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[bookmark: _Toc220807252]Abstract
This dissertation seeks to explore how effective leadership styles are in dealing with cross-cultural teams in Unilever, which is a multinational corporation that operates in the most culturally diverse environments. With the growing globalisation rate, organisations experience a complicated task in communication, teamwork, and team performance due to the workforce diversity. Leadership is key to take care of these issues and increase the unity, drive, and output of the team. The paper will discuss three major leadership styles that include transformational, transactional, and servant leadership and how they have an impact on the team dynamics and performance in multicultural settings. Cultural intelligence (CQ) also comes under moderating factor of enhancing leadership effectiveness beyond Cultural boundaries. The research design selected was qualitative based on the secondary data collected on the study by the way of peer-reviewed scholarly literature, organisational reports, and industry publications released in 2016-2024. The patterns associated with the leadership effectiveness, communication, conflict resolution, and cultural adaptability were identified through a thematic analysis approach. The discussion indicates that transformational leadership style is the most suitable leadership applicable in cross-cultural workgroups in Unilever since it promotes inclusion, motivation and purpose. Servant leadership also increases the trust and well-being among the employees whereas transactional leadership is less effective in creating innovations. Cultural intelligence was found to be a critical factor of success in multicultural teams among leaders with high levels of cultural intelligence. This research can add to both theoretical and practical knowledge concerning leadership under global settings and can provide the information that can help Unilever and other organisations in enhancing cross-cultural leadership skills.
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1. [bookmark: _Toc220807254]Introduction
[bookmark: _Toc220807255]1.1 Research Title
Evaluating the Effectiveness of Leadership Styles in Managing Cross-Cultural Teams: A Study of Unilever
[bookmark: _Toc220807256]1.2 Study Background
In a contemporary business world where the global context is being globalised, organisations are handling more cross-cultural workgroups. Good leadership in such diverse environments is essential in ensuring that productivity is maximised, innovation occurs and harmony is observed across the cultural boundaries. Unilever, a global company that operates in more than 190 countries is an ideal environment to test the impacts of styles of leadership on the dynamics of a team in cross-cultural environments (Bennis & Nanus, 2016)
This dissertation examines the performance of various leadership styles within cross-cultural teams with reference to the Unilever, a multinational company. It discusses the impact of methods of leadership, including transformational, transactional, and servant leadership, on team performance, dynamics, and communication in multinational culture-based settings, providing an insight into how leadership can be optimised in multinationals. The report will discuss about different models for understanding the outcome of the research successfully. 
[image: C:\Users\MURAD\Desktop\unilever-logo-png_seeklogo-499762.png]
Figure: Unilever (Kohn, 2017)


The leadership approaches like transformational, transactional and servant leadership also from a long distance influence the way the teams operate. Global companies such as Unilever have the hard task of integrating these styles to suit the behaviour of employees who have varying cultural backgrounds, taking into consideration the various values, norms, and expectations that define performance. Study in this field is crucial in the knowledge of how the multinational companies can streamline leadership approach to maximise team effectiveness within culturally diverse settings (Kohn, 2017)
[bookmark: _Toc220807257]1.3 Problem Statement
Although the significance of leadership in cross-cultural team management within organisations has been documented extensively, there has never been a clear picture of how various leadership styles affect team performance in multinational firms and this is more so in the case of Unilever. This dissertation is aimed at looking at the connexion between the type of leadership and team effectiveness, and the issues surrounding this topic are how the leadership of this company, Unilever, has addressed the challenge of managing diversity in teams operating in various parts of the world. In particular, it will inquire if some leadership styles prove more useful than others do in supporting team activities, enhancing communication, and meeting the objectives of the organisation working in culturally diverse teams (Kohn, 2017)
[bookmark: _Toc220807258]1.4 Research Rationale
The reasoning behind the conducted research lies in the growing significance of diversity in the work place, especially when it comes to multinational organisations such as Unilever. With the growing globalisation of workforce, it is essential to know the impact of leadership styles in team performance under cross-cultural environments to ensure that the businesses stay competitive and innovative. This paper is especially of interest to Unilever, a diversity and inclusion entrenched company, but struggling with the problem of how to coordinate teams, which are distributed in various cultural backgrounds (Luthans & Avolio, 2019)
This dissertation will seek to offer actionable knowledge on the best practises in leading in a global context by assessing the effectiveness of leadership based on the concept of cross-cultural team. The results will not just be relevant to the body of academic knowledge but also present a practical suggestion on business leaders in Unilever and other international organisations (Mendenhall & Osland, 2020)
[bookmark: _Toc220807259]1.5 Aims, Objectives and Questions.
Aims:
It aims evaluate the effectiveness of leadership styles in managing cross-cultural teams within Unilever
Objectives:
· To analyse the leadership styles that are being adopted at Unilever to handle cross-cultural teams 
· To determine the different leadership styles that can be used effectively to deal with cross-cultural teams at Unilever.
· To evaluate how employees at Unilever perceive that the various leadership styles in their teams have worked or not.
Research Questions:
1. What the most normal leadership styles that are employed in managing cross-cultural teams at Unilever?
2. What successes and failures do these styles of leadership have on the performance, communication, and cooperation within culturally diverse teams?
3. What are some of the challenges that the Unilever leaders encounter in managing cross-cultural teams and how do they remove these challenges?


