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Abstract
This research investigates the impact of cross-cultural management practices on organisational performance within Travelodge, a leading international hotel chain. Through a quantitative study approach, the study explores the effectiveness of Travelodge's existing practices, identifies challenges, and assesses their influence on various aspects of organisational performance.
The findings reveal a statistical picture, with positive outcomes. While cross-cultural training and diversity initiatives have contributed to improved communication and inclusion, challenges such as communication barriers and cultural conflicts persist. The impact on organisational performance is multifaceted, with positive effects on employee engagement and customer satisfaction, but also potential challenges in adapting to local cultural contexts.
Based on the findings, the study recommends several strategies for Travelodge and other international hotel chains to enhance their cross-cultural management practices. These include investing in comprehensive training, fostering a culture of diversity and inclusion, adapting to local cultural contexts, promoting open communication, and measuring and evaluating cross-cultural performance.
Future research should explore the long-term impact of cross-cultural management, compare practices across industries, conduct case studies of successful implementation, and investigate emerging trends in the field. By addressing these areas, organisations can further develop effective cross-cultural management strategies and achieve sustainable success in the global marketplace.
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Glossary
	Term
	Definition

	Cross-Cultural Management
	The processes of working with culturally different subordinates and the ways of incorporating them, coordinating them, and encouraging them to work efficiently.

	Organizational Performance
	A productive measure of how well an organization or firm is operating towards achieving goals and objectives; includes profitability, efficiency, etc.

	Cultural Diversity
	A situation whereby workers in an organization hail from diverse cultures, ethnic groups, or countries.

	Leadership Understanding
	The effectiveness of leaders in identifying and appreciating cultural diversity, demonstrating acceptance of diversity in the workplace.

	Team Cohesion
	The level of conformity and coordination demonstrated by members who are in a team focusing on shared objectives.

	Employee Motivation
	The amount of passion, devotion, and interaction that a person or people can possibly have for the roles adopted and objectives set in an organization.

	Conflict Management
	The procedure of recognizing, managing, and solving conflicts or issues resulting from cultural differences within a group or company.

	Customer Satisfaction
	How close a hotel gets to delivering the services and creating the experiences that it anticipates guests of different cultural backgrounds would want.

	Problem-Solving
	Structural problem-solving and analysing them as problems that can be solved with the help of such skills within a cross-cultural context.

	Turnover Reduction
	The processes employed to ensure that organizational employees, especially those with cultural differences, are retained through measures that promote their well-being in the workplace.

	Inclusive Environment
	A safe environment free from discrimination and prejudice to cultural diversity that gives an equal chance to everyone.

	Cultural Competence
	The personnel’s capacity to appreciate, convey, and interact with people with an assortment of social orientations.

	International Hotel Chain
	A global hospitality organization that serves guests from distinct cultural backgrounds in various countries.

	Training Impact
	The impact that cross-cultural training has on the effectiveness of the employee within the identified multicultural team and organizational performance.






[bookmark: _Toc178539076]CHAPTER 1: INTRODUCTION
[bookmark: _Toc178539077]1.1 Background study
The management of cultural differences has been identified by the scholars as being of significant importance in organizations operating in global environments such as hotel chains operating in the UK market. A review of literatures on cross cultural management: exploring the impacts of cross-cultural management on organisational performance in the context of Travelodge which is a leading UK based hotel chain. It is designed to look at the effect at work of cultural diversity in employees and managers for the purposes of communication, problem-solving and productivity (Koc, 2020). Therefore, the aim of this research to find out how cross-cultural management influences the organizational performance in international hotel chains doing business within the UK. Also, it tends to suggest the best practices of workforce diversity management to improve the organizational commitment and job satisfaction of the employees to increase productivity level and organizational success in this competitive hospitality industry. Contemporary society is described by Daskalaki, (2020), the high level of globalisation due to development of both technology and transportation obviously. This can be referred to as globalisation and has enhanced interaction between people from different cultures other than at individual level within organisations. When organisations decide to continue their business activities on the international level, which means they are going to work with people from different countries, they face different cultures, norms, and practices at the workplace. Essentially these interactions of the cultures within organisational environments have led to the emergence of cross-cultural management.
The idea of cross-cultural management has emerged more often with globalization and emergence of organizations across the world to accommodate different employees. These aspects are especially relevant to organisations operating globally, including the context of international hotel brands like Travelodge – the interaction of employees of different nationalities brings cultural differences into the workplace. Cultural differences are known to help raise potential problems in group collaboration, the approach used by a manager to leadership, and communication as it all mirrors organizational outcomes (Nazarian et al. 2022). It can be said that the cultural differences are both the strength and the weakness because on one hand, the cultural difference can be seen as the obstacle, while on the other hand it is the starting point for the innovation and development and improvement in the way the problems are solved. Concerning this subject, this research investigates the influence that cross-cultural management has on the development of cooperation at the workplace as well as its effect on organisational productivity and performance at Travelodge. Cross-cultural management refers to the analysis and application of aspects of management that involves individuals originating from diverse cultures in place of work. Hofstede cultural theory is defined as a system that necessitates recognizing, valuing, and utilising that which is different between two cultures for organisational objectives. As for the specificity of the management field, it is crucial to note that today’s hospitality industry is, indeed, global and multicultural, which also contributes to the demand for cross cultural studies (Lim and Ok, 2021). Multinational hotel firms have become popular players in the internationalised hospitality industry that operates in many countries of diverse cultures. These chains have a difficult task of satisfying requirements of the world market while serving the local population’s tastes. The effectiveness with which these organisations operate and manage relations with employees and visitors depends on cross-cultural encounters of the organisations. 
[image: ]
[bookmark: _Toc178539483]Figure 1: Growth of hospitality market
(Market Data Forecast, 2022)

[bookmark: _Toc178539078]1.2 Problem statement
An increasingly global economy has forced organisations to look for opportunities outside their home country’s borders, consequently creating a multicultural workplace with employees and clients from various cultural backgrounds. This cultural blend serves both as a strength and weakness when conducting business and especially within organisations, specifically those in the sphere of hospitality where employees are forced to deal with cross-cultural guests (Eid and Agag, 2020).
As global hotel chains, such as Travelodge, function where different cultures prevail, it is possible to exist and develop a workforce that is composed of employees with different nationalities and cultural backgrounds poses both benefits and risks. Managing culturally diverse groups is essential in short, which requires cross-cultural management communication, collaboration, and leadership. But when cultural differences are not well managed, they cause communication breakdowns, and conflict, and they demoralize the employees and thus hurt organizational productivity (Tsiotsou et al. 2022). The problem is though that people are different, have different working style and it is crucial to manage all this and still stay on track to achieve what has been set by the organization. The case study in question seeks to fill the existing gap in the understanding of the impact that cross-cultural management practices have on organizational performance in Travelodge (Stan and Jongboom, 2023). Therefore, an understanding of the best practices for handling cultural diversity in international hires marks one of the primary goals of the present research, as the latter aims at contributing to the improved performance of actors in the highly competitive global context of the hospitality industry.
[image: ]
[bookmark: _Toc178539484]Figure 2: Growth of Travelodge
(Statista, 2023)
Global hospitality companies such as Travelodge have a diversity management issue since the human resource in the hotel industry is diverse, which impacts on organisational performance. Although cultural diversity could be leveraged for enhancing creativity and solving problems more effectively in the process of implementing a change, it poses a threat as well as predisposition to misunderstandings, conflicts and miscommunication in terms of language and working culture (Sarwar et al. 2020). This research seeks to redress the issue of cross-cultural management and impact on various aspects of organizational performance at Travelodge with specific reference to engagement of employees, operational effectiveness as well as service delivery. It aims to establish best practices in cross management to minimize the challenges that are likely to come across in the competitive global environment with special focus to the international hotel industry.

[bookmark: _Toc178539079]1.3 Significance of the study
This research may provide many insights and benefits to both the academics and researchers. Thus, examining the multifaceted link between cross-cultural management and organisational performance in the field of international hotel chains, this research helped to enhance the updated base of knowledge (Hyde and Ong, 2020). It provides a clear analysis of the diverse issues that are involved in the management of a culturally diverse workforce in the hospitality industry that has experienced massive globalisation.
It is anticipated that the outcomes of this study will be useful for the International Management (IM) divisions of international hotel organisations concerning the improvement of their cross-cultural talent management skills. The relevance of this study is anchored on its capacity to contribute to a deeper appreciation of how cross-cultural management influences organisational performance of international hotel chains in the UK (Chatterjee et al. 2022). It will be useful for academic readers and practising managers and professionals who want to know more about the concept of cultural intelligence and its application in various organisations. The study might assist hotel organisations to enhance employee engagement and work relations as well as organisational performance, all factors that could assist organizations to perform efficiently on a global level. 
This research is important since it focuses on the concept of cross-cultural management in the improvement of performance of international hotel chains especially Travelodge UK. While globalisation is leading to further expansion of MNEs, the problems of operating in diverse cultures have assumed critical significance for maintaining competitive advantage. It, therefore, becomes an issue of how the hospitality management can unlock all that a diverse pool of talents offers in terms of service and productivity (Salgado and Moscoso, 2022). Thus, analysing cross-cultural management impact on organizational performance of the organizations in this study reconstructs the culture implications as facilitators or detrimental factors affecting employee engagement, teamwork, and leadership efficiency. It also identifies measures that should be taken to minimize cross cultural friction and to increase the level of cross-cultural tolerance as a means of producing diversity at workplace that magnetizes creativity and operational efficiency.
The research outcome will be useful to the theoretical community as well as enhance the practical management techniques that will assist hotel chains like Travelodge in understanding cross cultural management effectively (Watson et al. 2020). Finally, this research could offer an opportunity to advance the international hotel chains’ position in a variety of markets and, thus, make the employee satisfaction rate higher, the service quality of an upgraded level, and the business performance more effective in the context of continuously developing the global hospitality industry. 

[bookmark: _Toc178539080]1.4 Rationale
Rising globalisation of business means that intercultural management has become the key competency required by organisations that have offices in two or more countries. The nature of the hospitality industry, which is international and thus offers services to a vast number of clients from different nationalities, offers the best opportunity to analyse cross cultural communication (Ibrahim et al. 2023). For the purpose of this analysis, it is imperative to view international hotel chains as prominent actors in this particular field, so as to examine their difficulties in dealing with a multicultural workforce and addressing customers’ needs while maintaining a level of uniformity.
The reason for this research lies in an increasing role of cross-cultural management in the field of the hospitality industry and organizations that operate with multicultural employees including Travelodge. Since cultural diversity is known to affect communication, leadership and team work it is important to learn its effect on organizational performance. This research endeavours to reveal how a proper management of cultural differences can positively affect engagement, business performance and services’ quality. Through assessing these dynamics, the research aims at contributing the understanding and the practical recommendations that would be useful to the IHIs for raising efficiency, ensuring multicultural employees’ engagement, and sustaining competitiveness in the multicultural global environment (Kai Liao et al. 2021).
Thus, by identifying the obstacles encountered by multinational hotel companies with regards to cross cultural management and by analysing the measures taken by these companies to address these obstacles this work intends to add to the body of knowledge that seeks to enhance the current cross cultural management frameworks applied to the hospitality industry. 

