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[bookmark: _Toc152307457]Task 1 Essay
Leadership plays a crucial role in the hospitality industry, encompassing various aspects and driving the success of both guest experiences and operational efficiency (Bolton et al., 2013). In today's highly competitive landscape, hotels strive for excellence, and leadership goes beyond traditional management to become a guiding force that shapes organizational culture and ensures guest satisfaction (Khan, 2019). This essay critically analyses the different approaches to leadership in the context of two hotels in different countries: Hilton Hotels in the United Kingdom and Taj Mahal Hotels in India while reviewing how the approach to leadership is influenced by the national cultures of these countries.
Intercultural leadership involves the ability to effectively lead individuals and groups from diverse cultural backgrounds by understanding and navigating the complexities of varying cultural environments. This concept, as explained by Abramson and Moran (2017), and Gorski and Swalwell (2015), requires leaders to be culturally literate, appreciating diversity and bridging cultural gaps to foster an inclusive atmosphere. Cross-cultural leadership, as described by Khan (2019) and Ramakrishnan (2013), extends this idea to managing work teams comprising multiple cultures, necessitating a deep comprehension of different cultural frameworks and the formulation of strategies that resonate across these contexts. Key to successful cross-cultural leadership, as Alon and Higgins (2005) suggest, is the leader’s cultural intelligence, the avoidance of ethnocentric views, and the ability to adapt their leadership style to the varied cultural attributes of team members, thus aligning diverse norms and expectations with organizational objectives.
Both Hilton Hotels and Taj Mahal Hotels take into account the importance of cultural diversity and their approaches to leadership are modelled to effectively deal with national and regional cultures they operate in. For example, Hilton Hotels, is a renowned multinational hotel chain with a presence in multiple countries (Hilton Hotels and Resorts, 2023). It implements a leadership strategy influenced by its global reach and the necessity to accommodate diverse cultural environments. Hilton places great value on a participatory leadership style, granting decision-making authority to employees across different hierarchical levels (Chen et al., 2011). This approach is in line with Hilton's commitment to embracing cultural diversity, fostering inclusivity, and nurturing creativity and innovation within its diverse workforce. The organization recognizes the significance of comprehending local customs and norms, enabling its leaders to tailor their leadership approaches accordingly (Wanjiku and Kungu, 2022).
Hilton Hotels adopting a participatory leadership style which grants decision-making authority to employees across different hierarchical levels and is suitable because the UK is a highly multicultural and ethnically diverse country with 9.7% (GOV.UK, 2022). The analysis of the United Kingdom from the perspective of Hofstede's Cultural Dimensions reveals a distinctive cultural landscape that influences its business practices and leadership styles. The UK demonstrates a strong inclination towards Individualism with 76 score, reflecting a society that values personal autonomy and individual accomplishments (Hofstede Cultural Insights, 2023a). This characteristic is also evident in work environments where there is an emphasis on independence and self-reliance. This is supported by the examination of entrepreneurship in the United Kingdom, where a clear sense of individualism prevails. In this context, startups and small businesses frequently promote original thought and personal drive. This cultural framework nurtures an atmosphere where individual accomplishments are applauded, and autonomy holds significant importance within the professional setting (Assmann and Ehrl, 2021). Promoting personal autonomy and empowering employees with initiative is a key element of participatory leadership and this is why Hilton’s leadership is in line with the national culture of the UK. 
Furthermore, the Power Distance index in the UK is relatively low at 35, indicating a preference for equality and a reduced emphasis on hierarchical barriers (Hofstede Cultural Insights, 2023a). This has implications for organizational dynamics as well as employee interactions. In societies where a score of 35 is considered low, organizations tend to favour flatter hierarchies and embrace democratic decision-making processes. This score indicates that employees in these organizations anticipate and receive opportunities to participate in decision-making. Additionally, it suggests that communication and interaction within the organization are more informal and accessible, fostering equality between managers and employees compared to cultures with high power distance index (PDI). Consequently, this can create a collaborative work environment that is less authoritarian in nature (Dutta and Islam, 2016). This is why the participatory and flexible leadership style adopted by Hilton Hotels is the suitable leadership approach. Hilton regularly holds team meetings and feedback sessions held by Hilton to seek employee participation (Enz and Siguaw, 2000). It is an example that explains the alignment this leadership approach with culture of the UK.