[bookmark: _Toc220807260]1.6 Research Hypothesis
These hypotheses are dealing with the interaction between leadership style and cultural intelligence with team performance in cross-cultural environment within Unilever. Below are two potential dissertation hypotheses of your leadership styles research on how to lead cross-cultural teams at Unilever:
Hypothesis 1:
Transformational leadership, in comparison to transactional leadership styles, will positively influence the performance and collaboration of cross-cultural teams at Unilever largely. The hypothesis is made on the core that transformational leadership, which is associated with motivation, empowerment, and shared vision, are especially effective in promoting cooperation and performance in culturally diverse teams. According to it, transformational leaders are able to penetrate cultural barriers and provide a feeling of unity and purpose thereby enhancing the team dynamics.
Hypothesis 2:
Cultural intelligence (CQ) is a critical attribute of leaders that determines the success of the reorganisation of cross-cultural teams at Unilever. It is hypothesised that high cultural intelligence leaders (CQ) will have a better fitment of their leadership styles to achieve the demand of various team members resulting in better communication, less conflict, and better performance in multicultural contexts at Unilever.







[bookmark: _Toc220807261]1.7 Structure of dissertation
It includes Chapter 1- Introduction, Chapter 2-Literature Review, Chapter 3- Methodology, Chapter 4-Results, Chapter 5-Findings and discussions, Chapter 6-Conclusion Chapter 7-References and Chapter 8-Appendix






[bookmark: _Toc210331275][bookmark: _Toc220807262]1.8 Summary of each chapter
Chapter 1: Introduction
The study looks at the dimensions of leadership in the management of cross-cultural unit at Unilever. The introduction provides the background of the research, with the need to explore the role of leadership in every workplace. The research rationale, aims, objectives, and questions are also mentioned in the chapter.
Chapter 2: Literature Review
This chapter covers the major theories on leadership- Path-Goal, Situational Leadership and Transformational Leadership in cross-cultural situations. It discusses the effects of the theories on the leadership practises in Unilever. Communication, work ethics and decision-making are some of the challenges that are addressed in cross-cultural teams. The review determines gaps in existing literature, especially on the leadership styles at Unilever.
Chapter 3: Methodology
The research design is qualitative case study that uses secondary data in form of peer-reviewed articles, company reports and other viable sources. It embraces the interpretivist philosophy and deductive approach where the effectiveness of styles of leadership is examined using the thematic analysis.
Chapter 4: Results
The results chapter involves the presentation of results in the analysis of primary data, which points to the level of effectiveness of leadership styles in fostering performance and cooperation in cross-cultural teams at Unilever.
Chapter 5: Discussion- This chapter talks of the findings, its comparison with available theory, and research. It assures the underlying impact of leadership styles on team dynamics as well as team performance.
Chapter 6: Conclusion- The conclusion provides the summary of the main findings and the significance of transformational leadership and the necessity of having cultural intelligence in the management of cross-cultural teams.
[bookmark: _Toc220807263]2. Literature Review
[bookmark: _Toc220807264]2.1 Introduction
Cross-cultural team’s management has turned out as a critical field of research in organisational behaviour especially in multinational organisations. Leadership is a very important aspect that determines the effectiveness of these teams (Friedman & Tushman, 2020). There are different leadership styles that have been established in literature and each style presents a different way of how one can manage a team (Luthans & Avolio, 2021). The leadership in cross-cultural contexts is not merely expected to walk the fine line between the broad diversity and differences of culture and expected to change the leadership style to suit the diverse needs of the teams depending on the situation. This literature review is a discussion of the essential theories and empirical research on leadership styles in cross-cultural team in the context of being relevant in Unilever global operation (Bass, 2025).
[bookmark: _Toc220807265]2.2 Theoretical Frameworks
A number of theories are made in attempts to determine the leader’s styles and their impact on team dynamics (Kouzes & Posner, 2020). The Path-Goal Theory is one of the models that has been well known as he explains that the role of the leader is to direct and inspire employees by telling them the design of the journey that they are expected to traverse to reach their goals (Tsui et al., 2020). The theory emphasises the value of change of leadership behaviour to suit employees and work environment. Under cross-cultural competence, leaders should be adaptable and have the ability to recognise the ways in which employees of various cultural orientations will expect the leader to act (Hofstede, 2021).
[image: C:\Users\MURAD\Desktop\houses-path-goal-theory.gif]
Figure: Path-Goal Theory (Hersey and Blanchard, 2024).
The other theory that can be applied is that by Hersey and Blanchard Theory of Situational Leadership, which states that a uniform leadership approach does not exist Pereira & Manhães, 2020). Good leaders also adapt their behaviour depending on the level of maturity of the team members. This theory fosters the significance of a dynamic and responsive leader with regard to development and competencies of the team members (Hersey and Blanchard, 2024). This flexibility can be used in the context of cross-cultural teams so that the leader can adjust based on cultural norms and expectations of the team members with different backgrounds (González-Pérez & Lloréns-Montes, 2020)
Another theory that is relevant in the management of cross-cultural teams is the Transformational Leadership Theory (Bass, 2025). Transformational leaders motivate the employees by inspiring and encouraging them by developing a common vision, promoting innovation and enhancing personal growth. This kind of style is especially applicable in various environments since it encourages cooperation and line with the direction of shared objectives although they may not share the same culture (Northouse, 2020)
[image: ]
Figure: Leadership Styles (Jones, 2022).
According to Nguyen & Avolio (2022), this paper explores the topic of leadership flexibility as a factor that determines success in multinationals. The researchers discuss the effects of leadership versatility on multicultural team results through a mixed-method study involving 500 employees who were surveyed and 40 leaders who were interviewed. Results indicate that leaders that alternate between the transformational, transactional, and participative styles with respect to the given scenarios attain better team performance, lower levels of conflict, as well as better employee engagement. 
On the other hand, leadership rigidity is associated with breakdown of communication, and reduced trust. The authors maintain that being flexible is actually a learnt attribute that gets better with exposure to different cultures. This will be in line with their global mobility and rotational leadership programmes of Unilever.
According to Kim & Park (2020), the article examined the ways servant leadership helps to instil trust within multicultural teams using qualitative interviews of 60 employees employed by multinational firms. The conclusions prove that servant leaders, who give empathy, humility, and inclusive decision-making priority, contribute greatly to team cohesion and psychological safety. Servant leaders were found to have better idea sharing and conflict resolution by employees. The research recommends that the issue of trust-building behaviours is especially crucial in culturally heterogeneous groups, where misinterpretations have higher rates. Its applicability to Unilever is high, as the company is also strategic about inclusion, diversity, and ethical leadership.
According to Hernández & Sitkin (2018), this paper reviews the importance of ethical leadership to team behaviour in a multicultural setting. The researchers estimate the association between ethical leadership and team integrity, cooperation and satisfaction using surveys of 320 employees in four continents. It is found that the positive team behaviour can be predicted by leadership that is ethical irrespective of the cultural background. Ethical leaders encourage openness and minimise intercultural hostility by setting up common standards with reference to justice. The results have much to do with Unilever that underlines ethicality and sustainability as the major attributes of its leadership philosophy.