[bookmark: _Toc178539081]1.5 Hypothesis
Hypothesis H0: No significant correlation has been observed between the success of international hotel chains and cross-cultural management practices.
Hypothesis H1: The success of global hotel chains is remarkably correlated with cross-cultural management.

[bookmark: _Toc178539082]1.6 Aims and Objectives
The purpose of this research is to determine the validity of the cross-cultural management practices and its impact on organisational performance in the setting of international hotel chains. Specifically, the research seeks to:
· To analyse the effects of cultural difference on the management style.
· To analyse the key management and leadership challenges encountered by the international hospitality chains operating in the UK.
· To analyse the relation between cross-cultural management and organisational performance.
· To recommend ways for the international hotel chains to facilitate better cultural adaptation in a cross-cultural environment.

[bookmark: _Toc178539083]1.7 Research questions
1. How cultural diversity can impact team performance?
2. Why does cross-cultural management become pertinent for the underperforming hotel chains?
3. What kind of relationship exist between cross-cultural management and the performance of the international hotel chains?
4. What kind of strategy can help in ensuring cultural diversity and mitigating the challenges to enhance organisational performance?

[bookmark: _Toc178539084]1.8 Summary
In this paper, cross cultural management in international hotel chains: reference to Travelodge UK is among the topics under consideration. Due to the growing number of organisations across the globe that are culturally diverse, it is important to establish the impact of cultural diversity in organisations. Accordingly, the purpose of the research will be to determine how effectively the cultural differences’ management can contribute to the engagement of the staff, improvement of operational processes, and the quality of the offered services. Overall, through the analysis of these aspects this work aims to contribute to understanding of the above-discussed problems and present recommendations regarding the enhancement of cross-cultural management. In the long run, it nurtures the competitiveness and diversity of global hotel chains that function in multi-culture setups in the global hospitality industry.

[bookmark: _Toc178539085]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc178539086]2.1 Introduction
Managing across cultures is critical in the establishment of global organisations such as Travelodge, which is in the business of running hotels in different environments as in the case of the United Kingdom. This paper therefore lays emphasis on the need to embrace cultural intelligence as globalisation continues to enhance the competition among the organisations. This literature review reveals the effects of culture on management and leadership and organisational performance (Fyfe et al. 2020). It goes further and explores other theories including Hofstede’s Cultural Dimensions and Cultural Intelligence which will look at how international hospitality organisations can make sense of cross-cultural management. It also presents ways on how cultural adaptation may be further improved, how communication could be more effective, and leadership in multinational teams could be developed for improved performance results.

[bookmark: _Toc178539087]2.2 Theoretical Discussion 
[bookmark: _Toc178539088]2.2.1 Cross-Cultural Management in Hospitality
Cross-cultural management in hospitality is a critical factor to improving the standards of service delivery as well as the customer satisfaction hospitality sector and the rest of the world. It includes being capable of comprehending and well handling cultural diversity of such people as workers and patrons. Culture as a component is; awareness, sensitivity and flexibility (Hussain and Khan 2020). Managers are hence required to encourage the incorporation of diversity as this means that different views are embraced in order to address the issue of delivery of services.
Staff training is essential for the improvement of intercultural sensitivity in order to address various guests and their peculiarities. It is recommended that managers address these issues in workplaces and develop policies that would encourage overtones of respect and understanding of cross-cultural misunderstandings.
[image: ]
[bookmark: _Toc178539485]Figure 3: Cross-cultural management
(Jackson, 2019)
The ability to manage cross-culturally can help in improving the cohesiveness of a team, increase employee engagement as well as satisfaction and thus better the experience of the guests (Meira et al. 2023). Thus, cultural sensitivity increases the attractiveness of hospitality companies’ environment and allows focusing on cultural needs, which in turn leaves a competitive advantage when operating in the global environment. In conclusion, proficiency in cross-cultural management as a business strategic approach yields improvement on productivity in the operational management front as well as customer satisfaction status among the international hospitality firms.

[bookmark: _Toc178539089]2.2.2 Culture and Management Styles
Culture plays a major role when it comes to management and organisational culture does affect the ways that the leaders in the organisation treat the employees as well as the ways in which they make their decisions. The management styles in individualistic cultures in English speaking countries like the UK and most countries in western Europe tend to be highly individualistic, with an encouragement for assertive, autonomous and sometimes even confrontational communication approaches (Jamali et al. 2022). These cultures may have the leadership which is strategic and aims at providing directions and giving people the chance to do their best on their own.
On the other hand, there are many collectivistic nations, for instance Japan or many nations In Latin America, it will be evident that management styles are inclined to emphasise teamwork, order, and authority. Managers of these organisations value harmony, obedience and relationship, entail their subordinates to participate in group decisions, and urge the importance of unity.
This may work well in high context culture, because compared to low context culture where asserted meaning is predominant and strongly focused on in implicit messages and cues that are covert and contextual (Lam et al. 2021). Low context communication culture, on the other hand, entails a high preference for communication which is written or spoken in an open, plain and clear manner. By being aware of these cultural factors, managers can be in a better position to effectively change their leadership behaviour to reflect the cultural beliefs and practices of their team.

[bookmark: _Toc178539090]2.2.3 Cultural Impact on Leadership
Cultural influence on leadership in UK international hotel chains is a factor influenced by the employees and customers from around the world. For example, leadership styles in high context culture countries like the ones in Asia or Middle East involve low direct communication but high respect of authority (Nazarian et al. 2022). Those UK hotel managers that supervise or cooperate with the teams from these areas may have to pay special attention to the importance of the establishment of wide-gauge interpersonal relationships, the collectivistic approach to decision-making, and formal communication.
On the other hand, while managing teams coming from high-context cultures as in Northern Europe or North American, the UK hotel leaders may overemphasise on directness, clarity, and avoiding ambiguity about the role of individualism (Nazarian et al. 2020). Such teams should occasionally be accompanied with specific directives, targets and objectives, and performance related feedback. In the same regard, people operating in high PDI cultures need a stricter leader that will provide direction and make decisions on behalf of the subordinates. Nonetheless, in low power distance cultures like the United Kingdom or the cultures of the Scandinavian country, a high level of PD may involve an empowered and active participation that is warmly embraced. UK hotel managers have to blend their cultural assertiveness when it comes to managing the workers while answering the would-be clients from all over the world.
[image: ]
[bookmark: _Toc178539486]Figure 4: Impact of leadership on culture
(Stan, 2023)

[bookmark: _Toc178539091]2.2.4 Challenges in International Hotel Chains
This paper identifies a variety of hurdles that multinational hotel managers have to deal with when it comes to culture management across countries. A key issue is to maintain control over service standards yet at the same time delivering services that are acceptable in the new environment (Japutra and Situmorang 2021). This implies that managers must work with international standards while at the same time come up with cultural and preferred customer tastes, which can be demanding in terms of knowledge and understanding of the different cultural practices all over the world.
Another is the issue of managing a workforce from across different cultural backgrounds. Managers have to apply various communication techniques both oral and written, different ways of decision making and work culture. Failure to address cultural issues leads to misunderstanding and conflicts hence affecting the cohesiveness as well as performance of the teams.
Cross cultural skills of staff require facilitation through training and development so that they can be able to deliver high quality services which are comprehensible to the local customers without violating their culture (Wu et al. 2022). Also, international organisations face challenges of leadership strategies since they have to contend with cultural differences in organisational cultures, which may not be easy in today’s world of globalisation.
All in all, it is crucial to handle all these factors through a systematic approach to approaching the issue of culture in LMS, thus providing more detailed information to every representative of the workers. It is with such approaches in mind that the international hotel chains can effectively tackle these concerns, and, therefore, improve organisational performance and guests’ satisfaction in the global markets.

[bookmark: _Toc178539092]2.2.5 Cultural Differences and Decision-Making
It is important to explore how cultural factors play a central role in influencing decision-making in intergovernmental organisations. Hofstede further explained that high-context cultures arrange large meetings when making decisions, especially those located in East Asia (Malodia et al. 2021). Power is seen as being used to maintain the status quo and to get things done, which may mean leaders focus on ‘the big picture’ while the importance can be placed on the relationships and long-term requirements rather than the short-term ones, decisions are group orientated, seeking the consensus and respect for the hierarchy.
On the other hand, the low-context cultures that are witnessed in the United Kingdom will take more time, and they are more personal. Employees are expected to emphasise pronounced work discipline, structure, rationale, personalised responsibility, and fast results. Another variation of people’s attitude to dangers within the framework of cultural values is the difference in the sense of risk tolerance. A culture with high uncertainty avoidance will be more inclined to plan decisions and will always try to follow plans by having an analysis of any risks that are bound to occur while a culture with low uncertainty avoidance will be more inclined to be creative in their decision-making process (Emon and Khan 2023). It is thus important for leaders managing employees from different cultures to have knowledge of these cultural differences. Applying decision-making techniques suitably to the context of the culture fosters good communication, trustful relationships and makes decision making well-paraphrased, embraced and particularly implemented across different cultures.

[bookmark: _Toc178539093]2.2.6 Cultural Adaptation and Success
This paper aims at analysing how a case of a UK international hotel chain requires consideration of culture when doing business in various parts of the world. It involves practising the management and staff of the given hotel company to embrace regional peculiarities and customers’ expectations (Francois Koukpaki et al. 2020). This entails pursuing local needs as far as accommodation facilities, foods, and even customer service provided to visitors are concerned. To understand cultural adaptation involves undertaking staff cultural awareness and cultural sensitivity which facilitates response to guests in pace with the local culture without changing the company’s fundamental standards. 
This approach improves customer satisfaction and their repeat patronage as most customers expect the kind of service that belongs to their culture (Dandis et al. 2023). Moreover, the leaders have to perform specific adaptations within the scope of the cultural peculiarities of the certain area. For instance, the use of autocratic leadership may be appropriate in a country with high power distance, whereas democracy may be most suitable in a country with low power distance. Thus, the further perspective of the successful development of a hotel chain is directly connected with its orientation to the cultural imperatives and adaptation of its activity to the local context, which, in turn, will bring positive results to improve the efficiency of production, stabilise positive guest interpersonal interactions, and enhance the company’s international image.

[bookmark: _Toc178539094]2.2.7 Cross-Cultural Communication and Performance
In this UK based international hotel chain, cross cultural communication has the potential of impacting the performance in international locations. Cultural aspect entails that exchange of information between the staff, guests, and management always run smoothly to the standard where they accept the multiple cultures of the guests (Nazarian et al. 2021). This entails embracing aspects like high-context and low context communication in which some cultures convey their meaning through indirect and hidden messages in contrast to direct messages as those of the low-context cultures. 
[image: ]
[bookmark: _Toc178539487]Figure 5: Cross-Cultural Adjustment
(Lo and Nguyen, 2023)
Cultural-awareness training courses are effective for the ability to manage intercultural communications gaps to enhance the quality of the provided services. For instance, employee knowledge of cultural differences will enable them to meet the customers’ demands and solve issues that may be related to culture (Setti et al. 2022). In addition, it promotes free flowing communication between members of the team thus reducing chances of conflict due to cultural differences within the team. By incorporating the different style of communications for the different groups and making sure everyone is good in cross-cultural communication, the hotel chain can foster cohesiveness in the work group, increase the morale of workers as well as providing the best accommodation services to customers globally thus boosting overall organisational performance and status.