In terms of Masculinity, the UK scores moderately low at 35 and strikes a balance between valuing competition and promoting quality of life (Hofstede Cultural Insights, 2023a). This is why work-life balance is one of the main values of Hilton Hotels as 71% employees work only for maximum 8 hours (Comparably, 2023). Consequently, this has an impact on both organizational objectives and strategies aimed at employee engagement.
The Uncertainty Avoidance index in the United Kingdom falls within moderate levels at 35, suggests an approach that balances risk-taking with innovation (Hofstede Cultural Insights, 2023a). This indicates that while caution may be exercised to some extent when faced with uncertainty, there is still openness to explore new ideas. In a participatory style of leadership employees at various levels in the hierarchical structures are given the autonomy to exercise initiative and people are encouraged to take action on their own in certain situations (Kim, 2002). Amidst the COVID-19 pandemic, Hilton Hotels in the United Kingdom swiftly adjusted to the evolving circumstances. Collaborating with Lysol and Dettol manufacturers, they implemented a novel program called "CleanStay," which introduced enhanced cleanliness and safety protocols (Hilton Hotels and Resorts, 2020). This agile response reflects their ability to navigate uncertainty without succumbing to excessive stress—an attribute associated with their low Uncertainty Avoidance Index (UAI) of 35.
Understanding this UAI score sheds light on the organizational behaviors and practices prevalent within the UK. With a tendency for embracing ambiguity, flexibility, and a less rigid approach towards rules and planning, there is an inclination towards adaptability in this cultural context (Peixoto et al., 2018). This is one of the main reasons the participatory approach of leadership adopted by Hilton aligns well with growth because it reflects the values endured by the United Kingdom. Finally, it is worth noting that there is an emphasis on Indulgence within British culture which highlights their commitment to maintaining work-life balance along with prioritizing employee well-being (Walga, 2018).
This is because of the role cultural diversity play in both workforce and client management as hotels tend to deal with people from diverse range of cultural backgrounds (Daskalaki, 2020).  These cultural influences have a direct impact on decision-making processes, communication styles, and overall leadership approaches (Driskill, 2018). On the other hand, institutions provide the necessary structural framework through which leadership functions effectively. This is why Hilton has adopted more of a flexible and participatory kind of leadership style which is necessary given the overall Hofstede score which shows that people in the UK prefer equality in their treatment and as per the power index score, they are less inclined towards rigid hierarchies which prevent them from exercising their own initiative. 
Furthermore, the leadership of Hilton UK places a strong emphasis on the well-being of its employees and ensuring a healthy work-life balance. This is in line with their high Indulgence score. They demonstrate this commitment through various initiatives such as offering flexible working hours and implementing wellness programs. These practices have not only contributed to increased employee satisfaction, but also have had a positive impact on customer service in the hospitality industry as a whole (Haar et al., 2014). The implementation of programs such as "Hilton University" and "Hilton Thrive Sabbatical" exemplify this approach by creating an environment that encourages continuous learning and personal development (Hilton Worldwide University, 2023). These initiatives resonate with the cultural inclination towards individual growth and maintaining work-life balance in the UK.
Even though Hilton has been successful but Hilton's implementation of a flexible and inclusive leadership model, faces challenges in its complexity and potential resistance to change. The complexity arises from the need to train leaders across a large, diverse organization in recognizing and adapting to cultural nuances, as detailed by Huertas-Valdivia et al., 2019.
Resistance to change is another significant challenge. Traditional organizational cultures may resist shifts towards more inclusive and adaptable leadership styles, with some leaders preferring to maintain conventional hierarchical structures (Sah and Nadda, 2017). This resistance was observed within Hilton’s hierarchy, where senior executives initially were sceptical of empowering lower-level employees. Hilton addressed this by conducting workshops and discussions, as noted by Sah and Nadda (2017), to demonstrate the benefits of inclusivity on employee morale and organizational performance. This approach led to a gradual acceptance and advocacy for the flexible leadership model among the executives.
