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[bookmark: _Toc167476418]Executive Summary
This report provides an analysis of the cultural differences between England and Egypt and, thus, employs insights from the GLOBE Project’s culture and leadership study. Also, it delves into the challenges of intercultural leadership in the hospitality industry, which focuses on the implications of managing an intercultural team within the Multicultural Hotel & Spa chain. Thus, key differences in communication styles, work values and leadership expectations are discussed, along with potential areas of conflict. Then, the report concludes with recommendations for effectively navigating these challenges to foster a harmonious and productive work environment.
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[bookmark: _Toc167476419]Introduction 
As the newly appointed General Manager of Multicultural Hotel & Spa London and thus tasked with integrating employees from the Egyptian branch, it’s neccessary to know the cultural disparities connecting England and Egypt  (Fantini, 2019). So, this report aims to delineate these differences, analyse them through the lens of the GLOBE Project’s by culture and leadership study and discuss the challenges of intercultural leadership in the hospitality industry.
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Key differences between England and Egypt
England and Egypt possess rich histories and cultures, yet their social standards, communication techniques, work values, and cultural traditions differ. The key differences between England and Egypt are as follows: 
England emphasises individualism, emphasising autonomy, self-expression, and success. This cultural feature encourages people to pursue their ambitions without much outside help. Egypt is collectivist, prioritising family and community over individual interests (Fantini, 2019). Family cohesion and loyalty are valued, with members often putting the group before themselves. This cultural gap dramatically affects social dynamics, decision-making, and work attitudes. English people communicate directly, explicitly, and low-context, assertively. Many prefer to communicate their thoughts and intentions directly (Elsaid and Elsaid, 2022). Egypt uses implicit signals, nonverbal gestures, and environmental clues to communicate indirectly. This delicate communication style emphasises harmony and relationships over clarity and directness. 
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Figure: Hofstede’s Cultural Differences; Source:  (Hofstede, 2019)
Cultural sensitivity and awareness are crucial in cross-cultural communication because these two cultures have different communication norms, which can lead to miscommunication. Work principles in England and Egypt represent different views of authority, hierarchy, and personal responsibility. In England, meritocracy is based on performance, talents, and contributions, not social class or background (Furnham and Mottabu, 2021). Egalitarianism emphasises fairness, equal chances, and merit-based advancement in organisations. Egypt emphasises hierarchical systems and authority, with respect for seniority, age, and status profoundly established in society. Organisational hierarchies value deference and obedience, so employees defer to their superiors and follow formal protocols (Elsaid and Elsaid, 2022). Hierarchical dynamics can affect team decision-making, communication, and power dynamics, requiring sophisticated leadership and management. Culture shapes daily interactions, social rituals, and cuisine, highlighting the distinctions between England and Egypt. With influences from numerous nationalities, faiths, and traditions, England’s foods, festivals, and rituals are rich and diverse (House et al., 2023). Cultural pluralism embraces diversity, tolerance, and varied lives and ideas. Egypt, however, has a rich cultural past with thousands of years of traditions and rituals. Egyptian cuisine, with its aromatic spices, herbs, and foods like falafel, tahini, and baklava, reflects its origins and regional influences (Furnham and Mottabu, 2021).
[bookmark: _Toc167476422]GLOBE Project’s culture and leadership study used by England and Egypt
GLOBE Project’s provides a comprehensive framework for analysing cultural factors that impact leadership and organisational practices. This lens helps to understand England and Egypt’s cultural values and leadership requirements. 
England’s individualistic culture emphasises success, competition, and goal-setting, as shown by its high-performance orientation and assertiveness scores (Humphrey and Bliuc, 2021). This performance-driven culture encourages executives to prioritise efficiency, innovation, and strategic planning to meet organisational goals. England’s transformational leaders inspire and motivate their teams through vision, empowerment, and intellectual stimulation. A dynamic, goal-oriented organisational culture is also fostered by transactional leadership behaviours, including setting goals, offering feedback, and rewarding performance (Barnett and Carter, 2018). Egypt favours hierarchy, authority, and stability; hence, it has a higher power distance and avoids uncertainty. Egyptian culture emphasises power distance, with clear hierarchies and high respect for authority. Egyptian leaders are often paternalistic, showing their subordinates kindness, protection, and direction (Jones and Bekhet, 2015). Egyptian workers expect their leaders to guide, support, and protect them in exchange for loyalty and obedience. Egypt has autocratic and directive leadership, with top-down decisions and limited employee input or empowerment. These different leadership styles and cultural characteristics affect hospitality leadership and intercultural management. Multicultural leaders must adjust their styles to meet cultural norms. To engage and encourage team members in England, where independence and autonomy are prized, leaders need to promote empowerment, collaboration, and open communication (Javidan et al., 2021). Egypt’s hierarchical culture needs leaders to show empathy, honesty, and relational abilities to develop trust and rapport with their staff.
[bookmark: _Toc167476423]Challenges of intercultural leadership in the hospitality industry
In a 5-star Multicultural Hotel & Spa in London’s Anglo Cluster, managing intercultural leadership is difficult. 
English team members value direct communication and favour clarity and conciseness. They may speak clearly and want direct feedback (Grobelna, 2019). Also, Egyptian team members may use indirect communication with contextual and sophisticated language, thus avoiding conflict and maintaining harmony. For example, Sarah, who is an English team member, says, “This idea won’t work; it’s not practical.” during a meeting with Ahmed, an Egyptian colleague, about his marketing suggestion (Barnett and Carter, 2018). Sarah is attempting to be efficient and clear, but Ahmed feels insulted. Ahmed may retreat from future discussions or feel unappreciated. 
English workplaces respect contributions from all team members, regardless of position, with flat organisational structures. Egypt may have a hierarchical working structure and, thus, emphasises respect for authority and seniority (House et al., 2023). For example, when brainstorming, junior English team member James feels comfortable presenting new ideas and questioning the current quo. Also, senior Egyptian team member Fatima expects senior members to make choices and finds James’s behaviour offensive, where Fatima feels undermined and James stifled by this conflict. 
English culture emphasises punctuality and rigid deadlines with a monochronic view of time, whereas Egypt follow a polychronic approach and, thus, prioritises connections above schedules and allows for flexible deadlines (House et al., 2022). For example, the team reaches a deadline. Then, John and Emily from England work late to meet deadlines. Egyptian members Omar and Layla may prioritise family and social obligations, thus resulting in a different time management strategy (Barnett and Carter, 2018). English team members feel frustrated because their counterparts are not as committed to the deadline, while Egyptian team members feel stressed and unappreciated for managing work and family life. 
[bookmark: _Toc167476424]Conclusion 
Managing intercultural staff in the Multicultural Hotel & Spa chain brings opportunities and challenges due to cultural differences linking England and Egypt. Thus, this report utilize the GLOBE Project’s to identify communication styles, work values, and leadership expectations. Then, management should invest in cultural sensitivity training, adopt flexible leadership styles, implement clear communication strategies, facilitate team-building activities and establish effective conflict resolution mechanisms to create a harmonious and productive workplace. So, these proactive steps can help the hotel negotiate intercultural leadership in the hospitality business and, thus, improve employee collaboration, guest satisfaction, and organisational success. 
[bookmark: _Toc167476425]Recommendations 
To effectively navigate these challenges, the following recommendations are proposed:
· Cultural Training: Here, the Multicultural Hotel & Spa should provide cultural sensitivity training for all employees to enhance cross-cultural communication and understanding.
· Leadership Flexibility: Multicultural Hotels & Spa should adopt a flexible leadership approach that accommodates diverse cultural preferences and expectations (Fantini, 2019).
· Communication Strategies: Multicultural Hotels & Spa should implement clear and transparent communication strategies that bridge cultural gaps and promote mutual understanding.
· Team Building Activities: Thus, the Multicultural Hotel & Spa should organise team-building activities that encourage collaboration, respect, and appreciation for cultural diversity.
· Conflict Resolution Mechanisms: Multicultural Hotels & Spa should establish effective conflict resolution mechanisms to address intercultural tensions and promote reconciliation.