[bookmark: _Toc178539095]2.2.8 Leadership in Multinational Hospitality
Multiculturalism is a key feature of leadership in the multinational hospitality for a UK international hotel chain where the leader is required to manage teams in different cultural contexts provided that they are all part of the same company and should have a similar vision. It is up to the efficient managers to adapt to the general international trends and, at the same time, contribute to the local traditions and clienteles’ requirements for each hotel (Dimitriou, 2022). Equally important as the role that has been highlighted above, is the cultural consciousness. Leaders should know and appreciate the culture of the two places whereby this management should suit cultural standards of those places. For instance, in high-context culture, leaders could put more stress on the relationships, and show respect for the authority while in low-context culture direct and top-priority oriented approaches may be used.
Also, there is a need to promote togetherness and working harmoniously in an organisation where employees come from different cultural backgrounds. Training learnt cross cultural communications and conflict resolution for the team better understood can foster higher teamwork and productivity (Groenewald, 2024). When cultural engagement is aligned with visions and goals, leaders can achieve optimum organisational performance, superior guest satisfaction, and protection of the corporation's international image. It also helps the organisation to maintain its competitiveness to address the needs of its clients from the international markets.

[bookmark: _Toc178539096]2.2.9 Overcoming Cross-Cultural Barriers
Cross cultural barriers within the context of an international hotel chain in the United Kingdom involves the ability to effectively manage the local teams due to cultural differences as well as the ability to meet the guests’ expectations in light of the different geographical areas the company operates in. The importance of developing and adopting stringent cultural sensitivity training policies cannot be overemphasised given the fact that developing a multicultural awareness enables the employees to avoid cases of misconceptions when dealing with different people from different parts of the world and hence provide standard services to the clients (He and Filimonau 2020). Measures should be employed to respect and welcome cultural diversity; they should adjust the procedures of serving clients to the norms of specific cultures while guaranteeing that every member of the team receives the same respect. It is necessary to set up fine working communication lines to be able to respond to any issues that may arise with clearly stated policies on how to deal with conflicts or-feedback. 
Third, there is a need to localise a number of guest experiences and fundamental ways of working such as changing menu or service delivery to reflect the cultures and trends of the particular region of operation but within the general brand guidelines (Yari et al. 2020). Management backing is also crucial; leaders need to acquire intercultural management competencies in order to manage their workers efficiently; lead by example/case; and support workers during challenging situations. Altogether the said strategies will help the hotel chain to improve guest satisfaction, team cohesiveness, and overall success in the multicultural world.
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[bookmark: _Toc178539488]Figure 6: Cross-Cultural Barriers
(Langenegger, 2021)

[bookmark: _Toc178539097]2.2.10 Cross-Cultural Management and Performance
International management is important in the case of a UK based international chain of hotels where the operation is across geographically dispersed locations. Cultural management concerns the ways and methods that can be adopted in leading a number of individuals of various cultural backgrounds to deliver efficiency and quality in the delivery of the services to guests (Nam and Kannan 2020). The managers need to be mindful of the regional tendencies and make employees accept and use the culture diversity in a workplace.
One of the major management success factors is cross cultural training of the staff; this ensures that the workers are well equipped to deal with variant guest preferences and interactions. It has been realised that this training aids in reduction of misunderstandings and enhanced service delivery. Creation of policies and practices that are integrated guarantees the employees are able to be productive regardless of their ethnic identity (Sukalova and Ceniga 2020). Besides, managing communication channels and conflict, solutions for culture related clashes are crucial in the formation of a pervasive team. When the chain of hotels adapts to tailoring its operational activities to locally acceptable behaviours while maintaining the company’s brand proposition, both guests’ experience and operations’ effectiveness are bound to improve. In the end, successful cross-cultural management enhances organisational performance and thus ensures the chain’s accomplishment in a competitive global environment.

[bookmark: _Toc178539098]2.2.11 Cultural Intelligence and Employee Engagement
Cultural intelligence is helpful in increasing eastern workforce participation in a UK based international hotel chain business that is located in several global regions (Daskalaki, 2020). It can also be perceived that high cultural intelligence assists leaders and employees to better understand and appreciate other cultures to ensure that everyone around them is treated with respect, thus creating a more harmonised working environment. This is important in order to communicate and motivate the workers so as to get the best out of them.
Culture intelligence is the concept that is taught in the training programs to make employees communicate effectively with other workers and potential guests originating from different parts of the world. This not only creates togetherness in the team, but also increases morale and job satisfaction as the employees feel appreciated.
[image: ]
[bookmark: _Toc178539489]Figure 7: Cultural Intelligence
(HR Concept, 2020)
It has been agreed that high cultural intelligence can be used by managers in organisations to address certain cultural requirements or preferences within their management practices. Knowing cultural differences and the creation of an organisation’s multicultural atmosphere can inspire the staff, foster communication and generate increased organisational commitment (Ratasuk and Charoensukmongkol 2020). Lastly, raising corporate cultural competence increases employees’ satisfaction that results in organisational efficiency and service quality in the hotel chain to succeed in a competitive global environment.

[bookmark: _Toc178539099]2.2.12 Managing Multicultural Teams
The human resources management in a UK international hotel chain involves tackling the challenges of managing multicultural teams so as to benefit from the diversity of people’s background while maintaining the order of efficiency and organisational cohesion. It is the responsibility of managers and supervisors to appreciate the diverse culture within them and embrace diverse communication practices, work ethic and different value systems to enhance an organisation’s diversity (Brett et al. 2020). Cross cultural competency means that the employees can handle interaction across cultures and this is achieved through putting into practice training programs that build respect for one another hence improving cooperation and decreasing conflict. 
Leaders should also change their leadership style to suit the culture of the employees especially because there are differences on what is considered appropriate in every culture. It is important that there should be well defined lines of communication so that problems that relate to work and feedback that are given can be easily communicated to all the members of the team in order to get their understanding on the same (Ahmad and Scott 2021). Further, the operation strategies and services need to reflect on the culture of the local markets it operates in but should not diverge with the values and standards of the hotel chain. And by synchronising these changes, the hotel chain can be best able to address issues of multicultural teams within this entity in order to improve the overall performance and hence customer satisfaction.

[bookmark: _Toc178539100]2.2.13 Cultural Integration in Hospitality
Cultural integration plays an important role in the appropriate integration of cultural practices in hospitality, especially for a UK international hotel chain so that all cultural factors are incorporated appropriately in the company as well as in the experiences of the guests. When done correctly, cultural adaptation implies incorporating cultural facts, tastes, and values of consumers and the overall hall into the services’ delivery without compromising the hotel brands’ image (Mariani et al. 2020). This could be done by developing a training session that will build up culture sensitivity amongst the staff to ensure that they relate with guests from all cultures appropriately. Further, changing the operational tactics like menu and decorations as per cultural standards of the country and altering the services provided by employees also ensures the guests’ satisfaction.
Leaders should also cultivate a culture of diversity in the workplace since this is a factor that should be utilised by the leaders in order to get the best out of the team (Leroy et al. 2022). In this case, catering to cultural sensitivity of people inside the hotel and outside to the hotel business can increase a welcoming feeling to the different people in the hotels, increase its reputation in different countries, and improve its market control strategy in the global market. However, this also enhances the overall success, growth and focuses on the general operation of the business-oriented approach towards the guests.

[bookmark: _Toc178539101]2.2.14 Adapting to Cross-Cultural Environments
The issues of cross-cultural management are crucial to success in today’s globalising world to an international hotel chain from the UK. This requires adapting the business strategies and services to conform to different cultural standards but at the same retaining the firm’s image. A proper adaptation process is based on the analysis of the specific cultural practices of the country and region that is being targeted; this can be achieved through extensive and accurate cultural socialisation of the employees (Bethel et al. 2020). This training increases their capacity of being humble in their communication and fulfilling the needs of the guests with diverse ethnic backgrounds. In that regard, changing of service procedures including menu, interior, and language facilitates compliance with the local culture. Leaders also have to be able to adapt to different management strategies in regard to the cultural differences and creating a multicultural workplace. Together with these strategies, the hotel chain may enhance the overall satisfaction level of guests, increase the employees’ job commitment and loyalty, as well as enhance the competitive advantages across various target international markets.

[bookmark: _Toc178539102]2.2.15 Improving Cross-Cultural Competence
The development of cross-cultural communication skills is crucial for a British multinational hotel company to expand and diversify services and hospitality to consumers. This includes the following steps where the company develops special awareness programs that aim at sensitising the employees on different cultural practices, modes of communication and assumed behaviours (Kai Liao et al. 2021). It assists the staff in managing all the interactions well and provides a proper solution to make the workplace more diverse. Furthermore, adoption of cultural competence as a part of leadership is critical since leadership theories for managers must incorporate ways of achieving better organisational performance especially through cultural sensitivity that fosters cohesion among teams. 
Furthermore, there is a need to respect and encourage the free flow of communication between the employees with the view of handling any cultural misconceptions earlier. Also, changing services to suit the local tastes and preferences, for instance, different menu styles and seat arrangements shows the company’s understanding of other cultural values and makes guests comfortable (Sonnenschein and Ferguson 2020). Thus, focusing on these strategies, the hotel chain will be able to improve cultural competency of the staff and therefore has a competitive edge in providing hotel services for the international customers.