In contrast, the Taj Group of Hotels is a renowned hospitality brand in India that is recognized for its unwavering dedication to upholding Indian traditions and values (Iyengar and Jayaram, 2017). The leadership approach adopted by the Taj Group is deeply ingrained in the cultural heritage of the country, placing significant importance on respect for authority, well-defined hierarchical structures, and unwavering loyalty to the organization (Kaur, 2019). At Taj, the leadership style leans towards a more authoritative and centralised approach where senior leaders play a central role in decision-making processes and provide guidance to employees (Jha and Singh, 2019). The organization places great emphasis on preserving a strong sense of identity and adhering to Indian customs and traditions. This commitment resonates throughout their leadership practices as well (Cappelli, 2010). Therefore, the analysis of these leaderships approaches is imperative in line of the respective countries they operate in to understand how these leadership approaches are shaped by their national cultures. India's business practices and leadership styles are shaped by its intricate cultural fabric, as observed through Hofstede's Cultural Dimensions. A notable characteristic is the presence of a High-Power Distance of 77, signifying a society that upholds authority and adheres to top-down organizational structures (Hofstede Cultural Insights, 2023b). 
In terms of Individualism, India ranks low, highlighting its collectivist nature where group harmony and family values take precedence. The country also exhibits a preference for success, achievement, and competition in relation to Masculinity; however, this is counterbalanced by the significance placed on relationships and quality of life. The Uncertainty Avoidance index of 40 suggests that India adopts a balanced approach towards change and risk. India's traditional orientation is reflected in its low score of 51 for Long-Term Orientation - an emphasis on respecting traditions and maintaining the status quo. Lastly, India scores 26 on Indulgence; it values restraint but also acknowledges the importance of enjoying life. Through these dimensions, it becomes evident that India possesses a multifaceted cultural landscape which significantly influences various aspects of its society including business practices and leadership approaches thus the adoption of authoritative leadership style by Taj Mahal Hotels in India (Hofstede Cultural Insights, 2023b).
Taj Mahal Hotels in India exhibit a leadership system and approach that mirrors the cultural aspects of the country. The traditional or hierarchical structure of leadership aligns with India's high-Power Distance, evident through clear lines of authority and decision-making processes within the organization (Wooten et al., 2013). The application of this leadership style can be observed through their training initiatives and programs to engage employees. For example, Taj Mahal Hotels has implemented mentorship programs where senior leaders provide guidance and support to junior staff members, fostering a sense of inclusion and collective advancement (Ayappan, 2017). This would not work in a society like the UK due to their low power distance but in the case of India where authority and rigid hierarchies are still cherished this is reflected in their centralized organisational structures. 
Furthermore, the leadership style of the Taj incorporates elements of both Masculinity and Femininity. This is evident in their customer service philosophy, which strives to strike a balance between efficiency and personalized attention (Bhattacharyya and Nair, 2019). Additionally, their performance management systems take into account both individual achievements and contributions to the team.
The Taj has a centralized Human Resources (HR) department that oversees recruitment, training, and talent management - a reflection of authoritative leadership style. This centralization ensures consistent service standards and the preservation of cultural practices, which are crucial in the Indian context where traditions and hierarchical structures are highly respected (Dhole, 2011).
Indian culture, characterized by its high power distance index (PDI), holds a deep reverence for clear hierarchical structures within organizations. The Taj Mahal Hotels have leveraged this cultural aspect by upholding a distinctive hierarchy. For instance, decision-making is typically centralized, with senior management assuming leadership roles (Ritzer, 2007). This approach aligns harmoniously with the expectations of both employees and guests who are accustomed to and find comfort in this organizational structure.
During the tragic events of the 2008 Mumbai attacks, the authoritative leadership style embraced by the Taj Mahal Hotels became evident. The swift decision-making exhibited by the hotel's senior management and their methodical response to the crisis highlighted the advantages of such a leadership style during emergency situations (Levy and Scott-Clark, 2013). The well-defined chain of command facilitated efficient and effective handling of circumstances, resulting in numerous lives being saved.
