Specialist, Shaper, Implementer and Completer Finisher, with all of them having key skills for different tasks; thus, as a leader, knowing your team members is extremely important (The nine Belbin team roles, 2022). 
As a result of performing a Belbin team role questionnaire it was revealed that the style that I mostly tend to approach is an Implementer, which Belbin refers as to the people who are practical, reliable and efficient. These type of team members are able to turn ideas into action by displaying great time-management and organisation skills; they also present high common sense and good self-control and discipline (Team Role Summary Description, 2011). 
The other two most common styles that I seem to identify with the best in other cases are Resource Investigator and Monitor Evaluator. The results indicate that I am able to work under different circumstances and capable to adjust to different styles, depending on the type of team I am working with at that time, as well as the project or desired goal. 
The resource investigator is someone characterised as enthusiastic and outgoing individual who takes pleasure in being sociable and therefore they are good communicators. They have relaxed personalities and enjoy exploring new possibilities and opportunities. Resource investigators are born negotiators and they have a good sense at identifying and developing people’s great ideas (Watson, 2022). 
The other second role/identity I sometimes undertake is referred to as Monitor Evaluator and this describes a strategic and sober person who is thinking things through and is perfect for evaluating problems, ideas or suggestion. This type of person has an accurate thinking (Watson, 2022)
Barrie Watson writes that an Implementer is a useful tool for an organisation, due to their reliability and capacity for application; they have a capability to adjust and can sense the feasibility of product/service, this allowing therefore the organisation to succeed (2022). 
In the next section I will explain the results following the Conceptualizing Leadership Questionnaire which looks to evaluate how I define and see the leadership. From the results of the questionnaire, it shows that I understand and look at leadership as a trait, a skill, a behaviour, a relationship and a process almost equally, and less so as an ability. 
I see leadership as a personal trait, as a symbiosis between the leaders and the followers, and I consider that leaders are born and one cannot be trained to become real leaders. 
One of the best leaders that had always inspired me is Mahatma Gandhi, who is remembered for his great achievements through peace, love and integrity. Gandhi was a born leader who managed to inspire his followers and other nations and always led by example and with integrity (Shah and Todi, 2022). He managed to develop that symbiosis relationship with his followers through his behaviour and born-leader qualities. 
In order to understand better my position towards leadership and have a greater awareness of my weaknesses and strengths, I have also performed a Mouton Blake Questionnaire which offered me a greater view over my skills. It showed that I ranked 8.2 at concern for people and 7.6 at concern for task, therefore resulting after checking the scores on the matrix that the leadership style that is accorded to me is “Team Leadership”, this implying strong abilities regarding both tasks and people. 
Alice Morgan wrote that people who have this leadership style are able to create a harmonious environment where the employees are motivated and happy, therefore they stay committed and deliver real results for the organisation (2022). 
Furthermore, I evaluated my leadership behaviour from a task and people perspective, through The Leadership Behaviour Questionnaire, resulting that I tend to be more task inclined. The results presented a very high task range, and scoring a low range at relationship, suggesting that I tend at times to be less people orientated. This tool allows me to interpret and acknowledge my behaviour and therefore allow more resource to improve my leadership style by putting more emphasis on the relationships with people when needed. 
The Leadership Styles Questionnaire is helping a leader establish whether the style he exercises is authoritative, democratic, facilitative or situational. After completing the questionnaire, the results revealed that the situational style was the one I scored the highest points, followed by the facilitative style (Leadership styles questionnaire, 2022). 
The first style that I matched with, Situational, which is not a real style in itself, but rather a belief that the best approach is a mixture of styles, depending on many factors and circumstances. The Situational style also implies that the greatest attitude and skill to have is adaptability, thus resulting that my flexible leadership style allows me to customise my leadership style based on the team and tasks in hand. 
One of the main strengths of this style is the fact that given to its adaptable nature, it allows the leader to adapt quickly to urgent and non-urgent issues. 
This different approach grants me and other leaders sharing the same values the freedom to prioritise time differently and take a chance to developing relationships and just being there with the door open for people in case support, guidance or anything else is needed.