[bookmark: _Toc178539103]2.3 Related theories
[bookmark: _Toc178539104]2.3.1 Hofstede’s Cultural Dimensions Theory
Hofstede’s Cultural Dimensions Theory provides useful information to examine cross-cultural management in the international hotel corporation based in the United Kingdom. 
· Power Distance Index (PDI): This dimension assesses the perceptions of organisational power and ranking (Tear et al. 2020). Among the UK international hotel chain, high power distance culture may define clear and centralised decision making, while the low power distance culture may prove to be more group oriented.
· Individualism vs. Collectivism (IDV): Basically, self-interested culture is common in many countries where employees at the UK international hotel chain tends to be self-absorbed and have personal and self-magnified agendas as compared to employees from collectivist culture who tend to put a lot emphasise on unity and togetherness (Elkhwesky et al. 2022). 
· Masculinity vs. Femininity (MAS): Confucianism and Protestant work ethic are examples of masculine culture that affects performance, while collectivism is the example of feminine culture that affects staff treatment and customer relations (Deniz et al. 2021).
· Uncertainty Avoidance Index (UAI): High uncertainty avoidance culture prefers more formal and official operations and procedures while the low uncertainty avoidance culture is more relaxed and flexible and thus affects how the UK international hotel chain has to change its operations and policies (Mari et al. 2022).
· Long-Term vs. Short-Term Orientation (LTO): Strategic perspective refers to cultures that are long-term oriented in terms of goals and perseverance and hence it affects strategic planning while operational perseverance relates to cultures that are immediate results and traditions based and hence affects operational focus (Cidral et al. 2020).
· Indulgence vs. Restraint (IVR): ‘Permissive’ cultures prioritise the fun and enjoyment and therefore the expectations from guests will differ from that of a ‘restrained’ culture, which emphasises order and control as seen in the behaviour of the staff (Li et al. 2022).
Hence, these dimensions assist the UK international hotel chain to work on the various cultural differences and improve on organisational performance in its global branches.
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[bookmark: _Toc178539490]Figure 8: Hofstede’s Cultural Dimensions Theory
(Bruin, 2019)
 
[bookmark: _Toc178539105]2.3.2 The Cultural Intelligence (CQ) Theory
The Cultural Intelligence (CQ) Theory is beneficial to explain the consequences of cross-cultural management within the scope of the present study, which focuses on an international hotel chain that operates in the UK. CQ comprises four key components: Motivation to perform interculturally in CQ Drive, intercultural knowledge in CQ Knowledge, intercultural planning in CQ Drive and cultural implementation in CQ Action (Kadam et al. 2021). To the hotel chain, high CQ helps the managers and staff to understand different culture ethics, guests’ satisfaction, and improve teamwork efficiency. Therefore, by applying Cultural Intelligence, the chain will be in a better position to overcome cross-cultural communication and ensure operational success in the international market.
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[bookmark: _Toc178539491]Figure 9: Cultural Intelligence (CQ) Theory
(Gumulya, 2020)

[bookmark: _Toc178539106]2.4 Literature Gap
A literature gap is a research area within a field of study that has insufficient coverage or requires further research to be done in order to advance the knowledge of that particular field. Such gaps are useful to scholars in that they point out areas in the discipline which have not been explored extensively. For instance, in cross-cultural management we might find a lack of research on how single cultural dimensions affect employees’ engagement and performance in global hotel conglomerates amidst different cultures. The first gap could be that there are few publications regarding the application of CQ Theory in enhancing revenue-producing operations of the hospitality industry (Lim et al. 2022). It can be stated that the investigation of these gaps can help in gaining a better understanding of the management practices, the role of cultural factors in organisational performance, and the establishment of new theories or solutions. They argued that if these gaps are fulfilled, researchers can contribute towards growth of this domain and provide communication solutions for enhancing cross-cultural business relations.

[bookmark: _Toc178539107]2.5 Conceptual Framework
[image: ]
[bookmark: _Toc178539492]Figure 10: Conceptual Framework
(Self-made)

[bookmark: _Toc178539108]2.6 Summary
The literature review findings suggest that research on how specific cultural dimensions influence employee engagement and performance in international hotel chains and how the CQ Theory can be applied to make operational improvements is still lacking. There is very limited knowledge on how these cultural findings can be applied to a specific management context and more crucially, how CQ can be used to improve multicultural communications. It is important to fill these gaps so as to formulate and implement Proper strategies and frameworks for enhancing organisational performance in various contexts. The following gaps will be useful to fill in offering the necessary knowledge and information about managing cultural diversity, the best ways of improving team performance, as well as increasing guest satisfaction and improved business performance in the hospitality context.


[bookmark: _Toc178539109]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc178539110]3.1. Introduction
The methodology means the systematic approach which is used for collecting, analysing and interpreting data (Mariani and Baggio 2022). Then analysis of the implemented strategies shown which will affect the cross-cultural management of the organisational operations of the international hotel chains in the UK. Also, the ethical considerations of the topic will be addressed. 

[bookmark: _Toc178539111]3.2. Research approach
For the study “Analysing the impact of cross-cultural management on organisational performance, A case study of Travelodge, an International hotel chain operating in the UK” a deductive approach is chosen. Moreover, this approach is appropriate as the research aims to examine the existing theories of cross-cultural management and their influence on the organisational operations in certain contexts. Further, a deductive approach starts by reviewing the established theories and frameworks associated with cross-cultural management, like Hofstede’s cultural model (Neupane and Khanal 2022). However, from these, the hypotheses are formulated based on how cross-cultural differences influence the management styles, communication and organisational operations. Then the study will gather data by surveys with Travelodge employees and managers from a variety of cultural contexts. Further, the performance metrics like employee turnover, guest satisfaction and productivity are analysed for testing the correlation with cross-cultural management initiatives. For instance, the surveys or interviews may be implemented for recognizing how cross-cultural management is cultivated and whether this resonates with the theoretical frameworks (Sharofetdinov, 2023). Further, the key findings will be evaluated to confirm the initial hypotheses, which contributes to a better recognition of the influence of cross-cultural management on the organisational operations in the hotel industry. 

[bookmark: _Toc178539112]3.3. Research philosophy
The key research philosophies are pragmatism, interpretivism, critical realism and positivism. But for this topic, “Analysing the impact of Cross-cultural management on organisational performance: a case study of Travelodge, an International hotel chain operating in the UK, a positivism is adopted (Razzak et al. 2022). Moreover, positivism states that reality is subjective and can be calculated by various observations. Further, this is inherent in the belief that the knowledge is taken from the factual evidence and that social phenomena, such as cross-cultural management, can be explored using scientific sciences. However, this philosophy is appropriate for examining the connection between cross-cultural management and organisational performance as this enables testing of propositions by quantifiable data. Moreover, by adopting positivism, the researcher assumes where cross-cultural management initiatives at Travelodge have observable, measurable influence on the performance of the organisation like employee productivity, customer satisfaction and the financial results (Caprar et al. 2022). However, the premises for these relationships are developed regarding the established theories and tested using structured methodologies such as surveys, interviews and performance indicators. 
Moreover, this strategy emphasises on objectivity and avoids subjectivity and emphasises on the quantifiable variables to extract conclusions. For instance, data on employee turnover, guest satisfaction ratings or productivity statistics will be collected and evaluated using the statistical techniques (Papademetriou et al. 2023). Further, this quantitative analysis will help the investigator examine the proposed propositions, confirm, or refute them, and offer generalizable findings applicable to Travelodge and mainly other international hotel chains. Like this, positivism philosophy enables the researcher to fairly explore cross-cultural management at Travelodge, leading to clear, and factual evidence which contributes to recognizing the practical results of such management initiatives. 

[bookmark: _Toc178539113]3.4. Research design
This research study “Analysing the impact of cross-cultural management on the organisational performance: a case study of Travelodge Hotel chain operating in the UK,” adopts a conclusive approach despite an exploratory design (Nazarian et al. 2021). Exploratory research basically is used when little is known about a subject, and the aim is to gain new insights or address the patterns. However, for this case, the relationship between cross-cultural management and organisational operations is a well evaluated area with the established theories. Moreover, the goal is not to expand the unknown territory but to examine certain propositions regarding the existing frameworks. Then a conclusive research design is more effective and seeks to offer definitive answers to well defined research questions. Moreover, this particularly depends on the quantitative data and follows a systematic approach to test the hypotheses and validate theories and provide precise conclusions. 
Therefore, in this case of Travelodge, the study will include gathering factual data like employee turnover rates, customer satisfaction surveys and financial performance indicators for quantitatively determining the connection between cross-cultural management initiatives and the organisational operations (Nazarian et al. 2024). However, this structured approach aims to offer conclusive cross-cultural management which leads to enhanced organisational results. Thus, by using a conclusive research design, the researcher aims to examine the existing theories and answer certain research questions and offer clear information which help Travelodge to refine its cross-cultural management. 

[bookmark: _Toc178539114]3.5. Data collection 
For the research topic “Analysing the impact of cross-cultural management on organisational performance: a case study of Travelodge, an international hotel chain operating in the UK”. A primary data collection is adopted to collect the firsthand data on how cross-cultural management impacts the organisational performance.  Moreover, primary data is vital for this study as this allows the investigator to directly determine the specific initiatives at Travelodge and gather the understanding and experiences of employees and managers that are engaged in cross-cultural teams (Wang et al. 2020). Further, the primary data will be gathered by a survey which is an appropriate method for gaining quantitative data from a large group of individuals in a structured and effective manner. However, the survey will emphasise on collecting insights on how the employees and managers of Travelodge perceive the relationship between cross-cultural management and operations results like employee satisfaction, teamwork and the overall business success. 
Further, the survey consists of 10 close ended questions, developed for simplifying data collection and analysis. Moreover, the questions are essential as they enable the respondents to choose from predefined responses which makes the data easier to measure and evaluate statistically (Spanaki et al. 2021). Further, the questions will include the diverse elements of cross-cultural management like communication, conflict mitigation, team dynamic and leadership for recognizing how these determinants may influence the performance of the organisation of Travelodge. However, the survey responses will offer essential data to evaluate and explain the relationship between the cross-cultural management and organisational operations in the operation of Travelodge. 

[bookmark: _Toc178539115]3.6. Data analysis
Data analysis for the topic “Analysing the impact of cross-cultural management on organisational performance: a case study of Travelodge, an International hotel chain operating in the UK”, implements a descriptive statistics, correlation and t-test for evaluating the quantitative data. Moreover, the descriptive statistics offer a way to conclude and interpret the data in a valuable way, which enables the investigator to address the patterns, trends and key information without making any estimations (Ozdemir et al. 2021). Further, in this research, the descriptive statistics will play a vital tool to organise the responses from the close-ended survey questions which make the data easier to recognize and interpret. Moreover, techniques like measures of central tendency and dispersion will be utilised to explain the features of the survey data. For instance, the average responses to questions for the employee satisfaction or the understanding initiatives may help to assess the general attitudes at Travelodge. Further, the researcher, by using the descriptive statistics, are able to summarise the employee and managers responses. 
	
	Question
	Variable
	Measurement Scale
	SPSS Variable Type

	Q1
	What is your age group?
	Age Group
	Nominal
	Numeric (Discrete)

	Q2
	What is your gender?
	Gender
	Nominal
	Numeric (Discrete)

	Q3
	How many years have you been working in the hospitality industry?
	Years
	Nominal
	Numeric (Discrete)

	Q4
	Cross-cultural management practices are effectively implemented at Travelodge.
	Implementation
	Likert Scale (1-5)
	Ordinal

	Q5
	Cross-cultural training has improved teamwork among employees at Travelodge.
	Training Impact
	Likert Scale (1-5)
	Ordinal

	Q6
	Travelodge's cross-cultural management practices have enhanced customer satisfaction.
	Customer Satisfaction
	Likert Scale (1-5)
	Ordinal

	Q7
	Cross-cultural management has positively influenced employee motivation at Travelodge.
	Employee Motivation
	Likert Scale (1-5)
	Ordinal

	Q8
	Cultural differences are well-managed, minimising conflicts at Travelodge.
	Conflict Management
	Likert Scale (1-5)
	Ordinal

	Q9
	Travelodge supports employees from diverse cultural backgrounds effectively.
	Diversity Support
	Likert Scale (1-5)
	Ordinal

	Q10
	Cross-cultural management strategies have led to improved overall organisational performance at Travelodge.
	Organisational Performance
	Likert Scale (1-5)
	Ordinal

	Q11
	Cross-cultural management at Travelodge has helped in reducing employee turnover.
	Turnover Reduction
	Likert Scale (1-5)
	Ordinal

	Q12
	Travelodge's leadership demonstrates a clear understanding of cultural diversity and its importance.
	Leadership Understanding
	Likert Scale (1-5)
	Ordinal

	Q13
	Cross-cultural management practices at Travelodge have contributed to better problem-solving and decision-making.
	Problem-Solving
	Likert Scale (1-5)
	Ordinal


[bookmark: _9grmrh1lad52]
Also, they can identify the trends in data like whether employees normally agree that cross-cultural management leads to enhanced organisational operations or if certain areas such as conflict mitigation need more attention. Further, the descriptive statistics can be used for comparing the responses of diverse employee groups or diverse departments, demonstrating light as to how cross-cultural management influences diverse parts of the organisation (Alberti and Iannuzzi 2020). However, if the survey seeks respondents as to how well Travelodge manages the cultural diversity, the means score will suggest the general level of satisfaction and the standard deviation will reflect whether suggestions are stable or highly diversified over the diverse groups. Thus, descriptive statistics helps the researcher to organise and summarise the survey data and offers a clear and extensive recognition of the relationships between cross-cultural management and organisational operations at Travelodge. 