The Taj brand has become synonymous with opulence and exclusivity, catering specifically to clientele who often prioritize and anticipate a certain level of formality and professionalism (Gubler and Glynn, 2008). The authoritative leadership style adopted within these hotels contributes significantly to upholding this brand image while ensuring exceptional standards across service delivery and operational excellence.
The training and development programs at the Taj Mahal Hotels place a significant emphasis on maintaining a top-down approach. This methodical approach to training guarantees that the quality of service remains consistent, which is of utmost importance in the hospitality sector. The employees undergo thorough training to excel in their respective roles, with well-defined guidelines and expectations established by the leadership (Bhattacharyya and Nair, 2019). This is in sync with the leadership structure that prioritises formality and centralisation in their employees as well. In such a context having this kind of a leadership style has its own merits.
Despite India's rich cultural diversity, there exists a unifying principle of reverence for authority that transcends regional differences. Leveraging this cultural homogeneity, the leadership style at Taj ensures that guests experience consistency across all their properties throughout India (Bhattacharyya and Nair, 2019).
Even though the authoritative style of Taj Mahal hotels feels suitable in a country like India it can have several demerits as well. Firstly, this top-down approach can stifle creativity and innovation (Zhou et al., 2021). In an era where the hospitality industry is rapidly evolving with technological advancements and changing consumer preferences, a leadership style that doesn't actively encourage input and fresh ideas from all levels of staff can leave Taj Hotels lagging behind more agile competitors. Employees who feel their voices are unheard are less likely to contribute innovative solutions, leading to a stagnation of ideas and approaches (Carnevale et al., 2017). 
Moreover, a centralized decision-making process can lead to slower response times in critical situations. In a dynamic industry like hospitality, the ability to make quick, decentralized decisions can be crucial (Baum and Wally, 2003). Relying on a few top executives for all major decisions can create bottlenecks, delaying responses to market changes or operational challenges which is why such a style of leadership can often become problematic even in hierarchical societies. 
Another significant concern is the impact on employee morale and retention. Authoritative leadership can create an environment of dependency, where employees feel undervalued and disempowered. This can lead to lower job satisfaction, decreased motivation, and higher turnover rates (Maximo et al., 2019). Younger generations of workers, in particular, who may value autonomy and collaborative work environments, might find such a rigid structure unappealing (Kotur and Anbazhagan, 2014).
Furthermore, this leadership style may not resonate well with international guests and employees, who might be accustomed to more participative and inclusive cultures. This cultural mismatch can impact customer satisfaction and the global reputation of the brand.
Lastly, in a culturally diverse country like India, a one-size-fits-all leadership approach can be overly simplistic. India's vast diversity in languages, traditions, and social norms calls for a more nuanced and adaptable leadership style, one that is sensitive to the varied backgrounds and expectations of both employees and guests (Patrick and Kumar, 2012).
Although Taj Hotels' leadership style, which is centralized and authoritative, may align with certain aspects of Indian culture, it runs the risk of impeding innovation, causing delays in response times, adversely affecting employee morale, alienating international stakeholders, and oversimplifying the multifaceted Indian context.
In sum, the different leadership methods employed by Hilton Hotels and Taj Mahal Hotels, when examined from the perspective of Hofstede's cultural dimensions, underscore the importance of matching leadership strategies with national cultural traits. Hilton's adaptable and inclusive leadership model, although effective on a global scale, faces obstacles in terms of implementing it in culturally diverse environments. The need for extensive cultural training to conform to local customs highlights the significance of being culturally aware in a low Uncertainty Avoidance and individualistic context. This emphasizes that leaders must be sensitive to different cultures when expanding their businesses into new territories.
