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Introduction
The impact of globalization and trade liberalization has resulted in flowing of services across borders, and thus, an organization has human resources from a diverse cultural background (Mihaela, 2014). Cross-cultural management, therefore, has become a normal phenomenon in the contemporary organizations with human resources managers being obligated to have a deeper understanding on diverse cultures to effectively manage an organization’s workforce (Browaeys and Price, 2017). The existence of people from diverse cultural backgrounds implies that international human resources managers should understand various cultural aspects of the employees such as beliefs, values, morals, ethics, and social orientation among other factors (Zeeshan and Sabir, 2014). 
This essay is aimed at discussing the status, importance and challenges of cross-cultural management for a Sri-Lankan hospitality organization with a reflection on Hofstede’s contribution to cultural dimensions across nations (Ugoani, 2016). Human resources are valuable assets to in the service sector since their activities and operations directly impact on customers (Laškarin Ažić, 2017). More so, the quality of services provided by employees to the customers in the hospitality sector has a significant impact on an organization’s performance and operations. Therefore, knowing diverse cultures is an important aspect for the enhanced productivity of the employees to an organization. 
An Analysis of Cultural Dimensions in Sri-Lanka Using Hofstede’s Dimensions
Table 1: Hofstede’s Cultural Dimensions in Sri-Lanka 
	Cultural Dimension 
	Sri-Lanka 

	Power distance 
	80

	Individualism 
	35

	Masculinity 
	10

	Uncertainty avoidance 
	45

	Long term orientation 
	45


Source: Hofstede Insights
Power Distance 
According to Hofstede’s cultural dimension on power distance, people in the society are not equal, and thus, there exist inequalities among people (Hofstede, 2011). This implies that some people are either more or less powerful in society. The power distance dimension in Sri-Lanka has an index of 80. A higher index on power distance implies a hierarchical society while a low power index indicates a flat society where people are perceived to have similar powers in society (Mohammadian, n.d.). Sri-Lanka has a high power index implying that the society in the country is hierarchical where power and authority are highly considered. 
A hierarchical structure in an organization setting implies that the scalar chain of command and the direction of information is usually from top to bottom (Hofstede, 2011). The people in the bottom part of hierarchical structures are obliged to adhere to the instructions given by the people in upper levels in the hierarchy. From a human resources management perspective, employees’ contribution in a hierarchical organization is less considered and thus, has some consequences on their level of performance and commitment to the operations of an organization (Citeseerx.ist.psu.edu, 2003). Various research has established that lack of giving significant consideration on employee contribution in an organization hinders their degree of motivation and thus, impact adversely on their performance (Laškarin Ažić, 2017). Employee motivation is considered to play an integral role in the performance of an organization particularly in the hospitality sector since employees are the primary source of quality on services (Iguisi, 2009). Therefore, the human resources manager in Sri-Lanka should consider breaking down the perception of power and authority by encouraging to direction information flow (Kulkalyuenyong, 2016). By sharing information at each level of hospitality company would enhance employee motivation in the country and consequently enhance quality service delivery to customers (Iguisi, 2009). Besides, employees develop strong relationships with the customers and thus, contribute to customer loyalty and improved performance of an organization. 
Individualism vs. Collectivism 
The individualism vs. collectiveness cultural dimension indicates the state of interdependence among people in a society. In an individualistic society, people are concerned about their interests and gains opposed to a group’s or an organization’s interests (Hofstede, 2011). On the contrary, a society characterized by collectivism culture people focus on the overall benefits of an issue to the entire group, organization, society or community (Fink, Neyer and Kölling, 2006). Sri-Lanka’s has an individualism index of 35 implying that people in the society, group, or an organization are more concerned on the collective benefits to people as opposed to individual interests or benefits. 
The success of an organization is significantly influenced by team spirit as opposed to individual contribution. Having team spirit in an organization enhances commitment to achieving the shared interests, benefits and success(Fink, Neyer and Kölling, 2006). Therefore, from human resources management perspective, the Sri-Lankan culture favors the team spirit and thus, employees in an organization considers the general benefits of their efforts in making an organization a success (Citeseerx.ist.psu.edu, 2003). Therefore a hospitality manager should consider having teams to accomplish various tasks in the hospitality organization. Less effort is required in inculcating the collectivism culture within an organization since the Sri-Lankan individuals value each members’ contribution towards achieving the common goals and objectives (Laškarin Ažić, 2017).  Therefore, a manager in Sri-Lanka faces minimal challenges in encouraging team spirit with a hospitality organization and faces fewer conflicts among the employees since they emphasize the well being of the entire group members (Kulkalyuenyong, 2016). 
Masculinity vs. Femininity 
The masculinity vs. femininity cultural dimension according to Hofstede concerns the difference in orientation among people in society concerning achievement, success, and competition (Hofstede, 2011). A masculine society is more focused on achievement, success, and competition. People in the society value being recognized through their success, status and standing out in a community, society, group or an organization (Chandrakumara et al., 2010). On the contrary, feminine society equality, quality, and solidarity are highly valued. 
Sri-Lanka scores ten on the masculinity vs. femininity cultural dimension implying a feminine society. This means that in as much as achievement, success, and competition is desired, people in society also values equality and indifference in the society (Laškarin Ažić, 2017). According to various study’s, the desire for personal achievement in an organization plays a crucial role in enhancing the overall performance of the organization. The desire to achieve more in life is a self-motivating factor from a human resources management perspective (Citeseerx.ist.psu.edu, 2003). Employees are self-driven to achieve their personal goals and objectives, and thus, less supervision is required (Dissanayake and Semasinghe, 2014). 
On the contrary, managing people with feminine cultural orientation is different. The desire to have equal status in an organization hinders the attainment of extraordinary performance. Lack of the desire to stand out from others hinders competition and thus, contributes to stagnated performance as opposed to high-performance achievement attributable to the ‘comfort zone’ and lack of the desire to change the status quo (Mihaela, 2014). This implies that effecting changes in the hospitality organization in the country can face significant resistance among the employees. Lack of the desire to achieve more makes people embrace their status quo and thus, managers face significant resistance when making change initiatives. 
Masculinity vs. femininity cultural dimension is an important factor to consider when establishing the appropriate motivation strategy (Hofstede, 2011). Employee motivation is considered to have a direct impact on their performance, commitment and productivity in an organization (Iguisi, 2009). Therefore, identifying the motivating factors that best suits a workforce is essential towards achieving organizational goals and objectives through motivated employees. A hospitality manager in Sri-Lanka should thus, understand that Sri-Lankan employees do not place significant importance on standing out from others (Zeeshan and Sabir, 2014). Therefore, extrinsic motivating factors such as promotion and high remuneration can have less impact compared to intrinsic motivational factors such as engaging the employees in the process of making organizational decisions.  