[bookmark: _Toc178539116]3.7. Sampling technique 
This study topic “Analysing the impact of cross-cultural management on organisational performance: a case study of Travelodge, an international hotel chain operating in the UK”, a simple random sampling is selected for the sample population. Moreover, the sampling techniques can be classified into two types: probability and nonprobability sampling. Further, this type of sampling is considered as one of the most unbiased strategies as every individual in the population has an equal chance of being chosen for the study (Ampofo, 2020). However, the sample population will involve the managers who have been working at Travelodge for at least five years. Therefore, these managers are best for the study as their experience in managing cultural diversity over an extended period offer them significant insights for cross-cultural management initiatives and their influence on organisational performance. Moreover, a total population size of 80 managers will be taken for the research. This simple random sampling ensures that each of these 80 managers have an equal probability being chosen which makes the process free from bias. Further, this strategy improves the representativeness of the sample and ensures that the key findings can be generalised over the wider population of managers in international hotel chains in the UK. Although there are some advantages of using simple random sampling for this study, since every manager gets an equal chance of being chosen, the sample will not be disrupted for any subset of the managers like those from a certain department or region. 
Moreover, a random sample ensures that the managers from diverse cultural and operational contexts are involved which gives a balanced view of the cross-cultural management initiatives over the organisation (Chandran and Abukhalifeh 2021). Thereby, the findings from the random sample of 80 managers can be generalised to the broader population of the company managers. Hence, by implementing simple random sampling, the researchers will ensure that the sample is unbiased and demonstrative which leads to more reliable insights as to how cross-cultural management influences the organisational operations at Travelodge. 

[bookmark: _Toc178539117]3.8. Ethical considerations 
The research study “Analysing the impact of cross-cultural managers on organisational performance: a case study of Travelodge, an international hotel chain operating in the UK”, the ethical considerations are vital to ensure the study is implemented with integrity and respect.
Informed consent: this is an essential ethical principle and the researchers should clearly inform the participants for the aim of the study, as to how the data will be used and their right to withdraw at any time and without any consequences (Millum and Bromwich 2021). Moreover, the consent must be gained in writing before data collection commences. 
Anonymity and confidentiality: these elements are also essential; the identities of the individuals and the hotel chain should be secured. Moreover, the collected data from the managers must be anonymized to safeguard any individual from being identified in the report. 
Data security: the study should ensure that the study should maintain security of the sensitive information of the individuals like employee performance, management practices. 
Conflicts of interests: the study should also avoid conflicts of interests and remain impartial over the study, ensuring that the key findings are reported fairly and transparently. 

[bookmark: _Toc178539118]3.9. Summary 
The methodology chapter demonstrates the strategic approach to the research like deductive approach, positivism philosophy and conclusive research surveys and descriptive statistical data is focused. Moreover, the simple random sampling is utilised to choose 80 managers at Travelodge, and ethical considerations like informed consent, confidentiality, data security and conflict of interest are addressed. 


[bookmark: _Toc178539119]CHAPTER 4: DATA ANALYSIS
[bookmark: _Toc178539120]4.1 Introduction
In this chapter, details on the analysis of the data collected using a survey conducted among 80 participants are discussed. Cross cultural management practices proposed at Travelodge will be the subject of the analysis for their influence on motivation, teamwork, customer satisfaction, and organisational performance (Jones and Comfort 2022). Descriptive and inferential statistics are discussed in the chapter and these include the mean scores and standard deviations for (Q4-Q13) and coefficients comparing variables respectively. Quantitative data consists of descriptive data about participants’ age, gender, work experience, as well as answers to some questions posed in the survey. Descriptive statistics of correlation analysis and one-sample t-test provide information on the nature of intervariable relationships and whether the means of the variables concerned deviate from the hypothesised test value of 1, respectively (Haynes and Egan 2020). Cross-cultural management practices remain a topic of debate for respondents providing mostly neutral to negative sentiments about cross-cultural management practices including on the aspect of motivation of the employees and reduction of turnover rates. 
Some of the areas suggested for improvement are identified statistically significant from other areas which could be a guide to effective cross-cultural management (He and Filimonau 2020). The quantitative analysis also underscores the value of including various participants’ opinions in the survey: the answers illustrate the respondents’ levels of dissatisfaction and satisfaction with the Travelodge management from strongly dissatisfied to moderately satisfied employees.

[bookmark: _Toc178539121]4.2 Analysis
[image: Forms response chart. Question title: 1. What is your age group?. Number of responses: 80 responses.]
This pie chart represents the distribution of age groups among 80 survey respondents. The largest segment is the 25-34 age group, which constitutes 33.8% of the total responses (Wang et al. 2020). The second-largest group is the 18-24 age group, accounting for 32.5%. Together, these two categories make up a significant majority of the respondents, totalling 66.3%.
The 35-44 age group follows with 21.3% of responses, showing a smaller yet considerable portion of the population. The 45-54 age group represents 8.8% of respondents, while the smallest group, 55 and above, makes up only 3.8%.
This distribution indicates a strong concentration of younger participants, particularly those between 18 and 34 years old, with fewer older individuals participating in the survey.
[image: Forms response chart. Question title: 2.  What is your gender?. Number of responses: 80 responses.]
This pie chart displays the gender distribution of 80 survey respondents. The majority, 53.8%, identify as male, representing the largest portion of the participants. The second largest group is female, comprising 35% of the total. A smaller portion of respondents, 11.3%, preferred not to disclose their gender.
This distribution indicates that over half of the respondents are male, while about a third are female. The remaining respondents chose to keep their gender private. This breakdown highlights that the survey reached a more male-skewed audience, with a notable percentage of participants choosing not to disclose their gender, suggesting a degree of sensitivity or privacy around the topic (Siripanich et al. 2024).

[image: Forms response chart. Question title: 3.  How many years have you been working in the hospitality industry?. Number of responses: 80 responses.]
This pie chart illustrates the distribution of the respondents' work experience in the hospitality industry. Among the 80 participants, the largest group, 38.7%, has worked in the industry for 1-3 years, making this the most common experience range. The next largest category is those with 4-6 years of experience, comprising 23.7% of the responses.
Participants with less than 1 year of experience account for 21.3%, while 11.3% have worked in the industry for 7-10 years. The smallest group, 5%, consists of those who have more than 10 years of experience in the field.
This distribution shows that the majority of respondents have relatively limited experience, with over 60% having worked in hospitality for fewer than 6 years (Napierała et al. 2020). Only a small percentage have more than a decade of experience, indicating a predominantly younger or less tenured workforce.

[image: Forms response chart. Question title: 4. Cross-cultural management practices are effectively implemented at Travelodge.. Number of responses: 80 responses.]
This chart shows responses from 80 individuals regarding the effectiveness of cross-cultural management practices at Travelodge (Clark, 2020). The scale ranges from 1 to 5, with 1 being the lowest and 5 the highest. Most respondents rated the practices poorly, with 30% giving a rating of 1 and 31.3% a rating of 2. A smaller percentage (21.3%) gave a neutral score of 3, while 15% rated it 4, and only 2.5% rated it 5. This suggests that the majority believe cross-cultural management practices at Travelodge are not effectively implemented.

[image: Forms response chart. Question title: 5. Cross-cultural training has improved teamwork among employees at Travelodge.. Number of responses: 80 responses.]

This chart illustrates the responses of 80 individuals regarding whether cross-cultural training has improved teamwork among employees at Travelodge. The majority rated it poorly, with 46.3% giving a score of 2 and 22.5% rating it 1, indicating dissatisfaction with the impact of the training. A smaller percentage gave a neutral score of 3 (18.8%), while 7.5% rated it 4, and only 5% gave it the highest rating of 5. Overall, the responses suggest that the cross-cultural training at Travelodge is seen as ineffective in significantly improving teamwork among employees.

[image: Forms response chart. Question title: 6. Travelodge's cross-cultural management practices have enhanced customer satisfaction.. Number of responses: 80 responses.]
This bar chart represents responses to the statement: "Travelodge's cross-cultural management practices have enhanced customer satisfaction," based on 80 responses. The data shows that 28.7% of respondents rated their agreement as either 1 (strongly disagree) or 3 (neutral), with both categories receiving 23 responses each. Following this, 26.3% selected 2, indicating a slight disagreement (Górska-Warsewicz and Kulykovets 2020). Only 11.3% rated it as 4, showing moderate agreement, and 5% rated it 5, reflecting strong agreement. The chart suggests that opinions are quite varied, with a significant number of respondents expressing neutral to negative views on the impact of these practices.


[image: Forms response chart. Question title: 7. Cross-cultural management has positively influenced employee motivation at Travelodge.. Number of responses: 80 responses.]
This bar chart illustrates responses to the statement: "Cross-cultural management has positively influenced employee motivation at Travelodge," based on 80 responses. The largest group, 31.3%, rated the statement a 3, indicating a neutral stance. Around 26.3% selected 2, suggesting slight disagreement, while 21.3% rated it 1, reflecting strong disagreement. In contrast, 18.8% rated it 4, showing moderate agreement, and only 2.5% strongly agreed by selecting 5 (Li et al. 2024). The distribution suggests that a majority of respondents either have neutral or negative views regarding the positive impact of cross-cultural management on employee motivation, with limited strong support.
[image: Forms response chart. Question title: 8. Cultural differences are well-managed, minimizing conflicts at Travelodge.. Number of responses: 80 responses.]
This bar chart depicts responses to the statement: "Cultural differences are well-managed, minimising conflicts at Travelodge," from 80 respondents. The highest portion, 28.7%, selected 3, indicating a neutral opinion. Following this, 22.5% rated it 2, showing mild disagreement, and 20% rated it 1, reflecting strong disagreement. On the positive side, 21.3% rated it 4, agreeing that cultural differences are managed well, while only 7.5% rated it 5, expressing strong agreement. The responses reveal a mixed perception, with a significant portion of respondents remaining neutral, and a slightly higher tendency toward disagreement than agreement.