In contrast, the Taj Mahal Hotels in India flourish through a leadership style that exudes authority, effectively resonating with India's culture of high-Power Distance. This particular approach is characterized by a hierarchical organizational structure and centralized decision-making processes, aligning seamlessly with the societal inclination towards respecting authority and embracing structured systems prevalent in India. It has consistently proven to be highly effective in upholding exceptional service standards and preserving the esteemed brand image of Taj Mahal Hotels. Notably, this authoritative leadership style also demonstrated its efficacy during times of crisis, as exemplified by its adept handling during the 2008 Mumbai attacks. The authoritative style adopted at Taj Mahal Hotels aptly meets both employee and guest expectations within the Indian context due to cultural homogeneity regarding acceptance of hierarchical structures.







[bookmark: _Toc152307458]Task 2: Reflection
[bookmark: _Toc152307459]Introduction 
In the present era of interconnectedness and globalization, leaders must possess the important skill of effectively leading across cultural boundaries. Intercultural leadership entails understanding, respecting, and successfully interacting with individuals from diverse cultural backgrounds. This type of leadership goes beyond merely acknowledging cultural differences; it requires a profound comprehension of how these differences can impact communication, behavior, and perceptions within a multicultural environment (Armstrong, 2020). As international business operations expand, migration increases, and virtual workplaces become more prevalent, intercultural leadership has become even more vital in numerous professional domains (Deardorff, 2020).
In this reflective piece, my objective is to thoroughly analyse my leadership abilities, with a specific focus on implications for intercultural leadership and management. By drawing from my firsthand encounters within diverse work environments, I aim to critically evaluate the ways in which my leadership approach - influenced by both my cultural background and individual characteristics - has interacted with various cultural settings. This introspective self-reflection not only serves as a means of examining past experiences but also presents an opportunity for me to pinpoint areas of strength and potential growth on the path toward becoming a proficient intercultural leader. 
[bookmark: _Toc152307460]Personal Leadership Style 
My leadership approach has undergone transformations through my professional experiences and cultural interactions and at present, it can be characterized as adaptable with a focus on learning. As adaptive leadership theory explains working in a complex organisational environment like the ones I worked in and now currently work in adaptive learning approaches serve the best (Dunn, 2020). 
I strive to be flexible, recognizing that different circumstances and team dynamics necessitate different strategies. Empathy and active listening are integral aspects of my leadership style, as research shows adaptive leaders need to have high level of empathy in cross-cultural environments (Alhosis, 2019). This has enabed me to comprehend and address the needs of different people I work with. Moreover, I highly value transparent communication as it fosters effective collaboration by facilitating the open and effective communication that truly helps to resolve issues (Turesky et al., 2020).
Nevertheless, there are certain challenges associated with my approach. Initially, my leadership style was greatly influenced by authoritative and traditional style which was developed due to me working in a traditional and centralized environment as I am from India where hierarchy is a key aspect of organisational structure (Knein et al., 2020).  This lack of centralised centralized chain of command made me more reserved in engaging proactively with team members, particularly within culturally diverse environments. However, over time I have actively worked towards overcoming these limitations by pushing myself to become more open and communicative in order to enhance collaboration within teams. 
[bookmark: _Toc152307461]Key Moments
One of the pivotal moments in my personal and professional development occurred during my time as a customer representative in Himachal Pradesh, India. Hailing from Punjab, I brought forth a communication style that was direct and unreserved, reflecting the cultural norms of my upbringing. However, this approach proved to be unsuitable with the local culture in Himachal Pradesh where individuals often found my communication style too assertive or blunt. This initial clash of cultures resulted in misunderstandings and a disconnection between me and both customers and colleagues.
This experience served as an invaluable learning opportunity for me, highlighting the significance of cultural sensitivity and adaptability and how it is an important part of effective communication (Deardorff, 2020). It was at this juncture that I made the decision to attend a seminar on cultural communication. Through this insightful event, I acquired invaluable knowledge on tailoring my communication style to align with the nuances of the local culture. This helped me overcome the communication barrier. It also made me realise the importance of intercultural leadership and cross-cultural communication and why it is important in order to become successful in organisations (Silla et al., 2023). 
