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[bookmark: _Toc167894508]Introduction 
In the globalised hospitality industry, effective leadership across diverse cultural contexts is paramount for success. This report examines the intercultural dynamics between England and Japan within the hospitality sector, analysing cultural disparities, leadership challenges, and their implications for business practices and customer service (Reis et al, 2020, p.101423).
[bookmark: _Toc167894509]The differences between England and Japan
In England, the culture is marked by a high degree of individualism. This individualistic approach is prevalent throughout British society, where people view themselves primarily as independent entities rather than part of a collective. In the hospitality industry, this translates to relatively flat organizational structures, where hierarchy exists more for functional purposes than for establishing social status (Independent, 2019). Communication tends to be direct, with team members, including managers, often on a first-name basis and expected to be approachable and consultative (Nazarian et al., 2022, pp.430-455). This setup supports a workplace environment where personal initiative and individual responsibility are highly valued, reflective of Britain's standing as one of the most individualistic nations within the European Union (Reis et al, 2020, p.101423).
Conversely, Japan embodies a collectivist culture where group harmony and collective well-being are prioritized over individual desires. This cultural trait extends deeply into the hospitality industry, where there is a strong focus on teamwork, consensus, and maintaining group harmony (Yuta K, 2021). Communication in Japanese culture is predominantly indirect, with a significant emphasis on non-verbal cues and the context in which interactions occur (Shibata, 2022, pp.1549-1576). This approach fosters a highly structured organizational hierarchy within the hospitality sector, where respect and adherence to established protocols are paramount.
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Hofstede's cultural dimensions’ theory for culture and leadership study 
Power Distance Index (PDI): Japan has a higher PDI, reflecting a societal acceptance of hierarchical structures and inequalities in power (Liu et al., 2021, p.784005). In the hospitality industry, this manifests as a more pronounced hierarchy within Japanese hotels, where roles and responsibilities are clearly defined and less questioned (Kapferer and Valette-Florence, 2021, pp.301-313). Conversely, in England, a lower PDI suggests a flatter organizational structure in hotels, where employees might feel more comfortable expressing dissent and expect more egalitarian relations with management.
Individualism vs Collectivism (IDV): England's high individualism score indicates a cultural preference for personal autonomy and individual achievement (Campos and Marín-González, 2020, p.101718). In the case of English hotels, this feature of the hospitality sector may manifest itself in terms of the personalization of guest experiences and encouragement of employees to take the initiative (Pont, 2020, pp. 154-168). While Japan's collectivist culture emphasizes the importance of harmony and teamwork, which in turn helps to develop a team-oriented approach in the service industry that is based on the principles of consistent service standards and collective responsibility, the individualistic culture of England values self-expression and uniqueness.
Uncertainty Avoidance Index (UAI): The considerably higher UAI of the Japanese people indicates that they are more interested in structure and clear directives, which means that they value standardized procedures in the delivery of their hospitality services (Samaroudi, Echavarria, and Perry, 2020, pp.337-361, p.413). Unlike England, a low UAI would likely lead to a more flexible and adaptable approach towards guest services and problem-solving. This results in meticulous planning, risk aversion, and adherence to protocols. Conversely, England’s low UAI suggests a more flexible and adaptable approach to guest services and problem-solving, promoting innovation and quick adjustments to changing circumstances (Na et al., 2020, pp.908-924). 
Masculinity vs Femininity (MAS): The finding of higher masculinity score in Japan suggests a strong tendency to achieve and to succeed that can be reflected in the competitive edge of the Japanese hospitality industry trying to be at the top of the line (Froese et al., 2020, p.100776). A higher score for England in this dimension indicates that cooperation and care are emphasized in the industry, with service quality and guest satisfaction being the priorities as opposed to competition.
Long-Term Orientation vs Short-Term Normative Orientation (LTO vs STO): Japan's long-term orientation means a prospect of future rewards and perseverance in their culture, which in hospitality means more investment in employee training and long-term guest relations (Na et al., 2020, pp.908-924). Since the British tend to have a short-term mindset, they may pay more attention to the instant effect and the existing service provision system.