[image: Forms response chart. Question title: 9. Travelodge supports employees from diverse cultural backgrounds effectively.. Number of responses: 80 responses.]
The bar chart displays responses to the statement, "Travelodge supports employees from diverse cultural backgrounds effectively," from a survey with 80 participants. The majority of respondents rated Travelodge's cultural support between 2 (32.5%) and 3 (27.5%), suggesting a moderately low perception of support. A significant portion rated it 1 (22.5%), indicating a strong dissatisfaction with the company's support for diversity (Fry and Brint 2025). Meanwhile, fewer respondents chose higher ratings, with 12.5% selecting 4, and only 5% giving the highest rating of 5, suggesting limited approval. Overall, the chart shows a leaning towards negative perceptions regarding diversity support at Travelodge.

[image: Forms response chart. Question title: 10. Cross-cultural management strategies have led to improved overall organisational performance at Travelodge.. Number of responses: 80 responses.]
The bar chart illustrates responses to the statement, "Cross-cultural management strategies have led to improved overall organisational performance at Travelodge," from a survey with 80 participants. Most respondents rated the impact of these strategies as 2 (36.3%) or 3 (17.5%), indicating moderate dissatisfaction or neutrality. A smaller group rated it 1 (16.3%), expressing strong dissatisfaction (Spence, 2022). Meanwhile, 18.8% of respondents rated the strategies as 4, and only 11.3% gave the highest rating of 5, reflecting a minority who believe the strategies have positively impacted organisational performance. Overall, the chart suggests that many participants perceive room for improvement in cross-cultural management.

[image: Forms response chart. Question title: 11. Cross-cultural management at Travelodge has helped in reducing employee turnover.. Number of responses: 80 responses.]
This bar chart shows responses to the statement, "Cross-cultural management at Travelodge has helped in reducing employee turnover," from a survey with 80 participants. The majority rated this statement as 2 (36.3%) or 1 (22.5%), indicating that many employees feel cross-cultural management has not significantly reduced turnover (Guix et al. 2025). A similar number rated it as 3 (22.5%), suggesting neutrality or a lack of noticeable impact. Only 13.8% rated it 4, and 5% rated it 5, indicating limited agreement that these strategies are effective in reducing turnover. Overall, the responses skew toward dissatisfaction with the impact on turnover.

[image: Forms response chart. Question title: 12. Travelodge's leadership demonstrates a clear understanding of cultural diversity and its importance.. Number of responses: 80 responses.]
The bar chart presents data from 80 responses on how well Travelodge’s leadership demonstrates an understanding of cultural diversity. The scale ranges from 1 (low) to 5 (high). The largest group, 33.8%, rated the leadership at 2, indicating a low understanding of cultural diversity (Oriade et al. 2021). Another 26.3% rated it at 3, showing moderate satisfaction. About 18.8% rated it the lowest, at 1, while 17.5% chose 4, suggesting higher approval. Only 3.8% gave the highest score of 5. Overall, most respondents feel Travelodge leadership lacks a strong understanding of cultural diversity, with the majority giving low to moderate scores.

[image: Forms response chart. Question title: 13. Cross-cultural management practices at Travelodge have contributed to better problem-solving and decision-making.. Number of responses: 80 responses.]
The bar chart displays responses from 80 participants about how cross-cultural management practices at Travelodge have contributed to better problem-solving and decision-making. The majority, 32.5%, rated it at 2, indicating dissatisfaction with the impact. 25% rated it at 3, showing a moderate view, while 21.3% gave it the lowest score of 1, highlighting significant dissatisfaction (Fyfe et al. 2020). A smaller group, 11.3%, rated the practices highly at 5, and 10% rated it at 4. Overall, most respondents perceive that cross-cultural management practices have had a limited positive effect on problem-solving and decision-making at Travelodge.
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Meaningful information can be obtained from the descriptive statistics table tabling a survey that included 80 participants; the table contains the questions from Q4 to Q13 with their respective means, minimum values, and maximum values as well as the standard deviations. The mean values lie between 2.26 and 2.74 thus pointing to moderate responses all through (Giousmpasoglou and Hua 2020). Comparing the responses to different questions, the one that performed best was Q8 with an equally favourable mean score of 2.74. However, the aspect in question receives the lowest mean values, equalling to 2.26 which indicates lower level of satisfaction or agreement among respondents. The rest of the questions fall somewhere in between these two, indicating that there is a rather clear medium opinion trend among the respondents.
The response sheets reveal that participation used the entire range of the scale from 1 for strong disagreement or dissatisfaction and 5 for strong agreement or satisfaction, for every question. This clearly shows that there is a variation of views being presented with some patients having the extremes of the satisfaction spectrum. The variation of responses shows us that where some participants are highly content with particular aspects of service, there are others that are far less content, it is therefore recommended that this variation is taken into consideration.
Standard deviation of the total scores of each question vary from 1.052 to 1.263. In Q5 with 1.052, it demonstrated the lower standard deviation, which means that respondents distributed closely with the mean, expressed higher agreement comparably. Q10 recorded the highest standard deviation of 1.263 and is, therefore, more variable showing that respondents were more scattered on this particular question. As for the standard deviations they show that although there is some variability in the answers most of the responses were medium and not extreme as could be seen from low standard deviations on the dissatisfaction and high satisfaction ends of the scale.

[bookmark: _Toc178539124]4.3.2 Correlation
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Table 2 shows the correlation matrix that focuses on the Pearson correlation coefficients between the variables; Q4-Q13 and the probability value. Pearson’s correlation gives the extent of a linearity of relationship between the two variables under consideration, ranging between -1 and positive 1. Positive signs mean direct proportion while negative sign means inverse proportion. The thresholds for determining relevance of these correlations are given by p-values with * denoting statistical significance at *p<0.01 or *p<0.05. For example, Q4 is positively correlated with Q5 = 0.480 at a 0.01 significance level, though low in degree. This is a clear implication that these two variables have a positive relationship that is characterised by the positive coefficients. Likewise, Q4 has a positive value of 0.466 with Q9 that is significant at 0.01 which means a positive relationship between these two constructs.
On the other hand, some relationships have lesser correlation coefficients as we are going to discover in the analysis of the data (Fernandes Sampaio et al. 2020). For instance, the coefficient of Q4 and Q7 is 0.116, thus insignificantly different from zero implying that these variables bear almost no linear relationship to each other. The matrix also identifies some of the most striking associations of other variables. For example, the correlation between Q5 and Q9 is 0.627 which suggests moderate positive linear relationship, which is significant at 0.01. This means that high numbers in Q5 are thought to be highly correlated with high values of Q9. Another very high positive correlation is noted between Q6 and Q7 (0.549 which is significant on 0.01 level) showing a moderately strong linear relationship.
Likewise, the analysis also observes a positive and significant relationship between variables such as Q8 and Q12 (0.521). An indicative significance level is the Sig. (2-tailed) where any value below 0.05 is regarded as significant. For instance, the value of Q11 and Q13 is 0.468 which is significant at 0.01 level that indicates a reasonable relationship present (Alzoubi et al. 2021). When viewing the entire matrix, it is possible to determine the important relationships between variables as well as when the correlation between them is not important.
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The image shows the one-sample t- test that was performed for the variables which are Q4 to Q13. In this test, the hypothesised test value is equated to 1, and the research questions often posed in this test include whether the means of each variable differ significantly from this hypothesised value. The columns in the table are t-value, df, sig. (2-tailed), mean difference, and the standard error of difference in mean (with 95 CI lower and upper limit).
A t-test is a hypothesis that joins the study of a sample mean of evaluated data with a known standard mean. In this case, each of the variables’ t-value is compared to the hypothesised test value of 1 (Sofi et al. 2020). For example, Q4 has the t-value of 10.216 with 79 t-degree of freedom. What is more, the value in the Sig. (2-tailed) column shows that the difference is statistically significant with the p =.000 compared to the α =.05 level. This suggests that, on average, the Q4 measure is 1.288 units above the hypothesised value of 1. The 95 percent confidence interval with values of 1. 04 - 1.54 support these findings and indicate that such a difference is not a chance.
The p-values of all other variables, revealed from the Q5 to Q13 also differ significantly from the test value of 1. For example, Q7 has the greatest t-value: 12.589; mean difference is.150 and CI is.130 to.180 only. This means a highly significant and demonstrable difference between the observed mean of Q7 and the hypothesised value which is 1. Similar to this, Q8 has a t-value of 12.743 with a mean difference of 1.737; which is far from the test value of 1.
In conclusion, the t-test results suggest that for all variables (Q4 to Q13), the observed means are significantly different from the hypothesised value of 1, with all tests being highly significant at the 0.01 level. This indicates strong evidence that the actual means of these variables are consistently higher than the test value of 1, as supported by both the t-values and confidence intervals.

[bookmark: _Toc178539126]4.4 Summary
Respondents’ perception about cross-cultural management practices in Travelodge has been rated relatively low with the majority having a neutral to negative attitude. Such areas of interest comprise of employee engagement, collaboration, customer relations and staff retention. The t-test findings are suggestive of significant difference in the mean of all these variables from the hypothesised value of 1 imply moderate dissatisfaction. Correlation matrices emphasis on certain positive associations between variables including Q5 and Q9. In conclusion, the empirical evidence indicates that there are still areas for developing Travelodge’s cross-cultural management practices, especially in terms of culture management for creating a supportive organisational climate.
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[bookmark: _Toc178539128]5.1. Introduction 
This discussion chapter involves the critical role of cultural diversity and cross-cultural management in framing the performance of the international hotel chains of the UK. Moreover, by examining the research questions and hypotheses, the chapter shows the critical relationship of cultural evolutions and organisational effectiveness in the hospitality industry. 