In my present position at a takeaway restaurant, I collaborate with a diverse group of coworkers from Pakistan, Nigeria, and Sri Lanka. This dynamic environment has presented me with opportunities to enhance and refine my skills in intercultural leadership. Initially, my introverted nature and shyness posed challenges in effectively establishing rapport and communicating with my team. Given the nature of the job, which necessitates constant and clear communication, it became crucial for me to adapt. I acknowledged the importance of not only improving my ability to communicate openly but also gaining a deeper understanding of my colleagues' cultural backgrounds and how these factors influence their communication styles and work expectations. Further, it helped me realise the importance of intercultural leadership and how it is a cornerstone is one’s development and growth in any business organisation (Sharma et al., 2019). This is mainly because modern workforces are diverse and becoming good in intercultural communication is an essential skill for anyone looking to succeed (Tamunomiebi and John-Eke, 2020). Moreover, it is also explained by the theory of servant leadership which shows that communication of leaders can have a positively different effect of outcomes of tasks and attitude of employees especially in cross-cultural environments (Tirmizi and Tirmizi, 2020). 
For example, British people do not take offence when even someone older is referred to by their first name due to informality and a low power distance score as explained by Hofstede (Peixoto et al., 2018). In contrast, people of South Asian descent prefer being addressed with more respect and do not like to call by their first name especially when they are elders (Thach, 2021). In my current workplace, I would often refer to our chef – a Pakistani gentleman of 56 with their first name and he would mind it. After talking to my Pakistani manager, I got to know the root of the problem and changed the way I addressed him, and things got to normal. Again, showing empathy and gaining understanding of different cultures is imperative for not only just synergy in the workplace but enhancing cross-cultural communication which is the key skill of successful intercultural leaders (Tuleja, 2021). 
In my professional journey, I have come to understand the significance of cultural intelligence (CQ). Initially, my leadership style was heavily influenced by my own cultural and personal background, which limited my ability to adapt and empathize in diverse environments. These experiences have taught me the importance of being culturally aware and adaptable – both vital traits for an intercultural leader. Furthermore, they have emphasized the necessity of ongoing growth and improvement in intercultural competencies like cross-cultural communication, empathy, and inclusive relationship-building (Alon and Higgins, 2005).
Intercultural leadership encompasses the skills and abilities required to effectively lead across diverse cultures. It involves a profound understanding and appreciation of the range of cultural backgrounds, values, and practices that exist within a globalized workplace. In today's interconnected world, interactions with individuals from different cultural backgrounds are commonplace, making intercultural leadership an essential competency (Kamales and Knorr, 2019).
To excel in intercultural leadership, individuals must possess certain key elements. These include cultural awareness and sensitivity to recognize and respect differences among cultures. Additionally, adaptability is crucial for navigating the complexities inherent in working with diverse groups and it is imperative for success according to both adaptive leadership theory and transformational leadership theory (Jugdev, 2022). Similarly, effective communication is another vital aspect as it facilitates understanding and collaboration across cultural divides. Moreover, building trust and fostering inclusive relationships are integral components of successful intercultural leadership.
Cultural Intelligence (CQ) is central to developing proficiency in intercultural leadership. CQ refers to the ability to effectively interact and work within culturally diverse environments. It encompasses various dimensions such as cognitive knowledge of different cultures), motivational interest and confidence in engaging with diversity), and behavioural adaptability (adjusting behaviour according to various cultural contexts). The significance of CQ cannot be overstated as it empowers leaders to navigate multicultural interactions skilfully (Wang and Goh, 2020).
Personally, my experiences in various work settings have made me acutely aware of this challenge as intercultural leaders encounter a multitude of obstacles in their environments. One of the primary hurdles they face is communication, which can significantly vary across different cultures. Coming from a background where indirect communication prevails, I have frequently found myself at odds with the more direct communication practices commonly seen in British work environments (Saridakis et al., 2020). Once at my restaurant, my suggestions to replace gloves making me excessively sweaty in the workplace were disregarded due to my indirect style not aligning with the preferred direct and straightforward approach prevalent in the UK. Such instances emphasize the importance for intercultural leaders to possess adaptability when it comes to adjusting their communication styles according to different cultural contexts (Tuleja, 2021).
