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Executive Summary
The Globe Framework helps to understand the cultural dimensions changes as per the geographic locations that ultimately impact the behaviours and preferences of people within their workplaces. Thus, leadership styles should also change according to the cultural beliefs of people. The report aims to evaluate the possible changes within the cultures of England and Italy. 
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Introduction
The GLOBE project is a study which focuses on changes and differences in cultural dimensions and factors (The GLOBE, 2024). Thus, the report aims to analyse and compare the cultural factors of England and Italy for the expansion work of “Inclusivity Hotel & Spa” that operates in London, England.   
Main Body
Culture overview
According to the GLOBE project, “power distance” is low in Italy. The Gender Egalitarianism is relatively low which highlights factors such as male dominance and gender inequality among people (The GLOBE, 2024). In comparison with the cultural overview of England, the country has medium “Gender Egalitarianism” which shows gender inequality and male dominance (The GLOBE, 2024).      
GLOBE project
Within the Globe projects the cultures can be analysed through “Practice Orientation”, “Assertiveness”, “Future Orientation”, “Humane Orientation”, “Institutional Collectivism”, “In-Group Collectivism”, “Gender Egalitarianism”, “Power Distance” and “Uncertainty Avoidance” which influence the workplace behaviours of the employees (The GLOBE, 2024). On the other hand, leadership is judged through “Charismatic”, “Team orientation”, “Participative”, “Humane Orientation”, “Autonomous”, and “Self-Protective” (The GLOBE, 2024). The comparison between, cultural dynamics and leadership orientation, can help to understand the challenges of intercultural leadership (The GLOBE, 2024).  
Country Analysis
Italy has a low “Power Distance” Index which defines a society that believes, inequalities should be removed from societies. On the other hand, the cluster shows he “Gender Egalitarianism” is relatively low in the Latin countries that show cases of male dominance and gender inequality among people (The GLOBE, 2024). The country also scores medium on Human orientation, In-group collectivism and institutional collectivism which shows a highly individualistic social belief system which believes that truth should be established irrespective of the situation (The GLOBE, 2024). Moreover, the low scores in the two forms of collectivism also show that people value “reward performance” and “value competitiveness” (Saqib et al. 2023). Furthermore, the cluster of assertiveness shows that the employees from Italian culture have medium assertiveness and a possibility of confrontational relationships with others. 
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Figure 1: Culture Visualisation of Italy; Source: (The GLOBE, 2004)
The “Future Orientation” is also high which shows planning and investigating for the future among people (The GLOBE, 2004). “Uncertainty Avoidance” index shows a high score which indicates that people from this society stand by rules and fixed procedures and have lower tolerance when uncertain circumstances take place in the workplace.
The workplace culture shows lower possibilities of institutional and in-group collectivism among employees of Italy. On the other hand, Humane orientation scores also highlight that limited kindness and caring are going to be seen within the workplace will for a highly professional workplace that has predetermined rules, regulations and responsibilities for employees (The GLOBE, 2004). Thus, the leadership style is also going to be changed. 
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Figure 2: Leadership Visualisation of Italy; Source: (The GLOBE, 2004) 
The above cluster shows that in terms of “Charismatic”, “Participative” and “team-oriented”, the leaders score high. It shows that these societies highly regard their leaders who are perceived as “Visionary”, “value other’s opinions” and “inspirational” to others (The GLOBE, 2004). In terms of “Perspective” the cluster also shows high scores. On the other hand, the quality of “Autonomous” is also regarded.
Analysis and comparison of the two countries using the GLOBE project’s Culture and Leadership Study

Comparing the cultural dynamics of Italy and England, it can be said that employees can share cultural similarities and differences as, Both the countries score high on “Performance Orientation” which means, both the workforce values competitiveness and rewards high performance.         
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Figure 3: Culture visualisation of England Source: (The GLOBE, 2004)
Moreover, both societies, believe in individualism. A slight difference can be seen, in both cultures in terms of “Institutional collectivism” as, Italy has a relatively high score in this cluster and England has, a medium score in this cluster (The GLOBE, 2004). This shows that England's workplace has a “collective distribution of sources” and values in “group cohesion”. There is also a difference in “Assertiveness”, “Future Orientation” and “Uncertainty avoidance” as these clusters show a middle score for England (The GLOBE, 2004).  Employees from the UK can handle uncertainties in work better than Italian (Segundo, 2023). On the other hand, the “Power distance” grid is the same for both the countries which believe in a hierarchical culture.
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Figure 4: Leadership Visualisation of England, Source: (The GLOBE, 2004)
On the other hand, the grid shows that England society’s leadership dimensions focus on “Charismatic” “Team-oriented” and “Participative” leadership styles who have a realistic and influential vision which are also valued by Italy’s culture (The GLOBE, 2004). “Human Oriented Leadership” is also valued in England cultures which is not prioritised among people of Italian people. Another major leadership difference is that England do not regard “Autonomous leadership” whereas Italians believe in “Autonomous leadership” (Wermke et al. 2023). Thus, the people in the UK believe in a highly charismatic, Perspective and team-oriented leader who can provide vision, and inspiration and encourage others to high performance (The GLOBE, 2024).      
Challenges of intercultural leadership in the hospitality industry
There are several challenges to intercultural leadership in the hospitality industry, two major challenges are “language barriers” and “lack of cultural understanding” which create challenges for the leaders to lead a diversified workforce (Shukla et al. 2023). Cultural beliefs change as per the changes in geographic location. It accordingly changes the organisational values of employees and their expectations and creates challenges such as increased workplace conflicts, lack of motivation and teamwork among employees (Hoang et al. 2023). For example, the changes in leadership expectations in Italy and, the England help to understand that, the same leadership in both places can create misunderstandings between two workplaces.      
Conclusion
In, conclusion, it can be said that the cultural differences between the two countries also change the workplace cultures and leadership priorities among employees of the two workforces in Italy and England as well. 
Recommendations 
· It is recommended to the company, “Inclusivity Hotel & Spa” that, different forms of leadership can be followed in both workplaces.
· In Italy, the organisation should follow a “Democratic leadership style” as these leaders influence the employees by listening to their opinions but making the final decision by themselves which employees can regard (Bairawati et al. 2023).
· It is also recommended that the organisation provide cultural awareness training to the leaders to understand the culture in Italy more effectively.
· Lastly, it is recommended that the organisation follow an inclusive form of leadership to value and understand every employee effectively.    
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