The shortcoming of this approach is that team members may feel that there is too much uncertainty in how things are going to happen in different circumstances, and that this might affect eventually their effectiveness and might also make them become resistant towards this style or any change in general (Miller, 2022). 
The second style that I could be liable to adopt is Facilitative style which describes an attitude where making mistakes is okay as long as the people learn from them, and where myself as a leader will allow room for lessons so that associates can understand that is being done well and wrong. 
This style creates a great environment for creative people, where all suggestions are listened to and appreciated, where individual learning is cultivated and people are also empowered in order to learn and develop through their own experiences. 
The weaknesses of this style could become real issues if the leader becomes too relaxed and colleagues feel that there is not enough guidance or seriousness or to allow team members to become too relaxed or take their position for granted, in terms of becoming aimless or chaotic (Leadership styles questionnaire, 2022). 
In addition to help evaluate and describe my leadership style better, I performed a Path-Goal Leadership questionnaire which emphasised somehow the results from the previous questionnaire which showed that the style I am more rather inclined to approach is a Situational one. 
The indices I scored on the Path-Goal Leadership Questionnaire suggest that I am a modern leader who has the ability to identify the issue and the type of approach that is most appropriate, and thus I am able to mix the leadership styles and adapt to the style needed for different situations and circumstances. The questionnaire indicated that I am almost equally exercising the directive, supportive and participating style. However, I tend to stay more focused on the goals and I tend to employ an achievement-orientated style where I continuously lean towards perfection, wishing that team members perform at their highest standards, and also are always looking new ways to improve at what they are doing. 
The leaders that adopt this style mainly are individuals who showing that they are able to establish and accomplish challenging projects/tasks (Peter G. Northouse, page 128, 2010).
All the advantages that this style is differentiated through such as clear communication, defined goals, supportive and advice-orientated leadership are helping the team achieve results easier and in a more time-efficient manner. 
On the other hand, focusing too much on a goal can reduce the employees’ motivation to find ways to improve, therefore could lead to an uncreative and underdeveloped team. 
The basic behaviours at the foundation of these styles are a mixture of people types and skills. Task-oriented styles are characterised by individuals skilled in explaining and delegating roles, problem solving, originality and creative management, while the people-orientated styles are characterised by people focused on team building, people-management and personnel development (Montgomery Van Wart, page 38, 2008).  
As the last part of the self-assessment, I considered appropriate to perform an emotional test in order to gather a deeper view of my leadership skills, in terms of people relationships. 
Therefore, as the results of the Emotional Test offered by Global Leadership Foundation revealed, my main strengths and focuses are on self-management, social-awareness and relationship management having slightly lower score at the self-awareness point. 
The results of the emotional test suggest that I am very emphatic and aware of other people’s needs and emotions, while being able to keep my emotions under control and maintain calm in tense or chaotic situations. The social awareness and self-management competencies also describe someone who again is able to overcome obstacles and is more achievement-oriented, someone who can adapt on different situations depending to each situation and person, and who is maintaining standards of honesty and integrity. 
The third characteristic discusses about relationship management which covers competencies such as visionary leadership while helping others develop, influence others through example, good communication skills, conflict management skills, team building and promotion of a healthy collaboration and environment between the team members. 
Self-awareness seems to be the category where I should allocate more time, in order to accumulate more knowledge and understanding regarding my own emotions and in order to gather a greater accuracy in regarding to self-assessment, and moreover in order to be able to empathise with people’s emotions and feelings at a greater scale (Emotional Intelligence, 2017). 

It is now safe to conclude that based on the results of the various leaderships style questionnaires I performed and the information I gathered through their results, I now have a much better vision over my leadership abilities and skills and over the style and tendencies I exercise in leadership. 
Established on all the results, I believe that I have an innovative leadership style overall due to the ability to adapt and change my methods based on the needs of the moment (Porumboiu, 2022). 
The philosophy behind my leadership approach is that a more flexible and creative attitude will bring at the same time better results for the organisation and will create happy and committed employees. Being able to shift and change the tactics of any style to another and use techniques that combine different leadership styles at the same time is a quite unique approach that not many leaders are able to apply (Barsh, Capozzi & Davidson (2008). 
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