Moreover, leaders operating within these environments must possess competence in managing diverse teams, demonstrating respect and appreciation for differing perspectives, and effectively resolving conflicts arising from cultural misunderstandings. It is also crucial for them to be self-aware of their own cultural biases and refrain from imposing their own norms onto others. Such individuals embody true leadership by promoting inclusivity within multicultural settings while navigating through various challenges with success (Knein et al., 2020).
[bookmark: _Toc152307462]Evaluation of Personal Competence in Intercultural Contexts
[bookmark: _Toc152307463]Strengths:
A prominent strength of mine is empathy. This characteristic has enabled me to establish personal connections with members of my team, comprehend their perspectives, and sensitively address their needs. It proves especially beneficial in multicultural settings where comprehending diverse viewpoints is essential.
An invaluable asset I possess is a strong desire to learn and adapt. As evidence of my commitment towards personal and professional growth, I attended a seminar on cultural communication aimed at improving interactions within the community of Himachal Pradesh.
[bookmark: _Toc152307464]Weaknesses:
At first, my indirect style of communication, which was influenced by my Indian upbringing, presented difficulties in environments where direct communication was the standard. This became apparent when my suggestions for workplace improvements were overlooked because of my less assertive approach to communication.
Although I have demonstrated the ability to learn and adapt, it hasn't always been immediate or intuitive. For instance, when I asked a colleague to stay an extra half hour for assistance and they declined, my initial reaction was to take it personally. This incident highlighted a gap in my understanding of the significance of work-life balance in British society—a cultural aspect that differs from my own Indian background. This work-life balance is also shown by Hofstede analysis of British culture as well (Hofstede Cultural Insights, 2023a). It served as a valuable learning experience, teaching me not to interpret such refusals as personal rejections but rather as reflections of diverse cultural values. Again, empathy and cultural awareness are hallmarks of great intercultural leaders who have to embrace the challenges of culturally diverse workforce every day (Irwin, 2020). 
I have occasionally faced challenges in effectively resolving conflicts arising from cultural misunderstandings—especially during the early stages of my career as well. 
In order to meet the demands of intercultural leadership, I have made substantial adjustments to my leadership style. While remaining empathetic and focused on growth, I have embraced a more direct approach to communication. Additionally, I strive to comprehend and respect various work-life balance norms. Furthermore, enhancing my conflict resolution abilities is crucial in aligning myself with the requirements of intercultural leadership. These adaptations are vital for me to evolve into a leader who not only manages diversity but genuinely comprehends and appreciates it. By leveraging diversity effectively, it can bring enrichment both to the team and the organization as a whole.
[bookmark: _Toc152307465]Learning and Development Plan
Intercultural leadership competencies evaluation has identified multiple areas that require improvement to foster my growth as a proficient leader in a multicultural setting. To bolster these skills, I have formulated a focused learning and development plan.
[bookmark: _Toc152307466]Suggested Strategies and Courses of Action:
Training in Intercultural Communication: I can enhance my communication style by enrolling in workshops or training programs that focus on assertive communication. Another option is to participate in public speaking clubs such as Toastmasters, which offer valuable hands-on experience (Kho and Ting, 2023).
Development of Cultural Intelligence: Attending seminars or online courses that explore cultural intelligence can provide both theoretical knowledge and practical insights for managing multicultural teams. It is crucial to receive specific training on conflict resolution with respect to diverse workplaces in order to become intercultural leaders (Kohlhoffer-Mizser, 2020).
Exposure to Various Cultures: Actively seeking opportunities to engage with individuals from different cultural backgrounds will provide firsthand experiences. This could involve participating in cultural exchange programs, attending international events within my community, or becoming a member of multicultural forums and networks (Guo-Brennan and Guo-Brennan, 2020).
Mentoring and Networking: Seeking guidance from experienced leaders who have worked in intercultural environments can offer valuable direction and insights. Additionally, networking with peers who hold similar roles provides opportunities for sharing experiences and continuous learning (Ngai et al., 2020).
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