[bookmark: _Toc167476426]References
Arasaratnam, L.A., (2022). Intercultural competence. In Oxford research encyclopedia of communication.
Elsaid, E. and Elsaid, A.M., (2022). Culture and leadership: Comparing Egypt to the GLOBE study of 62 societies. Business and Management Research, 1(2).
Fantini, A.E., (2019). Assessing intercultural competence. The SAGE handbook of intercultural competence, pp.456-476.
Humphrey, A. and Bliuc, A.M., 2021. Western individualism and the psychological wellbeing of young people: A systematic review of their associations. Youth, 2(1), pp.1-11.
Furnham, A. and Mottabu, R., (2021). Sex and culture differences in the estimates of general and multiple intelligence: A study comparing British and Egyptian students. Individual Differences Research, 2(2).
Grobelna, A., (2019). Intercultural challenges facing the hospitality industry. Implications for education and hospitality management. Journal of Intercultural Management, 7(3), pp.101-117.
Hofstede, G., (2019). Cultural differences in teaching and learning. International Journal of intercultural relations, 10(3), pp.301-320.
House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W. and Gupta, V. eds., (2022). Culture, leadership, and organisations: The GLOBE study of 62 societies. Sage publications.
House, R.J., Hanges, P.J., Ruiz-Quintanilla, S.A., Dorfman, P.W., Javidan, M., Dickson, M. and Gupta, V., (2023). Cultural influences on leadership and organisations: Project GLOBE. Advances in global leadership, 1(2), pp.171-233.
Jones, S.K. and Bekhet, K.E., 2015. Leadership styles and personal demographic profile: An empirical study on private business organizations in Egypt. International Journal of Sciences: Basic and Applied Research, 20(2), pp.127-147.
Javidan, M., Dorfman, P.W., De Luque, M.S. and House, R.J., (2021). In the eye of the beholder: Cross-cultural lessons in leadership from Project GLOBE. In Readings and cases in international human resource management (pp. 119-154). Routledge.
Barnett, L. and Carter, E., (2018, May). Challenges to leadership in intercultural settings: intercultural interactions and knowledge management: research From Thailand. In ICMLG 2018 6th International Conference on Management Leadership and Governance (pp. 60-67).

9

image1.png