Indulgence vs Restraint (IVR): It is interpreted that England, with a higher score of indulgence, means a society that is familiar with the concept of leisure and free expression, which, in turn, the hospitality sector can have more options to offer guests relaxed and fun experiences (Campos and Marín-González, 2020, p.101718). The Japanese attitude of not overdoing things through hospitality is obedient, highlighting the high-level service and social standards.
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Communication Barriers: Varied communication styles between English and Japanese cultures often result in misunderstandings (Nazarian et al., 2022, pp.430-455). For instance, Japan's indirect communication may seem ambiguous to those accustomed to the more direct English style (Shibata, 2022, pp.1549-1576). For example, an English manager’s direct feedback may be perceived as rude by Japanese employees accustomed to indirect communication.
Different Work Ethics and Practices: Japanese employees may harbour distinct expectations regarding hierarchy, decision-making, and work-life balance, necessitating sensitive management to maintain workplace harmony (Reis et al, 2020, p.101423). Japanese employees expect clear hierarchies and decision-making structures, which may conflict with English managers' egalitarian and flexible approach, leading to potential workplace conflicts (Reis et al., 2020).
Adapting to Cultural Norms: Understanding and adapting to Japanese cultural norms may pose challenges for English employees and vice versa, potentially leading to conflicts or discomfort in the workplace (Liu et al., 2021, p.784005). English employees may struggle with Japan's emphasis on group harmony and indirect communication, while Japanese employees may find England's individualistic and direct approach uncomfortable, causing potential workplace discomfort (Liu et al., 2021).
Inclusive Leadership: Inclusive leadership demands flexibility, as a uniform approach risks alienating segments of the workforce (Kapferer and Valette-Florence, 2021, pp.301-313). Leaders must grasp their team members' motivations, communication preferences, and work styles. For instance, insisting on the same leadership style may demotivate Japanese employees who value hierarchy and structure and English employees who prefer autonomy and open dialogue (Kapferer and Valette-Florence, 2021).
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In conclusion, leadership steering through intercultural challenges in the hospitality sector demands a comprehensive knowledge of cultural disparities, developed communication skills, and inclusive leadership methods. Adopting a culture of diversity and promoting mutual respect and understanding will create an environment that fosters employee engagement and customer satisfaction to drive success.
Recommendation 
Implement cross-cultural training programs: Expand the focus on innovative and experiential classroom training that involves acted-out situations, counselling on cultural awareness and lectures and seminars from England and Japanese professionals. For instance, the staff could game in which they role-play a receptionist dealing with guests which disregards England’s etiquette but also observes Japanese expectations, allowing them to gain first-hand knowledge on how to operate in such an environment.
Adopt flexible communication strategies: Develop a repertoire of communication materials in different languages that contain the approved rules for direct and indirect approaches. For instance, inform English managers to be tactful when dealing with Japanese employees by guiding them to avoid direct confrontation and rather avoid deal makers such as, "This is wrong, please find this correct". On the other hand, educate Japanese managers to comprehend and accommodate the blunt approach to communication commonly used among English employees. 
Foster a culture of inclusivity and mutual respect: Pen, schedule and implement think tank forums or diversity and inclusion committees in every organisation that is charged with the responsibility of monitoring and implementing cultural integration programs. The most important include a celebration of cultural values that belong to both countries for the employees it is encouraged to exchange their cultural values. In this way, the baseline of cultural appreciation should be established, and the cultural exchange should be organised as frequently as possible to make sure that the employees respect each other's cultural background.
Establish clear guidelines and structured procedures for Japanese employees: Defining operational manuals giving details on the working culture in Japan with a certain set of procedures and standards of management. For example, a large-firm managerial checklist that outlines decision-making procedures addressing issues of consultation and deference to hierarchy may be more culturally suitable for Japanese workers.
Maintain flexibility and adaptability for English employees: Promote an organisational culture that welcomes new ideas by instilling suggestion boxes and establishing idea generation as an ongoing process. For instance, England’s employees could in turn be permitted to design new guest service plans at their dispensation thus stimulating the spirit of appraisal and reinvention.
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