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[bookmark: _Toc158766722]Introduction 
Globalization has created a multicultural world, in this environment, the hospitality industry faces unique challenges and opportunities. I am Assistant General Manager of the Inclusivity Hotel & Spa in London in charge of unifying new employees from a German hotel branch and this aspect of culture is crucial for the successful operation of our institution. The object of this report is to present a detailed analysis of cultural differences between England and Germany, particularly in terms of their influence on intercultural leadership in the hospitality industry. Through a discussion of significant dissimilarity in communication styles, social norms, work culture, and leadership practices, the report is intended to provide the Hotel Management Team with the needed knowledge and approach to create an environment of unity and success in the face of cultural diversity (Morrison, 2013). We hope to increase the quality of service and experiences provided to our wide array of customers, as we instil an environment of tolerance, respect, and unity among ourselves.
[bookmark: _Toc158766723]England and Germany Cultural Differences
Yet England and Germany, both located in Europe, have their cultural differences which can have a severe impact on business operations in such sectors as hospitality. In communication styles, England prefers indirect communications, and polite language while Germany approaches communication directly, and with little subtleties. Social norms too differ, England tends to promote individualism and personal space while Germany boosts collectivism and group harmony (Hofstede, 1980).
In England, work culture is characterized by moderate formality concerning hierarchy and punctuality, freedom of action, and creativity. In contrast, Germany cherishes a well-ordered hierarchy and fastidiousness in the work environment. These cultural variations may have an impact on different sides of hotel operations, staff relations and customer service, to decision-making processes and work schedules (Adler, 2012). 
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The GLOBE Project's culture and leadership study pertains to cultural dimensions applicable to the hospitality practice in England and Germany. This study scores England quite high on individualism and uncertainty avoidance which are the dimensions that emphasize self-sufficiency and the desire to avoid ambiguity (Triandis, 2015). Germany, however, scores highly in the power distance and masculinity dimensions, which represents a stronger focus on hierarchical structures and assertiveness in the workplace (House & Javidan, 2014). In a comparison of leadership practices, England is characterized as more participative and democratic, while Germany is more autocratic, stressing the leader’s authority.
The knowledge of these cultural differences and leadership preferences is of great importance in cross-cultural management in hospitality. Through understanding and accommodating these diverse cultural norms and leadership styles, hotel managers are enabled to effectively handle intercultural dynamics and realize team performance (Milliman, Gatling & Kim, 2018).
[bookmark: _Toc158766725]Intercultural Leadership Issues in the Hospitality Sector
Further, in the hospitality industry, the phenomenon of intercultural leadership represents several challenges that can significantly affect the cohesion of the team, level of the guest satisfaction as well as overall operational efficiency. One of the main issues is the communication barrier emerging from differences in language proficiency and communication styles. To illustrate, cross-understandings or confusion may be caused by dissimilarities in frankness, pitch, or body language between peers from the UK and Germany (Javidan et al., 2016).
Another issue is to control different types of work attitudes and one's expectations. The English employees may focus on flexibility and creativity in task performance whereas German employees may focus on efficiency and following established routines. Such varying opinions might result in task prioritization battles, decision-making process contests, and overall work attitudes.
Also, differences in leadership expectations and styles as related to culture are rather challenging for intercultural leadership in hospitality. Leaders can find themselves in a situation where there is a clear difference in expectations concerning hierarchy, authority, and autonomy (Peltokorpi & Vaara, 2012). The consequences of leadership practices not being tuned in to these differences include disengagement, resentment, and diminished team spirit.
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[bookmark: _Toc158766727]To address the challenges of intercultural leadership in the hospitality industry, the Hotel Management Team can implement several strategies:
Primarily, implementation of cross-cultural training programs increases understanding and awareness of cultural differences among team members. To ensure cooperation and misunderstanding clearing for Johnson et al., such programs will involve intercultural communication activities, language trainings and cultural competence workshops (2014).
Secondly, communication and feedback systems promote an open and supportive working culture. A culture where the team members can share openly ideas, problems, and suggestions, thus, promotes mutual respect, trust, and cooperation among the different cultural groups is an essential aspect of such a culture.
Last but not least, the standardization of defined standards and performance measures may decrease the conflicts associated with the differ in work attitudes and expectations. By establishing clear roles, duties, and performance goals, a transparency and accountability will be presented to all members of the team and thereby, the culture factor is removed. Also, continuous reviews and feedback sessions create non-stop discussions and synergy toward common objectives (Morrison, 2016).
Conclusion
Thus, the opportunities and risks for the intercultural management in the hotel industry occur due to the cultural differences between Germany and England. Through identification and comprehension of these social norms, work cultures, communication styles and leadership practices, the Hotel Management Team can predict potential conflicts in certain areas and use cultural diversity as creativity and strength generator. By integrating cross-cultural training initiatives, promoting open lines of communication and developing expectations and performance metrics, we foster an environment in which all employees are equally appreciated and valued for the unique skills and perspectives they bring. Through cultural competence and intercultural collaboration, the Inclusivity Hotel & Spa located in London can be recognized as the beacon of inclusivity, excellence, and hospitality in an ever-changing global landscape.
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