[bookmark: _Toc220807266]2.3 Cross-cultural teams and Leadership styles.
According to Caligiuri (2018), the topic of cultural agility as a leadership skill that is needed when handling multicultural teams. Based on the multinational global team leaders, a qualitative research design was employed and interviews with 45 team leaders working in various multinational companies, the study reveals that behavioural adaptability, cultural curiosity, and interpersonal engagement are the leadership capabilities. The results indicate that in teams led by culturally agile leaders, the level of collaboration, conflict, and trust is considerably high. This paper concludes that technical skill does not matter as much as cultural agility when it comes to global team leadership. The article can be extremely useful to Unilever where executives work on multi-culturally diversified markets.
In order to be an effective leader in cross-cultural team, it is necessary to know how leadership styles and cultural differences interact (Stone & Patterson, 2021). Transformational, transactional and servant leadership styles have been found to influence the dynamics of cross-cultural team in varying ways. Indicatively, transformational leadership has commonly been considered effective in international environment, as a concept that focuses on motivation and empowerment and creation of a vision (Avolio and Bass, 2022). The style is especially useful within the context of diverse teams, as collaborating will assist in reducing cultural separation, as it will allow developing a sense of shared purpose and promoting novel approaches to the cultural issues.
In its turn, transactional leadership is more structure-oriented, more controlling and more performance oriented. Although such a style may be appropriate in some cultural settings, particularly those of higher hierarchy, it does not necessarily result in creativity and cooperation so basic in cross-cultural teams (Kirkman & Shapiro, 2021). The cross-cultural team could also be managed by servant leadership where the welfare of team members is prioritised, ethical conduct and community building is partly focused, was also reported to be effective. Greenleaf (2024) research indicates that servant leadership promotes trust and respect that are essential in multicultural teams that comprise people with different cultural organisations (Stahl et al., 2021)


According to Rockstuhl et al (2019), this quantitative study assesses the connexion of cultural intelligence (CQ) and leadership performance in multinational corporations. The sample size of 322 leader-follower dyads collected in Asia, Europe, and the U.S. has found out that the leaders with high cognitive and behavioural CQ were rated much higher in transformational leader effectiveness. The study states that the predictive ability of CQ towards team performance is higher compared to the emotional intelligence within a multicultural work environment. This helps in confirming that the hypothesis that CQ is a key moderator in the effectiveness of leadership style at Unilever is true.
Matveev, Nelson (2020) stated in article titled Multicultural Team Communication Competence. The article tests the skills of communication competence to assess the effect on team satisfaction and performance with survey methodology using 210 multicultural team members. The results indicate that the extent to which leaders are empathetic, and active listeners plays a major role in averting intercultural misunderstandings. The research concludes that one of the most critical factors of leadership capability in multicultural environment is communication competence, which supports the necessity of communication-based leadership in Unilever.











[bookmark: _Toc220807267]2.4 Management Problems of cross-cultural Teams.
Management of cross-cultural team is associated with numerous problems including difference in style of communication, work ethics and decision-making processes (Li & Xie, 2021). Cultural intelligence (CQ) is the only way that leaders can surmount such problems. The definition of cultural intelligence is consistent and meets the requirements provided by Earley and Mosakowski (2024) according to which cultural intelligence is the potential to adapt to different cultural backgrounds and be competent to interact effectively with individuals of different backgrounds. According to the article by Stahl et al. (2020), one of the causes of conflicts might also be the cultural diversity, as team members may possess different expectations and values (Hofstede et al., 2021).
House et al (2017) stated in article titled GLOBE Leadership Study Extensions. This research is a continuation of the historic GLOBE research paper and studied leadership preferences in 62 nations. Relying on massive quantitative surveys, it determines that the transformational leadership style is promoted in all cultures, as compared to transactional and autocratic leadership styles, which are regional. These results confirm the need of Unilever to follow a cultural style in leadership, but retain a transformational structure to achieve worldwide uniformity. Meyer (2020) stated in article titled The Culture Map and Team Leadership. The multicultural team performance of cross-cultural teams is explored through the cross-cultural study by Erin Meyer, which utilises the case studies to analyse the influence of variations in communication, trust, and decision-making. Leaders working with behaviours and knowledge of cultural mapping improve team cohesion. The researchers highlight the fact that multinational organisations such as Unilever require culturally adaptive leadership approaches.
Stahl et al. (2021) stated in article titled Diversity and Team Performance. This meta-analysis compares the results of 89 empirical researchers on the multicultural team performance. Through the application of the quantitative synthesis techniques, the authors find out the dual nature of diversity that is both a performance enhancer and the source of conflict. They conclude that leadership style is the strongest moderator that influences the transformation of diversity to an asset or a liability. The transformational and servant leadership styles are very effective in enhancing the integration, innovation and ability of teams to solve problems. On the other hand, authoritarian and pure transaction systems enhance miscommunication and lower trust in a group. 
The paper also draws the significance of inclusive leadership practises and cultural intelligence. In the case of Unilever, which is a corporation in heterogeneous cultural markets, the study supports the necessity of applying leadership styles that consider diversity as a strategic strength, but not a management issue.
According to Adair and Brett (2021), this paper explores the productivity of cultural negotiation preferences in multicultural teams in leadership. Based on intellectual experimental simulations involving 158 top global leaders, the authors explore the pattern of negotiation that includes directness, assertiveness, and teamwork in solving problems. The evidence demonstrates that leaders relying on the adaptation of strategies in negotiations basing on cultural precedents establish better relationships and team cohesion. Individuals who do not adjust their communication patterns have increased misunderstanding and conflict. The paper shows that cultural fit- a key leadership skill in multinational companies such as Unilever is essential.
According to Chen & Li (2020) -- This quantitative research would determine the effects of the leadership climate on team morale in multicultural environments. Multinational corporations used the surveys on 410 team employees to assess morale and leader support, as well as the perceived fairness. Results indicate that transformational and supportive leadership climates have a great boost on morale and job satisfaction, especially among the culturally diverse workers. Transactional climates elicit ambivalent results and are viewed negatively in low power-distance societies- In the case of Unilever, this article is valid since it demonstrates that leadership climate and tone have a direct impact on employee motivation in international markets.
According to Gibson and Gibbs (2020), the research calculates the impact of leadership on performance in one global virtual teams. The results of application of case studies and questionnaires of 32 multinational organisations indicate that transformational leadership is particularly vital in virtual multicultural groups due to the promotion of clarity, cohesion, and trust. Vision expressed and empathetic leaders stay in between the psychological distance established by virtual communication. This paper underlines the importance of digital competency and cross-cultural communication in multinational organisations like Unilever.