[bookmark: _Toc178539129]5.2. Evaluation of Research questions and hypothesis testing 
Cultural diversity impact on team performance 
Cultural diversity means the involvement of individuals from diverse cultural backgrounds in an organisation. Moreover, this can have a significant influence on the performance team in both positive and negative ways. Further, the major benefits of cultural diversity are the ability to bring together a broad range of viewpoints, experiences and problem-solving strategies. However, the teams are composed of members from varied cultural backgrounds which are likely to demonstrate a higher level of creativity and innovation as they approach the problems from a different angle (Abarca et al. 2021). Accounting for cultural differences in the team greatly affects the performance, mainly due to the variation in viewpoints, strengths, and abilities. Teams made of people with different perspectives are more creative, solve problems in unique ways and are better at responding to dynamic environments. Nevertheless, cultural differences present other features which if not well handled create Perceptions, barriers to communication, and may sometimes cause confrontation. Culture integration is one of the most challenging responsibilities; it can be achieved if an organisation has good leadership, sharing of information, and embracing of diversity. If well harnessed it brings about better team cohesiveness, group and individual performances, giving organisations in the contemporary global economy an edge. Moreover, this diversity in thought may lead to an enhanced decision, as the teams are more likely to consider the diverse chances and solutions. However, the influence of cultural diversity on the overall performance may be negative if not managed properly. Moreover, the language barriers which vary the expectations of professional behaviour may lead to conflicts and reduced cooperation. Further, if the team members do not recognize the cultural diversity, this can develop friction which limits the team performance. However, cultural diversity can improve the team operations but when supported by the strong cross-cultural management initiatives which build open communication, mutual respect and cooperation. 
Cross-cultural management becomes pertinent for underperforming hotel chains 
The cross-cultural management is vital for underperforming the hotel chains for the global nature of the hospitality sector. Moreover, the International hotel chains operate in various countries, implement the workers' diverse cultural backgrounds and serve the customers from diverse regions. The hotel chains underperform because they struggle to develop an inclusive environment for their culturally diverse work environment. Further, the employees from a diverse cultural context may experience complexities in communication, teamwork and aligning with the core values and goals of the company, particularly if management fails to identify the variances (Nazarian et al., 2024). Therefore, cross-cultural management is essential like the hotel chains as this helps to fill the gap between the diverse employees and enhance the overall organisational efficiency. Moreover, an effective cross-cultural management can help the underperforming hotel chains by developing a more engaging work environment where all the employees feel respected and valued. Further, this leads to a higher employee collaboration, better service delivery and enhanced customer satisfaction. However, in a sector such as hospitality where customer communication is essential to success and ensuring that the employees from a diverse cultural background can work cooperatively is vital for the performance enhancement. 
Cross-cultural Management and International Hotel Performance 
There is a clear relationship between cross-cultural management and the performance of the international hotel chains. Moreover, cross-cultural management is managed properly, this leads to better cooperation among the employees, higher job satisfaction and a more engaging workplace. Further, this positive work culture demonstrated in the quality of service offered to the customers, improving the image and financial position of the hotel chain. Moreover, the hospitality sector is a customer-oriented industry, the performance of a hotel chain hugely and relies on the customer experience, which is directly impacted by the collaborations between the employees and guests (Wang, Gao and Faraj, 2022). Culture management is particularly important in the operation of international hotels as it promotes understanding of culture differences, and ways of addressing/overcoming them. Cross-cultural management also enables the hotels to be in a position to deliver appropriate services to its international clientele thus increasing guest loyalty. It also enhances people’s communication, understanding, and relationship in organisations particular from those with diverse cultural backgrounds hence improving productivity. The informativeness of culture in problem solving creativity, negotiating flexibility and adaptation amongst hotel establishments. Finally, it is understood that cross-cultural management improves the organisational performance specifically catering to the need of the international hotels which is a competitive market and ensures the growth and sustainability.
On the contrary, when cross-cultural management is inadequate it may result in communication breakdowns and increased employee turnover and reduced quality. Moreover, the employees may feel moderate or misunderstood if their values are not valued and understood, this leads to reduced morale and work productivity. Further, the performance of the international hotel chains is closely aligned to how well they handle their cultural diversity. However, those who emphasise cross-cultural management are able to feel a better employee involvement, enhanced service quality and thus better financial operations. 
Strategies to improve diversity and organisational performance 
For improving the organisational operations, the hotel chains should implement strategies which ensure cultural diversity by navigating the related challenges with it. Moreover, the effective strategy is cultivating the extensive diversity training to the staff which educates the employees on the cultural variances, communication styles, and conflict mitigation strategies. Further, this helps to develop mutual respect and recognition among the team, minimising the risk of conflicts and misunderstandings (Duchek et al. 2020). However, another technique is to encourage a cooperative workplace culture where diversity is appreciated, and all the employees feel that their cultural contexts are valued. Further, the leadership plays a vital role in defining the tone for this culture by encouraging diversity at each level of organisation. Moreover, the hotel chains can cultivate rules which facilitate diversity in hiring and promotion initiatives. Then by developing diverse leadership teams, the organisations can define an example for the rest of the workforce and ensure that the varied viewpoints are demonstrated in decision making strategies. Thereby, the continuous feedback channels, where the employees can raise voice for their issues and experiences are also crucial for navigating the challenges of cultural diversity. Moreover, the open communication learning opportunities, like cross-cultural workshops and building team practices, can later boost team cooperation. Thus, by implementing these strategies, the hotel chains can navigate the issues related with the cultural diversity but also utilise it as a competitive advantage for improving organisational operations. 

[bookmark: _Toc178539130]5.3. Consistency of data analysis results with Theories and Frameworks 
When conducting data analysis, it is vital to compare the findings with the theories and models discussed in the literature review to determine consistency. Moreover, literature review offers a base of existing data and theoretical viewpoints which helps to form the research proposition and analytical expectations. Further, the theories associated with cross-cultural management, the organisational performance and team dynamics often create an effective management of cultural diversity which leads to positive results like an enhanced innovation, employee involvement and organisational performance. Thereby, the key frameworks discussed in the literature are Hofstede’s Cultural Dimensions theory, the cultural intelligence theory, which offers valuable insights as how the cultural difference influences workplace behaviour, communication and leadership effectiveness.
Hofstede’s Cultural Dimensions
This theory provides valuable information for evaluating the cross-cultural management in the UK based international hotels. Moreover, each dimension helps the companies to address the cultural differences and develop both internal operations and customer service. Further, the Power distance index, which supports the leadership in maintaining a focused and group-oriented decision making and ensuring adaptability over the diverse cultures (Gerlach and Eriksson, 2021). However, Individualism vs. Collectivism demonstrates the difference between self-interest and teamwork, which influences employee cooperation and guest cooperation. Moreover, Masculinity vs. Femininity addresses the work ethic, performance and customer relations which influence the approaches of the hotels towards staff treatment and service delivery. Then, the Uncertainty Avoidance Index informs the requirement of the hotel for flexibility or formality in the performance (Alsswey and Al-Samarraie, 2021). Thus, by the long term vs. short term orientation which frames the strategic planning and operational emphasis and helps the hotel to align the goals worldwide. However, lastly, Indulgence vs. Restraint which influences customer demands and staff behaviour, enables the hotel to tailor the services regarding the local choices. 
Alignment between data and literature 
In the analysis of cross-cultural management in the international hotel chains, it is noted that there are various key trends which are stable with the literature. Moreover, the data analysis guides this claim, demonstrating that the hotel chains with well cultivated cross-cultural management initiatives had higher levels of employee satisfaction, better customer service ratings and a strong financial operation. Further, this alignment with the developed theories boosts the essence of cultural diversity as a driver of organisational success (Tsiotsou, 2021). Thereby, the data shows that the teams with various cultural backgrounds faced initial communication challenges, which is a common issue as discussed in the literature. The analysis uncovered that without proper cross-cultural training, the teams struggled to cooperate effectively, resulting in reduced performance in the early stage of the team formation. 
Divergence from theories
While much of the data analysis is aligned with the theories and models discussed in the literature review, there are also areas for divergence. Moreover, the analysis demonstrated that in certain hotel chains, the diversity did not always lead to an increased innovation. While, in some cases, the teams are too concentrated to mitigate the conflicts arising from the cultural nuances, which limits their ability for innovating and cooperating effectively (Jung et al., 2021). However, this implies that while cultural diversity can be an asset, these potential benefits may not be realised if the issues are not managed effectively. 

[bookmark: _Toc178539131]5.4. Unexpected results and additional explanations 
Yes, some unexpected results revealed during the data analysis, which is needed for the further explanation and justification. Moreover, one of the results was the observation that regardless of the theoretical advantages of cultural diversity, some of the culturally diverse teams in the UK based international hotel chain experienced difficulty with innovation. According to the existing literature, diversity is normally linked to higher creativity and problem-solving abilities. Further, the data demonstrated that in some examples, the teams emphasised on mitigating the cultural misunderstandings and conflicts which hindered their ability to innovate (Wang, Hu and Zhang, 2020). However, these results separated from the expected results and required deep analysis. Then the potential explanation for this is that the advantages of diversity are valuable when cross-cultural management is implemented effectively. Moreover, in the environments where the cultural differences are not managed properly, these variances may become sources of friction despite cooperation, reducing productivity and innovation. Further, this indicates that diversity alone is not enough, proper training, communication techniques and leadership are vital to unlock the potentiality. Then the unexpected result was the key findings that middle management, despite top leadership, has played a more vital role in enhancing team inclusion and performance (Eid and Agag, 2020). However, in the hospitality industry’s operational structure, where day-to-day management happens at the middle level, it demonstrates why the middle managers had a more direct influence on the team environment and performance. Thus, these unexpected results show the essence of context and the requirement for tailored management initiatives to effectively extract the advantages of cultural diversity. 

[bookmark: _Toc178539132]5.5. Limitations 
Yes, there are various limitations which may have influenced the research findings. 
· The scope of the study is limited for the UK based international hotel chains, which may limit the generalizability of the results to the other sectors or industries. Moreover, the different cultural dynamics, market conditions and management initiatives in other parts of the world may lead to diverse results, which hinder the applicability of the findings beyond a certain context of the hospitality sector of the UK (Hultman et al., 2020). 
· The dependence on the secondary data sources may develop biases or inaccuracies. Moreover, the data used for analysis may have been affected by the reporting errors, subjective understanding or incomplete data, which may influence the accuracy of the findings. Further, cultural diversity and cross-cultural management are critical for this study, and measuring their influence on organisational operation may be difficult, as these determinants are influenced by multiple intangible components like communication style, employee understanding (Franco and Meneses, 2020). 
· Another crucial limitation is the time frame of the research, which may not offer full long-term effects of the cross-cultural management initiatives. Moreover, the cultural incorporation and its influence on performance often take time to recognize, and short-term outcomes may not reveal reliable information. However, this study may have been influenced by the biases of the researchers, as the interpretation of the qualitative data is instinctive. 

[bookmark: _Toc178539133]5.6 Summary 
The discussion chapter offers valuable insights on the impacts of cultural diversity on the team performance. Moreover, the study focuses on the importance of cross-cultural management in deteriorated hotel chains. Further, this analyses the connection between the cross-cultural management and international hotel performance, and also examines the strategies that are suggested for enhancing diversity and demonstrates the alignment and divergence between data and analysis and theories. However, the unexpected findings and limitations of the study are also addressed. 
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[bookmark: _Toc178539135]6.1 Conclusion
Basically, the research explored the link that exists between cross-cultural management practices and the organisational performance within the case of the Travelodge (Lim and Ok 2021). In the process of surveying the participants, the research aimed at discovering various patterns that characterise these dynamics and, subsequently, revealed interconnected factors that shape them.
Although Travelodge has enrolled inter-cultivation training and policies to overcome diversity and discrimination issues, the survey suggested difficulties in management of cultural diversity. Problems such as communication breakdown, clash of culture, and culture differences in understanding and accepting local culture were realised.
The results obtained in the context of cross-cultural management and organisational performance were shown to be complex. Successful strategies always improve engagement of employees, satisfaction of customers and innovation but all this depends on some factors. The unique culture of the societies, the culture of the organisation, and the culture of leaders all influence the cross-culture efforts in one way or another.
Perhaps, the study reflects that continuous focus is required for further development of cross-cultural management practices (Sarwar et al. 2020). Travelodge and other international chains correspondingly provide value by purchasing extensive training initiatives, a clear focus on diversity and inclusion, and local cultural understanding. Here, organisations should address these areas to overcome the obstacles, realise the possible benefit of cultural diversity in organisations and have better organisational performance.
Therefore, based on the research findings of this study, the hospitality industry and cross-cultural management are as follows: Of course, there are risks, but the capabilities are a promise of positive results. The practice of effective current and ongoing procedures and growing from experiences, organisations can overcome challenges of cultural diversity and benefit from a greater level of organisational assimilation of international competitiveness.

