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Executive Summary
This report offers a thorough examination of intercultural competency and leadership in the context of Diversity Hotel & Spa's expansion into the Turkish market.   The hospitality industry, which serves a diverse international clientele, requires a sophisticated comprehension of the cultural factors that impact customer expectations and employee relationships. Turkey, a country located on the border of two continents, possesses a distinctive cultural environment influenced by a significant historical background and a strategically advantageous geographical location that has served as a meeting point for several civilizations (Aycan, 2005).
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Introduction
As the General Manager (GM) of Diversity Hotel & Spa London is about to visit the new office in Turkey, it is important to have a deep understanding of how to lead and work with people from different cultures. The GLOBE Project sheds light on the culture aspects of Turkey in this report, which focuses on important areas like strong in-group collectivism, a large power distance, and a moderate focus on performance. These things show how important it is to have a leadership style that is both authoritative and welcoming, and that fits with the cultural standards of both the local staff and guests.
Main Body
Turkey Culture
Turkey is located at the intersection of Eastern and Western cultures, and it boasts a diverse array of customs and traditions that have developed over thousands of years.   Turkish culture is distinguished by a robust feeling of hospitality, referred to as 'misafirperverlik,' that is deeply rooted and expressed through a kind and inviting demeanour towards visitors.   Understanding and appreciating cultural practises is very important in the hospitality business, since it can greatly improve the experiences of guests (Isiksal, 2006). The Turkish society places great importance on showing reverence for older individuals and those in positions of authority, which is a clear reflection of the significant power distance that exists within its cultural framework.   Business and social interactions typically adhere to formal protocols, acknowledging hierarchical structures and requiring a courteous and deferential demeanour in professional environments (Kabasakal & Bodur, 2002). Communal dinners in Turkish society serve as a focal point, highlighting the collectivist essence of the culture.  Sharing food is not solely a requirement, but rather a ceremonial practise that enhances connections and provides a chance for social interaction.  The workplace places great importance on teamwork and group cohesion, reflecting a collective mindset (Aycan et al., 2000). Another notable factor is the notion of 'time' in Turkey, which can be flexible, indicating a more laid-back approach to timeliness referred to as 'elastic time'.   This stands in opposition to the inflexible temporal perceptions commonly observed in Western cultures (Hofstede, 2001).

GLOBE Project Analysis and comparation between Turkey and England
The Global Leadership and Organizational Behavior Effectiveness (GLOBE),the project offers a thorough examination of cultural characteristics and their impact on leadership and organisational methods. Turkey, as analysed by the GLOBE Project, displays distinctive traits in various cultural aspects.
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Performance Orientation: A high level of performance and success is important.
Assertiveness: Moderate: it strikes a balance between competition and teamwork.
Future Orientation: Moderate means that they are in the middle of traditional beliefs and planning.
Humane Orientation: Moderate, caring about others but also being practical when it comes to work.
Institutional Collectivism: Institutions in Turkey encourage joint efforts to distribute resources and to take collective action.
In-Group Collectivism: Very high, showing strong familial and group bonds.
Gender Egalitarianism: Changes are happening all the time that make things fairer.
Power Distance: High, suggesting a respect for hierarchy and authority.
Uncertainty Avoidance: Moderate to high, which means they like clear rules and organised situations.
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England is more direct and assertive in communication and business than Turkey, which balances competitiveness with cooperation. Turkey has more institutional and in-group collectivism than England, indicating better family and organisational cohesion and loyalty (House et al., 2004; Gupta & Hanges, 2004).Turkey's power distance is higher, indicating more hierarchical society and organisations, whereas England's is lower, showing more egalitarianism. Turkey values structure and explicit guidelines, while England prefers ambiguity and risk-taking (Hofstede, 2001; House et al., 2004).Both countries reward performance in education and industry (House et al., 2004).Both cultures value fairness and compassion moderately, balancing them with other cultural objectives (Kabasakal & Bodur, 2004; House et al., 2004).England has better gender equality than Turkey, showing stronger gender equality in responsibilities and opportunities (Aycan et al., 2000; Hofstede, 2001).
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Charismatic: High, like a bright star or a torch, these things represent qualities that inspire and lead others.
Team-Oriented: Very High, linked bands or a unit of figures that fit together, showing how important it is to work together, stick together, and be loyal to a group.
Participative: Moderate to High, a group, showing that everyone is involved in making decisions and that team members' ideas are valued.
Humane-Oriented: Moderate, a heart or a helping hand that stands for kindness, humanity, and caring about other people's well-being.
Autonomous: Low to Moderate, a single figure standing alone, showing a level of freedom and individualism in leadership.
Self-Protective: Moderate to High, a shield, shows that you are cautious, worried about standing, and trying to save face.
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Team-oriented leadership is popular in Turkey, reflecting its collectivist culture. England, with its individualism, values teamwork moderately (Javidan et al., 2006). England values participative leadership because of its democracy and individualism. Turkey values participatory approaches but prefers hierarchical decision-making (Brodbeck et al., 2000).England emphasises individualism and supports autonomous leadership. With its collectivist and high-power distance culture, Turkey prefers less autonomous leadership (House & Javidan, 2004).Turkish leadership is more self-protective, in line with its uncertainty avoidance and power distance. England has less self-protective leadership due to reduced power distance and a more open culture (Dorfman et al., 2004).



Conclusion
Diversity Hotel & Spa's planned growth into Turkey offers a one-of-a-kind chance to combine world-class hospitality with the complexities of Turkish culture. The GLOBE Project's findings on cultural aspects and leadership styles show how important it is to understand other cultures in a complex way for businesses to run smoothly in Turkey. It will be very important for the General Manager and the team to adopt a leadership style that fits with Turkey's culture, which is marked by strong in-group collectivism, a high level of power distance, and a middling level of assertiveness (House et al., 2004; Kabasakal & Bodur, 2004).


Recommendations

· Intensive Cultural Training: Train workers in Turkish customs and multinational clientele expectations (Moran, Abramson & Moran, 2014).
· Inclusive Leadership Development: Develop inclusive leadership approaches that allow for high power distance and encourage culturally acceptable participatory decision-making (Cavusgil et al., 2012).
· Cultural Liaison Role: Hire a cultural liaison person to bridge hotel management-local staff cultural barriers (Puck, Kittler & Wright, 2008).
· Customer Feedback Systems: Create culturally responsive feedback methods that let guests express their needs (Zhang, Beatty & Walsh, 2008).
· Engage with Local Communities: Engage with the local community and include local features into the hotel's services and design to improve visitor experience and community relations (Xu & McGehee, 2012).
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Cultural Practices and Values in England
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Leadership Scores for Outstanding Leadership in Turkey

Charismatic - Iv
Team Oriented 4 | v
Participative v |
Humane Oriented 4 *
Autonomous *
Self-Protective 4 'v
T T T T T 1
o & r \‘;\a@ O° @ e B R\ & \\a‘@ 2N @
\*\x\“ o X R 0\«\9 EN e §&
& A o « 5 5 o
o e o < N

W Country Score
Range of Scores
| Average GLOBE Score




image4.jpg
Leadership Visualization

Leadership Scores for Outstanding Leadership in England
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