[bookmark: _Toc220807268]2.5 Unilever Leadership: Case Study.
Cross-cultural management of teams is a unique issue to Unilever (Mendenhall et al., 2020). Unilever is largely transformational and highly concerned with empowering employees and facilitating cross-cultural cooperation. The company has also done with leadership development programs that focus on enhancing cultural awareness and flexibility of the leaders (Jones, 2022). The programmes will equip the leaders with the tool to handle the teams in the different cultures settings, thereby ensuring that the international units of the firm pull together to remain focused and in line with the company values (Unilever, 2020).
Shaffer et al. (2020) stated in article titled Global Leadership and Cultural Diversity. This paper focuses on how top managers of global companies can change their leadership styles to cope with multi-cultural team. The researcher evaluates the relationship between adaptive leadership and the cross-cultural performance indicators using mixed-method design technique with 187 surveys and 30 in-depth interviews conducted on leaders of multinational companies. The results have shown that a leader who is able to incorporate both transformational and situational leadership styles performs better than a leader who adopts a single style of leadership. Its focus is that teams of culturally diverse people need flexibility, emotional intelligence and skills to comprehend cultural signals. With the knowledge of the cultural expectations of their team members, such leaders have reduced conflict and increased productivity. The authors determine that the success of leadership in multinationals is based on the balance between global and local responsiveness. This goes hand in hand with the leadership development practises of Unilever that trains leaders on how to adjust styles in different global locations without interfering with core organisational values and vision.
Choi and Pak (2020) stated in article titled Multicultural Team Innovation and Leadership. This paper explores how leadership can be utilised in powering innovation in cross cultures teams. The study has found applying structural equation modelling (SEM) to 450 employees working in multinational technology companies that transformational leadership positively relates to creative performance by creating a sense of psychological safety and team identity. Innovation level is enhanced by leaders who foster idea exchange, explore, and reward people who take risks. Servant leadership is also found to have a positive relationship with trust and collaborative learning in the study. Transactional leadership, however, has little impacts on the achievement of innovations. 
Hinds and Mortensen (2021) stated in article titled cultural Fault lines and Leadership Interventions. In this study, the cultural fault lines are examined and their influence on team functioning is analysed as the deep divisions within subgroups based on their cultural identity. The results of longitudinal examination of 78 multicultural teams indicate that the intervention of strong leadership is essential in order to avoid subgroup conflict. Transformational and participative leaders mitigate the effects of fault lines by imposing some common interests and inclusivity. The paper highlights the significance of leadership cohesion-building approaches to such organisations as Unilever. The results are quite relevant to Unilever that operates on innovation-driven teams in order to develop new products in the global markets. Good leadership that fosters creativity and multicultural integration is key to the continuity of innovation performance.
According to Taras & Steel (2020), the meta-analysis is based on data gathered by 240 studies to discuss how leadership preferences are influenced by cultural values. It has been found that despite universally favourite transformational leadership, varying cultures have wide differences in their interactions on transactional and authoritative leadership styles. The authors find that it is necessary to customise leadership in global corporations. This supports the fact that Unilever makes adaptations to leadership specific to the region.
According to Joshi & Roh (2020), this paper explores the relationship between cultural diversity and the co-ordination of a team with the leadership moderating the situation. With 115 teams worldwide and with data, it has been found out that diversity helps improve creativity but irons coordination in case of no strong leadership in the firm. Transformational leaders enhance communication, limit subgrouping and global communication. In the case of Unilever, the article identifies the importance of leadership in the creation of a balance between diversity and teamwork efficiency.