Uncertainty Avoidance 
The uncertainty dimension on culture indicates the approach of society towards the uncertainties in the future (Dissanayake and Semasinghe, 2014). The future is characterized by uncertainties and people either forecast the future occurrences and implement strategies to curb the anticipated threats or do nothing on forecasting or taking precautionary measures. The dimension also defines the peoples’ level of taking risks or avoiding risks. The ambiguity nature of the future creates anxiety among people, and thus, people have different approaches to dealing with anxiety (Browaeys and Price, 2017). 
The uncertainty index of the Sri Lankan's society is a relatively an intermediate score of 45 implying that the society in the country are relatively less threatened about the future occurrences. Therefore, people are less anxious about the future and that they less likely plan about it (Mihaela, 2014). A hospitality manager in the country has a challenge of getting employees prepared for the future from both a personal and organizational perspective. Some of the measures that can get the employees prepared for the future is through training, making change initiatives to adapt to the business environment, initiating career development strategies among other factors. 
Through the provision of training to the employees, they become more equipped to adapt to the changes as they emerge and thus, become productive to the organization (Fink, Neyer and Kölling, 2006). Through training, the employees gain skills and become equipped to the challenges that the future might bring such as the use of technology in enhancing efficiency within an organization. Besides, through training, employees become innovative in making changes aimed at aligning with the dynamics in the business environment (Zhao and Pan, 2017). The manager can also develop a changing culture among the employees within an organization since the future can bring unanticipated environment and adversely affect an organization’s performance through change resistance (Dissanayake and Semasinghe, 2014). 
Long-Term Orientation 
The long-term orientation in Hofstede’s cultural dimensions explains a society’s ability to maintain links with the past and developing strong relationships for sustainable performance (Hofstede, 2011). The long-term relationship between people and organizations are considered to have a positive impact on sustainability. Organizations seek developing strong relationships with stakeholders to gain sustainable benefits that ensure smooth operations. People with long-term orientation culture seek to develop sustainable relationships with the present and dealing with the challenges that can hinder such relationships efforts (Dissanayake and Semasinghe, 2014).
On the other hand, people with short-term orientation in culture do not value cultivating strong relationships. Developing a sustainable relationship between an organization’s stakeholders such as suppliers, customers, and communities is crucial to the survival of an organization (Jones, Hillier and Comfort, 2016). Customers become loyal, and suppliers provide the necessary information to an organization to make proactive measures concerning supplies. 
Sri-Lanka has an index of 45 on long-term orientation cultural dimension. This, implies, that the society in the country does not place major importance long-term issues. Customer loyalty is an important factor in determining organizational success in the hospitality sector (Zeeshan and Sabir, 2014). Customers’ become loyal to an organization that values their expectations including strong ties with the service providers. Therefore, challenges in having the employee develop a strong relationship with the company and the customers (Laškarin Ažić, 2017). Therefore, a manager in the hospitality industry in Sri-Lanka should focus on measures on how to develop strong relationships between the organization’s workforce and the customers through the provision of training to enhance the quality of service offered to customers towards achieving customer loyalty. Besides, the employees in the country have a short-term orientation towards an organization and thus, higher chances of labor turnover in the country. Therefore, a manager can focus on measures to retain workers through the development of the long-term relationship. 
Conclusion
Managing across cultures requires managers to have a deeper understanding regarding the people under their supervision. In an organization that comprises of employees from different cultural backgrounds, managers are faced with more challenges on establishing an effective approach in dealing with the employees. However, knowing the different cultural orientation plays a crucial role in making human resources manageable and developing sustainable relationships with the workforce. Besides, managers understand the appropriate approach to motivate people from diverse cultures and consequently influence the productivity of an organization positively. Therefore, having a deeper insight on different cultural backgrounds among a workforce facilitate the determination of an appropriate motivation strategy, approaches to developing sustainable relationships between the employees and the customers and with the organization, making necessary measures to offset the challenges that might surface to an organization in the future among other benefits. 
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