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Executive Summary
The major discussion of the study has been related to the differences between the two countries and their culture. Inclusivity Hotel & Spa have its establishments in both China and England hence cultural differences between these countries have been evaluated in the study. In addition to that, it has developed the idea related to the leadership practices in both the countries. A discussion on the barriers of inter cultural leadership has been developed. Recommendations have been provided for the elimination of the challenges from the hospitality industry to improve intercultural leadership.
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[bookmark: _Toc159623544]Introduction
Intercultural competence is the capability to work in an effective manner across different countries and cultures (Sabet and Chapman, 2023). Communicating with people from different cultural backgrounds is possible with the help of cultural competence. A report will be prepared for the discussion on the key differences between the culture of England and the country where the headquarters of the hotel ‘Inclusivity Hotel & Spa’ is situated. The chosen country for the discussion will be a part of Confucian Asia. As per the case scenario, the country for comparison with England will be China. In addition to that, issues of intercultural leadership will be analysed in the study. Recommendations will be provided to handle these issues of intercultural leadership issues.
[bookmark: _Toc159623545]Main Body
Outline the key differences between England and the chosen country (in terms of culture, customs etc.) 
The culture of England is associated with individualism whereas Chinese culture follows collectivism (He and Filimonau, 2020). It suggests that Chinese people are more interested in group work rather than working alone. On the other hand, the work culture of England suggests that people prefer privacy hence; they do not wish to opt for group work. Besides that, Chinese culture does not promote offending others. Taking the opinions of others is a part of Chinese culture although this is not a common situation in England culture. Appreciating others is reflected in Chinese culture. Besides that, the work culture in England is non-hierarchical. It is a common thing in England that employees can make jokes around their colleagues and even senior colleagues. 
However, Chinese culture strictly follows hierarchical rules and they respect the same (Zhao and Liu, 2020). Politeness is the key for both cultures although England supports employees to speak up regarding their ideas. It is not a good manner in China to be outspoken about different ideas. This is not a respectful manner in Chinese culture. Higher work-life balance can be experienced in England rather than in China. Longer working hours are common in China and its employees. Besides that, the decision-making process is centralised in China hence, the top management is responsible for the decisions. However, collaborative decision-making can be experienced in England as inputs from every employee are considered as important.
Analyse and compare the two countries using the GLOBE Project’s culture and leadership study** (focus only on the most relevant practices and values for this scenario). 
[image: ]
Figure 1: Cultural comparison between China and England
(Source: Hofstede-insights, 2024)
There are nine cultural dimensions according to the GLOBE project's culture and leadership study. This can be regarded as performance orientation, assertiveness, and future orientation, human, institutional collectivism, In-group collectivism, gender egalitarianism, power distance and uncertainty avoidance (‌Globeproject, 2020). In accordance with a performance orientation, both China and England have a similar score of 66. This suggests that both countries are equally driven by rewards for the improvement of their productivity. Inclusivity Hotel & Spa can enhance the performance of the employees in both countries by motivating them with rewards and recognition. 
In the case of future orientation, the score of China is 77 whereas the score of England is 60 (Hofstede-insights, 2024). It reflects that employees of China are more capable of getting a vision of the future of the organisation. They are much more flexible than English employees in case of any kind of new traditions and situations. Chinese workplace has much more power distance than England as the score of China is 80 and the score of England is 35. It reflects that the Chinese workplace is hierarchical however; all English employees are encouraged in decision-making in England. With respect to uncertainty avoidance, England has a higher score of 35 which suggests English workplace needs more consistency and structure rather than the Chinese workplace (Hofstede-insights, 2024). 
Critically discuss the challenges of intercultural leadership in the hospitality industry 
In the case of intercultural leadership, the issue will be to attract employees from different cultures. Inclusivity Hotel & Spa will need to employ staff from different cultures, ethnicities and backgrounds. The employer will need to mitigate the diverse needs and expectations of the employees (Gemeda and Lee, 2020). Communication is a challenge for intercultural leadership in Inclusivity Hotel & Spa. For example, the leader can face the challenge of communicating with Chinese employees of the hotel. There will be a conflict due to communication barriers for the attraction of employees from different backgrounds.
Another challenge associated with intercultural leadership is respecting cultural norms (Deardorff, 2020). Employees of different backgrounds in the organisation have diverse norms. Respecting the culture of another individual will be required as this can be significant for managing the cultural sensitivity issue. Legal and regulatory compliances can also differ in different countries for the management of employees (Safaeva et al., 2020). The leader must become aware of the legal frameworks and international regulations for the employment of staff from diverse cultures.
[bookmark: _Toc159623546]Conclusion
The study has analysed the importance of intercultural competence in the hospitality industry as it can improve communication between the staff and the guests. Differences between the cultural norms of China and England have been discussed in the study. It has highlighted that the Chinese workplace supports group work whereas the English workplace is person-oriented. On the other hand, employees in the English workplace can participate in decision-making. This is not a common rule in the Chinese workplace as the decision is centralised.  Challenges encountered by Inclusivity Hotel & Spa in the case of inter cultural leadership have been depicted as communication and the attraction of staff from different backgrounds. These issues can be resolved with the help of a proper hiring plan as well as language training for the employees. 
[bookmark: _Toc159623547]Recommendations
The major challenge of the organisation is to attract employees from different backgrounds. In the scenario, Inclusivity Hotel & Spa can develop a recruitment plan so that it can identify the needs of the staff from different backgrounds. Besides that, requirements for the incorporation of employees from different ethnic backgrounds can also be planned in the scenario.
Inclusivity Hotel & Spa can face the challenge of a language barrier with its guests. This issue can be mitigated through the help of the language training of the employees. Communication barrier between the employees needs to be eliminated for the development of better teamwork. Besides that, language training is also important for helping out guests from different cultural backgrounds (Lima Rabelo et al., 2023).
Intercultural leadership in Inclusivity Hotel & Spa can be improved through the help of providing adequate knowledge of the cultural background of the employees. It is the responsibility of the hiring team of the organisation to complete a proper induction process. In this way, all of the employees can know about their team members and their cultural significance. Respect for different cultures can be developed among employees in this situation (Koc, 2020).
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