[bookmark: _Toc220807269]2.6 Leadership Effectiveness Unilever.
The literature on the success of Unilever leadership in leading its cross-cultural teams indicates that the transformational leadership is highly favoured (Gupta & Singh, 2020). Unilever leaders have been taught to create inclusive working environments in which differences in cultures are treated as an asset rather than a liability. This approach is implied in the Diversity and Inclusion policies of the company, which imply the need to cooperate culturally and lead others (Pereira & Manhães, 2020).
However, it is still hard despite the effort made by the company (Eisenbeiss et al., 2020). In order to describe it, the leaders in question must constantly vary their leadership style in accordance with diverse expectations and communication patterns of the employee in the diverse parts of the world. Johnson et al. (2017) have shared the information that the management of Unilever has been able to build the collaboration, but the cultural issues are still there to work on to improve the overall performance of the team (Gelfand et al., 2020)
According to Rockstuhl and Seiler (2021) this quantitative analysis aims at finding out the role played by cultural intelligence (CQ) in promoting leadership in international virtual teams. Validated CQ assessment and team performance surveys were used to collect data in 372 respondents spread over Asia, Europe and North America. The results indicate that behavioural CQ-adaptation of leaders in communicating their style is most influential on the performance of a team. The high CQ leaders displayed greater empathy, reduced misunderstandings and conflict improved better. The paper maintains that CQ is a better indicator of leadership performance in multicultural teams compared with traditional leadership characteristics. In the case of Unilever, it strengthens the relevance of CQ training in leadership programmes, particularly because most of the teams operate internationally and on virtual communication platforms.
According to Koopman& Den Hartog (2021), this is a survey research article involving 7000 employees, which indicates the degree to which leadership behaviours are perceived in 27 different countries. Findings indicate that there are significant cross-cultural variations in the manner in which the employees perceive feedback, empowerment and decision-making. The research concludes that in low power-distance cultures empowerment leadership can enhance performance, whereas, in hierarchical cultures, it can be confusing. It implies that Unilever has to strike a balance between international leadership and domestic cultural standards.
[bookmark: _Toc220807270]2.7 Comparative Investigations and Industry Standards.
The comparison of the two multinational corporations like Nestle and Procter and Gamble illustrates that the performance of the leaders in the cross-cultural teams can be largely depended on the ability of the leader to exercise cross-cultural styles of leadership. Avolio and Bass (2022) outline that transformational leadership is a universal style of leadership that is most effective in all cultures. However, other studies reveal that transactional leadership may be better in some cultural setting, such as in the regions that have a more hierarchical structure of organisation (Hofstede, 2021). The reputation of these companies is that their leadership practises are benchmarked against Unilever, and their leadership inclusion practise is seen as a good practise in the industry (Javidan & Walker, 2020)
[image: C:\Users\MURAD\Desktop\industry-standards-advantages.png]
Figure: Standards (Hofstede, 2021).
On the one hand, online learning is regarded as a more convenient, in comparison with other options, means by which students can obtain knowledge. This research paper discusses the connexion between emotional intelligence (EQ) and workplace multicultural leadership performance. The authors did EQ psychometric testing and 360-degree performance assessments using a sample of 225 leaders in the international consumer goods companies. The results show that high-emotional intelligent leaders were much more effective at working in the multicultural setting because EQ provides an individual with the ability to be understanding, receptive, and flexible in interpersonal region. Leaders of high-EQ were better in transformational- and servant-leadership behaviours, which enhanced trust and cohesion within teams. The authors conclude that EQ is an important latent influence of intercultural effectiveness. This learning is useful to Unilever where leadership approach is based on emotional awareness, cross-cultural and people oriented leadership behaviours.
[bookmark: _Toc220807271]2.9 PRISMA 2020 Flow Diagram
PRISMA Diagram
There was a systematic search based on PRISMA (Preferred Reporting Items to Systematic Review and Meta-Analyses) 2020. Academic databases and manual searches were initially identified and found 655 records. On eliminating duplicates and filtering through titles and abstracts, 528 records were left. A total number of 108 full-text articles that met the inclusion criteria (published after 2016, peer-reviewed, leadership, cross-cultural teams, or multinational organisations and so forth) were evaluated. Once all the articles that lost out due to lack of empirical evidence or other aspects like irrelevancy were filtered off, 20 articles were then chosen as part of the literature review.
PRISMA 2020 Flow Diagram
[image: ]
Figure: PRISMA 2020 Flow Diagram (Javidan & Walker, 2020)
[bookmark: _Toc220807272]2.10 CASP (Critical Appraisal Skills Programme) Framework
CASP Summary
The quality of the methodological aspects of the 20 sampled articles was evaluated using a CASP (Critical Appraisal Skills Programme) qualitative checklist. The research purposes were high quality and the research designs were suitable and corresponded to the objectives of leadership and cross-cultural research. Multinational corporations were used as the main recruitment method and contributed to the study being more relevant to Unilever. Qualitative techniques of data gathering, such as interviews, validated scales of leadership and large-scale surveys enhanced the credibility of results (Javidan& Walker, 2020). Most studies considered the ethical issues and analyses, analysis, including structural equation modelling, thematic analysis, and meta-analysis, ensured the rigour. In general, the chosen papers were evaluated as high quality and appropriate to be incorporated in the systematic literature review.
	Article No.
	Author & Year
	CASP Score (1–10)
	Quality Rating

