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The GLOBE Project has shed light on the cultural and leadership distinctions between England and Switzerland, which are crucial to understand in order to prepare for the integration of Swiss staff into the Inclusivity Hotel & Spa in London. It draws attention to the common individualism and pragmatism of the two cultures while highlighting important distinctions in the ways that they approach communication, power distance, and uncertainty avoidance. The analysis highlights potential issues that these cultural differences could cause with decision-making, communication, and team dynamics. In order to guarantee a smooth integration of Swiss employees, the report emphasizes the necessity of cultural sensitivity training, adaptive leadership styles, effective communication workshops, and team-building exercises. It also provides strategic recommendations with the goal of improving operational synergy and setting the standard for intercultural leadership in the hospitality sector.
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Introduction

In the dynamic and diverse world of the industry of hospitality, understanding cultural differences and management styles is not only an advantage but also a necessity. The capacity to navigate and overcome cultural differences is crucial to creating a welcoming environment for guests from all over the world and handling an international workforce. As the hospitality sector is based on offering services and exceptional services, intercultural competence’s role and adaptative leadership cannot be overestimated. It ensures the fact that teams are harmonious, efficient and receptive to the various expectations and needs of their customers (Reisinger, 2009).
In this context, Inclusivity Hotel & Spa in London, an establishment of 5 stars well-known for its engagement toward inclusion and excellence, is preparing for a significant transition. As soon as the hotel’s personnel from the Swiss branch integrate into the London one, planned for April 2024, the importance of this intercultural understanding becomes more prominent. This future fusion represents a good moment to profound the cultural and leadership dynamics between England and Switzerland. Examining these aspects through the prism of the study of culture and leadership of the GLOBE Project, this analysis proposes to discover perspectives which will facilitate an integration without troubles and will increase the operational synergy of Inclusivity Hotel & Spa, establishing a reference point for the intercultural leadership in the industry of hospitality
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The cultural and leadership landscape in England and Switzerland, as was highlighted by the extensive research of the GLOBE Project, presents a picture of similitudes and contradictions which has a direct impact on the operational dynamics of international entities like Inclusivity Hotel & Spa. This analysis profounds the cultural assembly image of the two nations, sustained by the conclusions of the GLOBE Project, to make evidence of the intercultural leadership challenges which may appear as a result of the Swiss personnel integration into the hotel’s branch in London.

General Presentation of the Culture
The business environment in England is characterised by a pronounced individualism, where autonomy and personal achievements are extremely appreciated. This individualistic shade is joined with a moderate aversion toward uncertainty, favouring a pragmatic approach to solving problems which appreciates flexibility under certain limits. The English business culture underlines even more the importance of punctuality, formalism and a clear hierarchic structure which facilitates making decisions and organisational efficiency (Hofstede, Hofstede and Minkov, 2010).
Switzerland, on the contrary, shares the individualistic and pragmatic traits with England but appreciates the virtues of precision, reliability and confidentiality at superior levels. The Swiss business ethos is based to a large extent on consent construction and direct communication, reflecting a social preference for thorough deliberation and reciprocal agreement before acting (Livermore, 2021).

Analysing the GLOBE Project
Below are presented the GLOBE Project scores for England and Switzerland from (GLOBE Project, 2020)
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The dimensions of the GLOBE Project offer a more profound perspective of these cultural characteristics. Both countries present low power distance, favouring egalitarianism over rigid hierarchies, although Switzerland presents a marginally greater inclination towards structured hierarchies in business. The Swiss culture also demonstrates a greater inclination to avoid uncertainty, highlighting thorough planning and rule obedience, in contrast with the more adaptable position of the Englishmen.
In addition, both nations have a low score concerning group collectivism and it suggests a less pronounced accent on group loyalty in favour of individual objectives. The Swiss show a more powerful engagement toward their immediate work groups. This fact is reflected in their orientation to future and performance, where the Swiss overcome the English partners concerning long-term planning and quality expectations.

Challenges of Intercultural Leadership
Integrating the Swiss employees within the London branch introduces potential challenges in communication, decisional process and equilibrium norms between professional life and private one. The direct character, characteristic of Swiss communication, can be interpreted wrongly by their British colleagues as frankness and it may lead to misunderstandings. Also, the Swiss inclination for consent can enter conflict with the British approach to the decisional process, which tends to be more rapid and hierarchic. Besides, the Swiss emphasis on precision and punctuality could not align with the British work culture quite flexibly, and it could raise problems in terms of team dynamics and handling projects (Brett, Behfar and Kern, 2006).

Example of Conflicts
There might appear conflicts in fields like time handling, where Swiss punctuality and strictness could enter a conflict with British flexibility. Also, there might be discrepancies in the planning strategies and project execution, owing to the different attitudes towards uncertainty and making decisions. Such conflicts, if not handled with sensibility and cultural understanding, could impede the harmonious integration of the Swiss personnel in the operations of the London hotel, affecting the cohesion and general efficiency of the team (Thomas and Peterson, 2018).
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The analysis presents differences and concordances between cultural norms and leading styles in England and Switzerland, as they were defined within the GLOBE Project research. Both countries have a common base of individualism and pragmatism but differ significantly in how they approach avoiding uncertainties, distance from power and communication styles. The Swiss emphasise precision, reliability and consensus-building but this fact is in contrast with the English preference for flexibility, formality and a more hierarchical decisional process. These differences, though subtle, have profound implications for intercultural leadership in the field of hospitality, especially in a diverse and dynamic environment like Inclusivity Hotel & Spa.
Approaching these cultural differences and leadership styles is of capital importance to promote a coherent and productive work environment. Recognition and enhancement of these differences will facilitate the Swiss personnel’s integration into the London branch and improve the general dynamics of the team and operational efficiency. Adopting an approach of sensible leading towards the cultural aspects and promoting understanding and reciprocal respect between all employees, Inclusivity Hotel & Spa can establish a reference point for excellence in intercultural management within the industry of hospitality, ensuring its success and continuous reputation as a leader in inclusion and diversity.
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For navigating efficiently through cultural and leadership nuances between the Swiss and British employees in Inclusivity Hotel & Spa, the following recommendations are proposed:
Forming in the cultural sensibility field: A comprehensive course of cultural sensibility for all the members of the personnel should be initiated. These programs have to cover the cultural norms, values and business etiquette both in the British culture, as well as the Swiss one, to cultivate a respectful environment and reciprocal understanding. Such training will allow the employees to recognise and appreciate cultural differences, thus improving interpersonal relations and teamwork (LMSPortals, 2023).
Adapting management style: Managers should be encouraged to adapt their leadership style to find a balance between a Swiss accent on consent and a British disposition for making hierarchic decisions. This adaptive approach will facilitate processes of making easier decisions, ensuring that the strengths of both cultures are capitalised to reach the hotel’s objectives (Trompenaars and Hampden-Turner, 2012).
Communication workshops: Develop periodical workshops dedicated to efficient communication strategies which should take into consideration the cultural preferences of Swiss and British employees. These sessions should concentrate on the development of clear communication abilities, respect and empathy, thus reducing misunderstanding potential and promoting a culture of an open dialogue (Meyer, 2014).
Team consolidation activities: Organize team consolidation events which should highlight and celebrate the diversity of cultural origins inside the hotel personnel. The activities should be inclusive, promoting a feeling of unity and common purpose. By emphasizing the unique contributions of each culture, these activities will help to create a cohesive team identity which goes beyond cultural differences, contributing to a more harmonious and productive workplace (Traworld, 2023).
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