[image: ]
Assignment 1

Module : BMIH5003
Lecturer:  GIULIA CHIFARI
Student Name:  Daniela Elena Zota
Student ID:	2240973
Word count: 1123




Table of Contents
1.	Introduction	1
2.	Globe Project brief	1
3.	Discussion	1
3.1	Major Culture and Customs Differences	1
3.1.1	Switzerland	1
3.1.2	England	2
3.2	Globe Project Cultural dimension	2
3.3	Challenges of Intercultural Leadership	2
3.4 Approaches to Achieving Successful Intercultural Leadership	3
4.	Conclusion	3
5.	References	3




1. [bookmark: _Toc168695870]Introduction
In today's globalised landscape, the hospitality industry frequently leads the way in fostering intercultural integration. As the newly appointed General Manager of the 5-star Multicultural Hotel & Spa in London, grasping the intercultural dynamics between England and Switzerland is essential. This report will highlight the key cultural differences between the two countries, examine their cultural dimensions through the lens of the GLOBE Project’s study, and explore the challenges and potential conflicts involved in managing an intercultural team within the hospitality sector.

2. [bookmark: _Toc168695871]Globe Project brief
The GLOBE (Global Leadership and Organizational Behavior Effectiveness) Project is an extensive research initiative that examines the connections between societal culture, organisational culture, and leadership within organisations. Launched in 1991 by Robert J. House and engaging more than 200 researchers from 62 different cultures (Globe Project, n.d.), it stands as one of the most comprehensive studies in this field. The primary goal of the GLOBE Project is to explore how culture influences leadership and organisational practices in various societies. (House et al., 2004).
3. [bookmark: _Toc168695872]Discussion
3.1 [bookmark: _Toc168695873]Major Culture and Customs Differences 
3.1.1 [bookmark: _Toc168695874]Switzerland
Switzerland, despite being highly developed and modern, exhibits a blend of collectivist and individualist tendencies, fostering a strong sense of community and collaboration. The country’s communication is diverse due to its four national languages (German, French, Italian, and Romansh), which promotes inclusivity but can also lead to communication challenges. Swiss culture is renowned for its punctuality, precision, and high standards of service, traits that are deeply ingrained in professional environments (Meyer, 2014) Additionally, Swiss workplaces generally have a more structured hierarchy, with clear distinctions between roles and responsibilities Global People, n.d.).
3.1.2 [bookmark: _Toc168695875]England
England, belonging to the Anglo cultural cluster, emphasises individual achievements and personal autonomy, with employees often driven by personal goals and recognition. The communication style is typically indirect and polite, prioritising diplomacy and understatement. There is an increasing focus on work-life balance, with flexible working hours becoming more widespread. Additionally, English workplaces tend to have a relatively flat hierarchy, encouraging open communication across different levels of staff (NNROAD, 2023).

3.2 [bookmark: _Toc168695876]Globe Project Cultural dimension
Both Switzerland and the UK exhibit high performance orientation, with the Swiss culture emphasising high standards, innovation, and excellence, similar to the UK's focus on performance and achieving high standards (House et al., 2004). Regarding future orientation, Switzerland demonstrates a high level of forward-thinking and future planning, while the UK tends to fall between moderate to high future orientation, valuing future planning while also upholding traditional values (Ashkanasy, Trevor-Roberts, & Earnshaw, 2002). 
In terms of gender egalitarianism, Switzerland demonstrates a moderate to high level of support for gender equality, albeit with gradual progress, while the UK showcases high gender egalitarianism, having achieved significant advancements in promoting gender equality (House et al., 2004). Regarding assertiveness, Switzerland leans towards moderate assertiveness, preferring a balanced approach and avoiding extremes, whereas the UK is characterised by high assertiveness, exhibiting a more assertive and competitive demeanour (House et al., 2004). Szabo et al (2002) also supports that his analysis, advising that Switzerland values harmony and consensus prevail over values of discord and competition across all societal levels.
Switzerland exhibits a high level of institutional collectivism, emphasising collective actions and welfare systems, while the UK demonstrates moderate institutional collectivism, placing more value on individualism but still supporting some collective welfare initiatives (Globe Project, 2020). In terms of in-group collectivism, Switzerland showcases high importance placed on loyalty to family and close-knit groups, whereas the UK displays a moderate level of in-group collectivism, valuing personal relationships but with lesser emphasis on close-knit group loyalty compared to Switzerland (House et al., 2004).

3.3 [bookmark: _Toc168695877]Challenges of Intercultural Leadership
In summary, differences in communication styles between England and Switzerland can lead to misunderstandings and conflicts, with English communication being direct and polite, while Swiss communication tends to be formal and indirect. Moreover, variations in approaches to hierarchy and authority contribute to potential conflicts, as English employees appreciate clear hierarchies with approachable leaders, whereas Swiss culture leans towards egalitarianism with leaders seen as facilitators rather than authoritative figures. These disparities in communication and leadership styles can create challenges such as misinterpretations of directness or perceived hindrances to decision-making processes. Work-Life Balance is approached differently in England and Switzerland. In England, while work-life balance is valued, long working hours are often the norm in high-pressure settings. On the other hand, Switzerland places a significant emphasis on work-life balance and employee well-being. This contrast can create conflicts; for instance, Swiss employees may push back against overtime work that English managers or colleagues view as standard, causing tension around commitment and expectations.
While both cultures prioritise punctuality, they diverge in their approach to deadlines. English professionals tend to be more flexible with deadlines, whereas Swiss professionals strictly adhere to timelines. This can lead to conflicts; Swiss employees may feel frustrated by what they see as a lack of punctuality in English colleagues' approach to deadlines, while English employees could find the Swiss emphasis on strict adherence to timelines stressful.

[bookmark: _Toc168695878]3.4 Approaches to Achieving Successful Intercultural Leadership
To enhance intercultural understanding between English and Swiss employees, cultural awareness training should be provided, promoting mutual respect and minimising misinterpretations. Additionally, incorporating inclusive communication practices is essential; this can involve strategies that cater to both direct and indirect communication styles, such as facilitating open forums for discussions to blend clear instruction with comprehensive explanations. Furthermore, fostering flexibility and adaptation in leadership is crucial; managers should be encouraged to adapt their management styles to accommodate both hierarchical and egalitarian tendencies, being able to transition between directive and facilitative roles as the situation demands (Hersey, Blanchard, & Johnson, 2008). To promote a harmonious work environment, it is essential to develop policies that balance workloads with maintaining a healthy work-life balance, communicate expectations clearly regarding working hours and overtime to reach a mutually beneficial agreement, establish explicit conflict resolution processes that consider cultural nuances and incorporate culturally sensitive mediators, and cultivate a cohesive team culture by integrating the strengths of English and Swiss practices, celebrating cultural diversity through events, and facilitating opportunities for employees to share their cultural traditions and practices.
4. [bookmark: _Toc168695879]Conclusion
Successfully navigating the cultural disparities between England and Switzerland at the Multicultural Hotel & Spa necessitates a comprehensive comprehension of both cultures and an adaptable leadership style. Drawing upon the findings of the GLOBE Project and employing tactics to bridge cultural divergences, managers can establish a cohesive and productive workplace environment. Key to this endeavour is continuous cultural competence training, fostering transparent communication, and adopting a flexible managerial approach that acknowledges and merges varying cultural beliefs. These initiatives not only aid in conflict resolution but also enable the hotel to capitalise on the diverse team's strengths to deliver exceptional service to its global clientele.
5. [bookmark: _Toc168695880]References
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