	1
	Caligiuri (2018)
	9
	High

	2
	Rockstuhl et al. (2019)
	10
	High

	3
	Matveev& Nelson (2020)
	8
	High

	4
	House et al. (2017)
	9
	High

	5
	Meyer (2020)
	8
	High

	6
	Shaffer et al. (2020)
	9
	High

	7
	Stahl et al. (2021)
	10
	High

	8
	Choi & Pak (2020)
	9
	High

	9
	Rockstuhl& Seiler (2021)
	9
	High

	10
	Fitzgerald &Schutte (2019)
	8
	High

	11
	Nguyen &Avolio (2022)
	9
	High

	12
	Kim & Park (2020)
	8
	High

	13
	Hernández &Sitkin (2018)
	9
	High

	14
	Adair & Brett (2021)
	8
	Medium–High

	15
	Chen & Li (2020)
	9
	High

	16
	Gibson & Gibbs (2020)
	8
	Medium–High

	17
	Hinds & Mortensen (2021)
	9
	High

	18
	Taras& Steel (2020)
	10
	High

	19
	Koopman& Den Hartog (2021)
	9
	High

	20
	Joshi &Roh (2020)
	8
	High




[bookmark: _Toc210331282][bookmark: _Toc220807273]2.11 Thematic analysis of selected literature
The thematic analysis of 20 peer-reviewed journal articles selected on this subject, indicated that there were a number of themes that re-occurred regarding the effectiveness of the leadership styles in managing cross-cultural teams. All studies were reviewed in the light of subject focus, approach of their methods and significant results, which enabled a logical conclusion on the role of the leadership behaviours in shaping the culturally diverse teams dynamics. The themes that are brought about by the literature have been discussed in sections below.
Theme 1: Transformational Leadership as the Most Effective Style to use in Cross-cultural Teams.
Subject:
The majority of the studies considered the influence of transformational leadership on communication, motivation, creativity, and team cohesion within a multicultural setting.
Methodologies Used:
Massive quantitative surveys (e.g., Rockstuhl et al., 2019; Choi and Pak, 2020).Leadership impact measurement Structural equation modelling (SEM) (Choi and Pak, 2020).Empirical studies meta-analysis (Stahl et al., 2021).Comparison research Case-based (Gibson and Gibbs, 2020)
Key Findings:
Most researchers conclude that transformational leadership is the best style of leaders in multicultural teams. Rockstuhl et al. (2019) discovered that transformational leaders contribute to establishing a culture of trust and minimise their cultural barriers by enabling and sharing their visions. As Choi and Pak (2020) showed, transformational leadership is a significant driver of innovation since it provides psychological safety and promotes other viewpoints. The meta-analysis of Stahl et al. (2021) led to the conclusion that cultural diversity with transformational leadership has a negative impact and reinforces collaboration. According to Gibson and Gibbs (2020), in virtual multicultural teams, transformational behaviours become even more important due to the possibility of a communication breakdown because of cultural distance.

Theme 2: Cultural Intelligence (CQ) as Leadership Success Determinant.
Subject:
Research investigated cultural intelligence of leaders with regard to team performance, adaptability, conflict resolving, and quality of communication.
Methodologies Used
Cultural Intelligence Scale scales of quantitative survey (RockstuhlAnd Seiler, 2021).Interviews and surveys that are mixed methods (Shaffer et al., 2020).There are longitudinal team studies (Hinds & Mortensen, 2021).
Key Findings:
Scholars are in consensus that CQ is a fundamental leadership skill. Rockstuhl and Seiler (2021) have discovered that behavioural CQ was the most potent predictor of multicultural team performance. Caligiuri (2018) found that cultural agility is a key that would enable leaders to effectively manage diversity among the global workforce. The study of Shaffer et al. (2020) made it known that culturally intelligent leaders will adjust their leadership style to the expectations of a culture that will lead to a decreased number of misunderstandings and an increased level of trust. Hinds and Mortensen (2021) demonstrated that high CQ leaders reduce the effects of cultural fault line, which results in subgroup formation.
Theme 3: Theme Communication Competence as a Team Effectiveness Mediator.
Subject:
Research was carried out into the nature of communication patterns that affect multicultural team performance and the role of leaders as facilitators of communication.
Methodologies Used:
Team communication research conducted by survey (Matveev and Nelson, 2020).Test of emotional intelligence (EI) psychometrics (Fitzgerald and Schutte, 2019). Examples of the virtual team setting (Gibson and Gibbs, 2020).


Findings:
The ability to communicate is crucial towards the diminishing of the cultural conflict. Matveev and Nelson (2020) established that leaders who possess good communication skills reduce the ambiguity and enhance the coordination of tasks. Fitzgerald and Schutte (2019) showed that emotional intelligence can greatly enhance the level of communication and compassion in various teams. Gibson and Gibbs (2020) emphasised the role of leadership in virtual multicultural teams through communication.
Theme 4: Leadership Flexibility and Adaptability in the various cultural contexts.
Subject:
Researchers scrutinised the effectiveness of flexible leadership behaviour on multicultural team performance.
Methodologies Used:
Mixed-method assessments (Nguyen and Avolio, 2022).Global leaders were interviewed (Shaffer et al, 2020).Simulation or simulation experiments of negotiation (Adair, 2021)
Findings:
In culturally diverse settings, leadership flexibility predicts organisational success highly. According to Nguyen and Avolio (2022), flexible leaders are more successful compared to rigid leaders in a multi-cultural environment. Shaffer et al. (2020) discovered that adaptive leaders dynamically change the style of communication and motivational tactics. Adair and Brett (2021) showed that the styles of negotiations and conflict management should be culturally modified.





Theme 5: Leader_ Servant and Ethical Leadership to create trust and create inclusivity.
Subject:
Research examined the impact of ethical and servant leadership behaviours on the trust, morale and inclusion of employees.
Methodologies Used:
Intensive interviews (Kim and Park, 2020). The scales of ethical leadership using surveys (Hernandez & Sitkin, 2018).Morale and satisfaction measures (Chen and Li, 2020)
Findings:
Such leadership styles promote trust and unity. Kim and Park (2020) discovered that servant leadership improves psychological safety- one of the primary demands in culturally diverse teams. Hernandez and Sitkin (2018) demonstrated that ethical leadership minimises value conflicts and creates fairness standards. Chen and Li (2020) associated favourable leadership climate with increased morale and engagement among cultures.

