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Executive Summary
Examining key differences between England and Germany from the GLOBE framework and the Germanic Europe cluster for this study highlights cultural dimensions and leadership styles prevalent in both countries. The highlighting of cultural dimensions and leadership styles commonplace in England and Germany, this project reflects common beliefs, values and traditions, norms, and their effect on leadership. Therefore, the critical discussion focusing primarily on integrating German employees into the London branch of the Multicultural Hotel & Spa discloses intercultural leadership challenges encountered in the hospitality industry. Addressing challenges intercultural leadership in the hospitality industry faces, this report identifies potential conflict areas and offers recommendations for effective intercultural team management.
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Hospitality Report of Anglo and Germanic Europe Clusters: A Comparison of England and Germany
[bookmark: _Toc167822747]Introduction
The primary role of a general manager is to execute the organisation's strategic goals and ensure that employees perform according to the set goals. As a newly appointed general manager of London-based Multicultural Hotel & Spa, I am mandated to run day-to-day operations at the hotel and coordinate departmental tasks. To perform the above functions, I needed to understand the cultural dynamics between England and Germany clearly. Significantly, by understanding the cultural dynamics between England and Germany, I will be able to facilitate the integration of German employees into the London team and ensure smooth operations as general manager. This report focuses on outlining cultural differences, using the GLOBE Project dimensions to compare cultural dynamics in England and Germany, and discussing the challenges faced by the leader of an intercultural team in the hospitality industry. 




















[bookmark: _Toc167822748]Critical Differences Between England and Germany
In contrast, understanding cultural nuances between England and Germany based on culture, customs, and other topics discussed in class is crucial for effective in a multicultural hotel environment. (Abramson and Moran, 2018). For example, of cultural differences, the individualistic society in England held high regard for personal achievements and independence, while Germany's individualistic structure had a strong sense of punctuality and responsibility (Maheshkar and Sharma, 2018). In England, the culture emphasises indirect communication and a reserved demeanor, while in Germany, it emphasises a direct communication style focusing primarily on clarity and efficiency. On customs differences, in England, business meetings often start with small talk, while in Germany, meetings are formal and start with main agendas. Moreover, England and Germany differ in hierarchy; England has a growing trend towards flatter organisational structures, and Germany has clear hierarchical structures with defined roles and responsibilities (Hampden et al., 2020). Lastly, on work ethic, England focuses on flexibility and creativity in problem-solving, while Germany prioritises precision and adherence to established protocols.

[bookmark: _Toc167822749]Analysing and Comparing England and Germany Using the GLOBE Project
The GLOBE project provides a comprehensive framework for comparing the most relevant cultural dimensions based on power distance, uncertainty avoidance, and performance orientation in England and Germany (GLOBE Project, 2022). Based on cultural dimensions, England has a lower power distance and prefers egalitarian relationships and decentralised decision-making. In contrast, Germany has a moderate power distance that values participative management and respect for authority (Hofstede et al., 2010). Regarding uncertainty avoidance, England lowers uncertainty avoidance, which shows its flexibility and adaptability in ambiguous situations. At the same time, Germany has a higher level of uncertainty avoidance in structured environments and a strong preference for rules and regulations (Brewer and Venaik, 2010). England's performance orientation is moderate to high, while Germany's is higher and emphasises innovation and performance outcomes. 





[bookmark: _Toc167822750]Intercultural Leadership Challenges in the Hospitality Sector
In managing multicultural teams in the hospitality industry, managers face intercultural leadership challenges that align with communication styles and cultural expectations (Nedelko and Brzozowski, 2020). Choosing London as a hotel location as defined in the Anglo Cluster of GLOBE project, the following Scenarios show various possible areas of conflict general managers can face while managing multicultural teams in the hospitality industry (Javidan et al., 2006, p. 902). Firstly, a scenario where German employees perceive English colleagues as vague and English employees perceive German colleagues as overly blunt reflects on communication style as a potential area of conflict. This conflict can be solved by implementing training programs that foster adaptability in communication styles (Deresky, 2017). Secondly, in scenarios where English employees prefer a flexible approach and German employees prefer structured decision-making, it reflects on decision-making processes as a potential area of conflict (Christiansen et al., 2020). Thirdly, when English employees favour collaborative approaches and German employees expect clear directives from superiors, hierarchy and authority are reflected as conflict areas. Fourth, friction caused by differences in work pace and attention to detail poses work ethic and expectations as possible conflict areas in managing multicultural teams in the hospitality industry (Nedelko and Brzozowski, 2020). Intercultural Team Management's above challenges can be solved by offering cultural awareness training, adopting an inclusive leadership style, and implementing precise conflict resolution mechanisms.

[bookmark: _Toc167822751]Conclusion
A general manager should clearly understand the cultural dimensions and leadership styles of the country where the business is located to ensure effective intercultural leadership. Therefore, in the hospitality industry of England and Germany, the manager can offer practical and intercultural leadership by understanding cultural dimensions and leadership styles. Additionally, having a clear understanding enables managers to address potential conflict areas and promote mutual business culture. For a Multicultural Hotel and spa, having a clear understanding of cultural dimensions and leadership styles, the general manager can ensure a harmonious and productive work environment.





[bookmark: _Toc167822752]Recommendations
Comprehensive cultural training programs should be implemented to ensure effective intercultural leadership and smooth integration of German employees into the London team. These programs will foster mutual understanding and respect among English and German employees. Clear communication guidelines are essential to bridge the gap between direct and indirect communication styles. Developing leadership strategies that incorporate both hierarchical and egalitarian elements will meet the diverse expectations of employees. Additionally, conducting workshops to improve communication skills and foster adaptability in communication styles will further support effective intercultural collaboration. By adopting these recommendations, the Multicultural Hotel & Spa can enhance its intercultural leadership capabilities and ensure a cohesive and effective multicultural team.
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