[bookmark: _Toc178539136]6.2 Recommendation
Based on the findings of this study, several recommendations can be offered to Travelodge and other international hotel chains to enhance their cross-cultural management practices and improve organisational performance:
1. Invest in Comprehensive Cross-Cultural Training:
· Tailored Programs: Design culturally appropriate training courses to overcome special barriers and demands concerning the field of hospitality (Carlisle et al. 2023).
· Ongoing Development: Offer formative sessions for the workers to attend occasionally, to acquaint them with the newest trends in cultural sensitivity.
· Cultural Sensitivity Training: Stress cultural diversity in the workplace training as a way of teaching employees to be sensitive to other cultures.

2. Foster a Culture of Diversity and Inclusion:
· Inclusive Policies: Establish sound policies that endorse the principles of diversity on organisational culture across all the departments.
· Leadership Commitment: It is also important that the top management be clearly involved in promoting diversity and inclusiveness (Lee et al. 2023).
· Employee Resource Groups: Encourage the creation of Employee Business resource groups, be it formal or informal since they serve as a way through which employees who share similar backgrounds, concerns and/or issues can come together and present their issues in the think-tank.

3. Adapt to Local Cultural Contexts:
· Cultural Research: Carry out analysis of local culture in order to identify norms, beliefs and trends.
· Localise Services: Accommodate services and products to meet cultural norms so as to make guests feel at home and comfortable (Helkkula et al. 2023).
· Cultural Consultation: Consult with employees or with professionals from the region when making changes to make sure that what is being implemented makes sense in that area.

4. Promote Open Communication and Dialogue:
· Active Listening: Promote cross cultural communication Between Employees they may not understand the need to listen or explain themselves to others.
· Conflict Resolution Training: Offer coaching on how best to go about handling common issues that may be minors but clutter organisational relationships.
· Feedback Mechanisms: Set up organised grievance systems to enable the personnel to express how they experience interactions with those from other cultures.

5. Measure and Evaluate Cross-Cultural Performance:
· Key Performance Indicators: The cross-cultural management needs to have efficiency measures that would indicate the success of the cross-cultural management measures in place (Ali et al. 2020).
· Regular Assessments: For patient outcomes assessment, you need to carry out a number of assessments to be able to see the place that needs improvement or the progress it has made.
· Employee Surveys: Encourage employees to complete the cultural experiences or satisfaction level questionnaire.

6. Foster Cultural Intelligence:
· Cultural Intelligence Training: Try the concept of cultural intelligence and improve competency of the employees in relating to cultural differences (Ratasuk and Charoensukmongkol 2020).
· Mentorship Programs: Organise cross-cultural partner-ship programs through which members from one culture are assigned to work with colleagues from different cultures.
· Global Experiences: Exhort workers to opt for international postings or exposure so that they develop different cultural outlook.
By adopting these recommendations, Travelodge and other international hotel chains may achieve greater ‘psychological contracts’ in workplaces by demonstrating culturally competent workplace practices, consequently resulting in increased satisfaction from employees, customers and organisational excellence.

[bookmark: _Toc178539137]6.3 Future Research
This study appears to be useful as a background for analysing cross cultural management challenges within the hospitality industry (Nazarian et al. 2024). Nonetheless there is still more research required at a more focused level and in certain areas to investigate possibilities of novel trends.
The discussion reveals that the subject of investigating long-term organisational performance improvements with effective cross-cultural management remains worthy of scholarly research in future. Certain organisational performances, including profit, rate of return, and sales can be assessed linked with cross-cultural activities (Tsiotsou, 2022). Besides, one could evaluate the sustainability of existing international hotel chains in relation to employee turnover, customer satisfactions and the topic of cross-cultural management impact on these issues.
Cross-sectional research can be done where results of the present study are compared with the findings of other industries on cross-cultural management practices in the hospitality industry (Nazarian et al. 2022). Through comparisons with other industries, it is easy to discover common problems and solutions for certain sectors like the hi-tech, manufacturing, or consulting industries. Thus, the outcomes of this comparative study could be used for the development of contextualised approaches regarding the hospitality sector.
Although there are comparatively fewer examples of organisations that have adopted best practices in cross-cultural management, detailed case analyses may be suggestive. Thus, in analysing these cases, one is in a position to capture the essential preparation, leadership as well as organisational culture as well as techniques used towards achievement of objectives. The findings of this study may be used to advise other organisations on means of enhancing their cross-cultural management.
Another avenue for future research can be identified in the areas of design and assessment of cultural sensitivity training programs for the direct organism of personnel (Kravariti et al. 2022). These programs can be tailored to deal with cultural sensitivity, understanding others, and self and others’ interpersonal communication skills training. Further, understanding how leadership development interventions can enhance cultural intelligence and increase inclusiveness of leadership can offer helpful insights for firms.
There is influence in social innovation through trends such as technological developments and global occurrences in cross-cultural management. It thus holds a great potential to investigate how professional application of artificial intelligence and virtual reality could be used to enhance cross-cultural communication. Moreover, studying the effects of global crises, economic changes and social movements on intercultural relationships can be important for organisational practice in a more globalised world.
Last but not the least, research questions relating to particular communal culture elements and organisational performance in across-culture have also appeared to be quite compelling. Understanding how power distance, individualism /collectivism, and uncertainty avoidance affects organisational results can deepen the knowledge of cross-cultural management (Kiziloglu, 2021). Moreover, exploring the characteristics of cultural fit that can be defined as the match between the organisational and cultural values of the adapters and customers may provide some useful findings for enhancing cross-cultural management.
The scholars will be able to make a further understanding of cross-cultural management and its impact on the organisations in the epoch of globalisation if they address these areas for further research. These findings can be used to develop a clearer model of specific ways that cultural diversity can be managed most effectively and thus deliver sustainable organisational success.
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	Participant Identification Number:
	2

	PARTICIPATION CONSENT FORM
(for researcher to fill)

	Project Title: Analysing the Impact of Cross-Cultural Management on Organizational Performance: A Case Study of Travelodge, an International Hotel Chain Operating in the UK

	Name of Researcher: Parth Vinubhai Makwana
	Name of Supervisor: Amare Desta

	Email of Researcher: 2309490@student.uwtsd.ac.uk

	Aim of Research: To Determine The Impact of Cross-Cultural Management on Organizational Performance.



	(for participant to fill)
	YES
	NO

	1
	I confirm that I have read and understood the information sheet dated _________ for the above study. 
	
	

	2
	I understand there are no material benefits for participating.
	
	

	2
	I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	
	

	3
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.
	
	

	4
	I understand that any information given by me may be used in future reports, articles or presentations by the researcher.
	
	

	5
	I consent for my name and title to be used within this study.
	
	

	
	Where applicable, I understand that my details will not be anonymous.
	
	

	6
	I agree to be recorded (audio and/or audio-visual video).
	
	

	7
	I agree to take part in the above study.
	
	

	Researcher’s Name (Print)
	
	Signature
	
	Date
	

	Participant’s Name (Print)

	
	Signature
	
	Date
	



	You may decline to participate in this study. You may end your participation in this study at any time. All data generated from this or any interview will remain confidential. For more information, please view the university’s Research and Data Management Policy.

When completed please email a copy to the below address to be kept on the file of the researcher and retain a copy for yourself.

Subject Title: [NAME OF PARTICIPANT] – Participant Consent Form
Email: 2309490@student.uwtsd.ac.uk



























Appendix-2
 Questionnaire
1. What is your age group?
· 18-24
· 25-34
· 35-44
· 45-54
· 55 and above
2.  What is your gender?
· Male
· Female
· Prefer not to say
3.  How many years have you been working in the hospitality industry?
· Less than 1 year
· 1-3 years
· 4-6 years
· 7-10 years
· More than 10 years
4. Cross-cultural management practices are effectively implemented at Travelodge.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
5. Cross-cultural training has improved teamwork among employees at Travelodge.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
6. Travelodge's cross-cultural management practices have enhanced customer satisfaction.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
7. Cross-cultural management has positively influenced employee motivation at Travelodge.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
8. Cultural differences are well-managed, minimizing conflicts at Travelodge.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
9. Travelodge supports employees from diverse cultural backgrounds effectively.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
10. Cross-cultural management strategies have led to improved overall organisational performance at Travelodge.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
11. Cross-cultural management at Travelodge has helped in reducing employee turnover.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
12. Travelodge's leadership demonstrates a clear understanding of cultural diversity and its importance.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
13. Cross-cultural management practices at Travelodge have contributed to better problem-solving and decision-making.
· a) Strongly agree
· b) Agree
· c) Neutral
· d) Disagree
· e) Strongly disagree
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Cultural Intelligence (CQ) Framework

€Q Drive (motivation)
The motivation to learn about and respond
to different cultures. CQ drive gives the

energy to pursue cultural understanding.

€Q Action (behaviour)
The capability to adapt our behaviour
appropriately for different cultures. It
involves having a flexible repertoire of

responses to suit various situations.

Cultural

€Q Knowledge (cognition)
The knowledge about diverse cultural
aspects, similarities and differences

between cultures, and their impact.

€Q Strategy (meta-cognition)

The extent to which we recognise of what's
going onin a cross-cultural situation and
the ability to use that awareness to manage

those situations effectively.
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5. Cross-cultural training has improved teamwork among employees at Travelodge.
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6. Travelodge's cross-cultural management practices have enhanced customer satisfaction.
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7. Cross-cultural management has positively influenced employee motivation at Travelodge.
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8. Cultural differences are well-managed, minimizing conflicts at Travelodge.
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11. Cross-cultural management at Travelodge has helped in reducing employee turnover.
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Descriptive Statistics
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One-Sample Test

Testvalus

Confidence Interval of the

Mean Difference
t o Sig.(aled)  Difference Lower Upper

s 10218 79 000 1.288 1.04 154
o5 10730 79 000 1.263 1.03 1.50
o6 10580 79 000 1.378 112 163
o7 12589 79 000 1.550 1.30 1.80
o8 12743 79 000 1737 1.47 201
g 11538 79 000 1.450 1.20 1.70
Q10 12218 79 000 1728 1.44 201
o1 11242 79 000 1.428 117 168
012 12482 79 000 1538 1.29 178
013 11265 79 000 1678 1.30 185





image28.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




image1.png
PRIFYSGOL CYMRU ——
Y Drindod Dewi Sant

UNIVERSITY OF WALES

Trinity Saint David





image2.png
Global The State of the Hospitality Market

Market Size Overview USD 11699
Billion

USD 5539
Billion

16.13%

Global market CAGR,
2024 - 2029

9 20m  2m a2 a3 204 s 2me 2027 228 2029