Theme 6: Diversity as an Advantage and a challenge Moderated by Leadership.
Subject: The literature evaluated the impact of diversity on creativity, innovation, conflict and cohesion.
Methodologies Used:
The meta-analyses (Stahl et al., 2021; Taras and Steel, 2020) emerged as they did grade 2. Massive cross-cultural surveys (Koopman and Den Hartog, 2021). Regression analysis on a team-level (Joshi and Roh, 2020)
Findings:
Creativity is also improved by diversity but causes difficulties in coordination. According to Taras and Steel (2020), preferences on leadership are influenced by culture. Koopman and Den Hartog (2021) demonstrated that employees perceive leadership behaviour differently in regard to cultural norms. Joshi and Roh (2020) have reported that in order to transform diversity into gains in terms of performance, high leadership is necessary.
Theme 7: The role of leadership in terms of innovation and collaboration, and morale.
Subject:
Research examined the role of leadership in influencing further organisational success in different teams.
Methodologies Used:
Innovation measurement models of SEM (Choi and Pak, 2020). Team morale surveys (Chen & Li, 2020). Leadership evaluation of organisations at the organisational level (Nguyen and Avolio, 2022)
Findings:
Innovation, worker morale, and team working are directly impacted by leadership. Choi and Pak (2020): transformational leadership - greater innovation. Chen, Li (2020): supportive leadership - reduced morale. Nguyen and Avolio (2022): leadership flexibility - closer co-operation.
Summary of thematic analysis
The shooting of an elephant, in literature, reveals that most effective is transformational leadership when it comes to cross-cultural matters. Leadership performance increases with cultural intelligence (CQ). The competence of communication decreases mistakes in culture. The way of diversity is of great advantage in matters of leadership. This discussion will form a strong basis to your dissertation showing that you have a rigorous idea of how leadership contributes to the cross-cultural team functioning in multinational companies like Unilever.
[bookmark: _Toc220807274]2.12 Gaps in the Literature
Although extensive studies on leadership in cross-cultural teams have been obtained, not much empirical study has been undertaken focusing on Unilever as a case study. In addition, most of the existing literature on cross-cultural leadership is limited to regions or cultures, which does not provide an insight into the interaction between multi-cultures within a single multinational. The future study may investigate how transformational leadership is effective in other cultural setting in Unilever and other global companies (Thomas & Inkson, 2020)


[bookmark: _Toc220807275]3. Methodology
Definition of methodology
Methodology refers to a set of principles, procedures, and rules that guide the approach and processes used to conduct research, analysis, or problem-solving. This chapter describes the research process that will be used in this dissertation to explore the usefulness of leadership styles in the management of cross-cultural teams at Unilever. The study is conducted in a systematic and logical manner that is based on the Research Onion model suggested by Saunders et al. (2016). 
[bookmark: _Toc220807276]3.1 Research Onion Layer
3.1.1 Research Philosophy
The research philosophy is a blueprint of the whole research and plays a great role in deciding the method of data collection and analysis. In this dissertation, the interpretivist philosophy is embraced. Interpretivism focuses on the subjective experiences, perceptions and interpretations of people based on their social and cultural conditions (Earley and Mosakowski, 2024). 
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Figure: Research Onion Layer (Saunders et al., 2016)
The interpretivist philosophy is the opposite of positivism which lays stress on objective measurement and statistical analysis. It would not suit positivism as the effectiveness of leadership in cross-cultural teams would be a complicated, subjective, and context-intensive phenomenon that would be difficult to quantify and in a fully objective way (Bass, 2025). Interpretivism enables the researcher to have an idea about the personal, social, and cultural elements, which affect the leadership practises in multinational organisations (Hofstede, 2021). This research is expected to address the contextual realities of leadership in a global firm where the study will emphasise subjective experiences of individuals working with cross-cultural teams at Unilever by assuming an interpretivist approach (Gonzalez-Perez & Llorens-Montes, 2020). This would be an excellent fit to research the subject of leadership in multicultural environments, where the individual views and cultural variation are vital factors that are considered in determining team dynamics and company performance (Hernandez and Sitkin, 2018).

3.1.2 Research Approach
This study is based on a deductive method, which includes a test of available theories and concepts on a particular case. The deductive method begins with a theoretical model and then attempts to extend it to a specific situation or case and tend to achieve an answer whether the theory is valid (Avolio and Bass, 2022). 
The studies are based on the developed theories, including the ideas by Bass (2025) and Northouse (2020), and their practical application to cross-cultural teams and influence on team processes and performance in Unilever. The deductive research method also fits the research goals that seek to determine whether transformational, transactional, and servant leadership styles have potential to improve team communication, team performance, and team cooperation in culturally diverse teams (Stahl et al., 2020).

3.1.3 Research Strategy
A case study is one of the research strategies that will be adopted in the dissertation. A case study is a close examination of a certain phenomenon in a real-life context, and it is a suitable way to study leadership practises in the framework of a multinational corporation such as Unilever (Yukl, 2017). This research can perfectly be conducted with the use of the case study method since it will allow the researcher to investigate the topic of leadership within a native setting, considering the distinctive issues and opportunities demonstrated within cross-cultural teams (Mendenhall and Osland, 2020). 
In this approach, the leadership practises of Unilever can be explored thoroughly, especially regarding its alignment with the values of the company on a global scale and the cultural diversity of the workplace (Johnson et al., 2017). Moreover, the case study approach offers specific insight on the relationship between the leadership style and group dynamics in a multinational company.

3.1.4 Methodological Choice
In the present case of the dissertation, a qualitative mono-methodology is selected. This is simply through the collection and analysis of qualitative data, which is appropriate in explaining the multifaceted and situational aspects that influence the effectiveness of leadership in cross-cultural teams. Qualitative research is especially useful in investigating views, experiences, and attitudes of people, which is the central theme of the present study (Friedman and Tushman, 2020).
The qualitative mono-method is also ideal as the effectiveness of leadership in multicultural teams is associated with complex social events and subjective experiences which are not easily measured with some numbers. Qualitative methods are appropriate as Rockstuhl et al. (2019) maintain that they allow human experience to be expressed and how people perceive and react to leadership behaviours in different cultural settings (Gelfand et al., 2020).
The secondary data comes in as the primary source of qualitative data in this study. Such data consists of peer-reviewed journal articles, books, company reports and publicly available documents concerning the leadership practises of Unilever. Secondary data is especially applicable to this study since it will offer valuable information about leaders with high-quality sources that have already gathered or conducted research on multicultural leadership sample environments (Meyer, 2020). 





