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[bookmark: _Toc167310373]Executive Summary
The General Manager of the Multicultural Hotel & Spa in London asked for this report, which talks about the main ways that Germany and England are different culturally. It looks at these differences through the lens of the GLOBE Project's cultural dimensions and also talks about how hard it is to be an intercultural leader in the hospitality business. To make an intercultural team that works well together, it's important to offer training in cultural understanding, set clear rules for communication, and set up structured ways to make choices.
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[bookmark: _Toc167310374]Introduction
The new General Manager of the fictional 5-star Multicultural Hotel & Spa in London needs to be familiar with the specifics of culture and leadership relationships. The main aims of this report are to list the main ways that England and Germany are different, use the GLOBE Project's culture and leadership study to compare and analyze these countries, and look into the challenges of being a foreign leader in the hospitality industry.
[bookmark: _Toc167310375]Main Body
[bookmark: _Toc167310376]Key Differences Between England and Germany
Individualism, low power distance, and moderate uncertainty avoidance define England, as an Anglo culture cluster country (Deresky, 2017). Germans, part of Germanic Europe, prefer a more orderly society. Important cultural differences include:
Styles: English speakers are polite and ambiguous, using euphemisms to avoid direct interaction. Germans are more straightforward and prioritize precision (Weber, 2020). English workers may think Germans are blunt, and Germans may think English individuals are ambiguous when they speak roundabout.
Leadership and Decision-Making: England is more democratic, and decisions are decided by consensus and consultation. More senior employees make choices in German workplaces, which have a clear hierarchy and formal framework (Weber, 2020). Mixed teams can struggle because English-speaking staff may seek more transparent decision-making.
Time in Culture: Both countries value punctuality, but Germans are stricter. They consider tardiness disrespectful and unprofessional. Being on time is crucial in England, yet people are more open. English people may assume Germans are tight about keeping to their plans because they prioritize relationships over deadlines(Lie and Shrikant, 2019) .
Work-Life Balance:  Germans frequently separate work and personal life. To have time for themselves, they emphasize work efficiency. Networking and socializing outside of business hours may be more common in England.
GLOBE Project Analysis and Comparison
The GLOBE Project is looking at a number of cultural differences between Germany and England.
Power Distance: Germany rises, indicating a greater openness to the idea of authority (Smith and Johnson, 2022). England, on the other hand, has a relatively low power distance, so flatter organizational structures and more equal pay for all staff are favored (Deresky, 2017).
Collectivism vs. Individualism: The fact that England is more individualistic shows that the country values freedom and personal success (Dull, 2018). People in Germany also like to be alone, but they also value community and working together within certain limits (Weber, 2020). This could affect how well the team works together since English workers value individualism more than group cohesion and shared goals (Hampden-Turner and Trompenaars, 2020).
Uncertainty Avoidance: To deal with uncertainty, Germans would rather have clear rules and laws than vague ones. Compared to England, which earned less, this country is more likely to be adaptable and flexible when things are uncertain (Hofstede, Hofstede, and Minkov, 2010). They are also more likely to be open to change and new ideas.
These differences affect leadership styles (House et al., 2004). For example, German leaders tend to stress clear rules and duties and be stricter and more forceful (Hofstede, Hofstede, and Minkov, 2010). Leaders in England should be more open and involved with their teams, listening to and acting on the views of everyone and making the environment friendlier (King, 2018).
[bookmark: _Toc167310377]Challenges of Intercultural Leadership in Hospitality
There are several reasons why it can be hard to lead a mixed team in the hotel business:
Communication Barriers: Differences in communication styles can lead to misunderstandings (Maheshkar and Sharma, 2018). For example, English workers might think that Germans who are straight are rude, while Germans would think that English people who are indirect are sneaky (Jackson, 2014). It can be hard for people to work together and get things done when these things get in the way of communication (Smith and Johnson, 2022).
Making Decisions Processes: The more equal style of English culture might not get along with the hierarchical nature of German work culture, which could make it difficult to make choices. (Nedelko and Brzozowski, 2020). English workers could be discontent with the idea that they lack influence in vital matters, and German workers may need more supervision.
Workplace norms and values: Specifically, German workers can be expected to be aimed for more structured agendas and clear directions, and English workers for the opposite – creative world where small talk is a part of the everyday reality (Pritchard, 2019).
There are situations when countries' people have problems for communication with each other. This issue might be solved with multicultural communication (Abramson & Moran, 2018). In this regard, it may be relevant to define the ways of talking to each other in a team meeting, and this might take into account both direct and indirect communication style (Jackson, 2014). The training on cultural awareness and sensitivity can do so too, which, in turn, will enhance the strength of the work destabilizes or to serve (Christiansen, Branch, and Karmowska, 2020).


[bookmark: _Toc167310378]Conclusion
In order for the Multicultural Hotel & Spa to be a successful operation, it is of utmost important to establish and maintain communication that is different and unique for every culture (Lie and Shrikant, 2019). The hotel can get a team that solves problems easily when they have been overcome by using what they learned from the GLOBE Project and seeing where problems may arise.
[bookmark: _Toc167310379]Recommendations
i. Cultural Awareness Training: Taking into account that every member of the staff gets good and comprehensive training on how to view and treat people of different cultures (Christiansen, Branch, and Karmowska, 2020).
ii. Communication Rules: Having guidelines that ensure two types of communication that are good for the direct and indirect participants will eliminate the need for people to be confused (Deresky, 2017).
iii. Making Structured Decisions: To achieve that everyone's voice is heard, create approaches that combine democratic and hierarchical processes in decisions (Dull, 2018).
iv. Regular Workshops on Intercultural Issues: Teach the staff how to work with people of different cultures and handle conflicts through regular workshops and classes.
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