3.1.5 Time Horizon
This research project has a cross-sectional time frame meaning that the study concentrates on the data that is at a time. The study states by using secondary data covering the 2016-2024 year, the researchers present a picture of the leadership strategies used by Unilever and the effectiveness of these strategies in achieving the results of the teams in the current situation (Stahl et al., 2021).
The cross-sectional design is also suitable as the study aims to understand the strength of management styles used to lead multicultural teams at a specific point in time as opposed to observing changes during a long span of time (Zhang and Bartol, 2020). Cross-sectional design will enable the researcher to access information on existing practises and issues confronting the leadership of Unilever on how to manage its diverse workforce.

3.1.6 Data Collection Techniques
The choice of secondary data was informed by a number of factors. To begin with, secondary data is both inexpensive and time-saving because there is no necessity of using primary data in terms of time spent on conducting a survey or interview. Second, secondary data gives access to a rich source of information obtained over reputable sources thus the reliability and validity of the data to be used in the research cannot be doubted (Mendenhall et al. 2020).
The inclusion criteria applied in choosing the secondary data of this study is done in a careful manner. Peer-reviewed academic sources, books, and official reports by Unilever and other well-known organisations are considered only. These are chosen to make sure that the information utilised to determine the effectiveness of leadership within the cross-cultural teams in Unilever is of high quality and credible (Hernandez and Sitkin, 2018).






[bookmark: _Toc220807277]3.2 Data Analysis Method
The thematic analysis of data is the method of qualitative analysis used in the study, which enables the researcher to discover, examine, and describe the patterns or themes in data (Braun and Clarke, 2020). Thematic analysis is an ideal approach in qualitative research since it will allow the researcher to investigate the meaning and interpretations that people place on their experiences (Pereira and Manhaes, 2020).
3.2.1 Steps of Thematic Analysis
Thematic analysis consists of a number of steps:
Familiarisation with the data: This entails reading and re-reading the secondary data that has been collected in order to get acquainted with what is contained in it. At this step, the preliminary ideas and trends are recorded (Fitzgerald and Schutte, 2019).
Coding: The data is coded through identification of major terms, phrases, or concepts, which are pertinent to the research questions. The codes are important aspects of the information that will be useful in addressing the research questions.
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Figure: Thematic Analysis (Pereira and Manhaes, 2020).
Theme development: Once the data has been coded, the researcher will put the codes into larger themes that reflect the main ideas or concepts in the data (Li & Xie, 2021). And, as an illustration, themes can be leadership styles, cultural intelligence, team dynamics as well as the performance of an organisation.
Interpretation: The researcher will compare the themes identified to other existing theories so that he or she can know how the data enhances or defies the existing leadership models. The interpretation offers information about the efficacy of the leadership styles that should govern cross-cultural teams at Unilever (Tsui et al., 2020).
Reporting: The last part is to display the outcomes of the thematic analysis in a transparent and proper way. The findings are associated with the research questions and objectives, which provide an in depth storey about the leadership effectiveness at Unilever (Gibson and Gibbs, 2020). 

3.2.3 Data Validation
The reliability and validity of the thematic analysis presented in this study will be achieved through a triangulation approach, meaning applying various data sources to cross-cheque and validate the report (Friedman and Tushman, 2020). Triangulation assists in making sure that the analysis is not discriminated with the aid of a single point of view or source and makes the results of the research more plausible.









[bookmark: _Toc220807278]3.3 Ethical Considerations
3.3.1 Academic Integrity
All the secondary data in this study is appropriately cited and referenced as per the Harvard referencing style. This comprises scholarly articles, books, and reports of the companies. By guaranteeing academic honesty, it is possible to avoid plagiarism and make sure that the research is founded on reliable and trustworthy sources (Zhang and Bartol, 2020).
3.3.2 Authoritative Sources
This research relies on the reputable and reliably sourced information only. These will be peer-reviewed scholarly journals, official business reports, and culturally standardised books on leadership and cross-cultural management. The fact that the authoritative sources validate and ensure the reliability of the data in use and assists in preserving the scholarly complexity of the research (Eisenbeiss et al., 2020).
3.3.3 Data Privacy and Protection
Since no individual will be engaged in primary data collection in this study, there will be no issues related to the privacy of personal data. The secondary data applied in the present study is publicly accessible, and no proof of personal or confidential information is gathered and processed (Hinds and Mortensen, 2021).
3.3.4 Objectivity and Transparency 
The researcher will be objective in the course of study and therefore the analysis of data is not biased. The study is done in an open manner with strict parameters of data selection, analysis, and interpretation. This method will add credibility and reliability to the research results (Pereira and Manhaes, 2020).
3.3.5 Impact on Stakeholders
Lastly, ethical grounds should also encompass the effects of the research findings on the stakeholders such as the employees, leaders and managers at Unilever and extend the effects to the corporate social responsibility and organisational behaviour (Mendenhall and Osland, 2020). This study could yield knowledge about the effectiveness of leadership, and the knowledge can possibly change the management policies at Unilever and other multinationals 
[bookmark: _Toc220807279]3.4 The Chosen Case Study and the Reason of selecting a Case Study.
3.4.1 The company has a global presence and cultural diversity.
Unilever is a multinational company which is one of the largest and most famous in the world. Unilever employees people of different cultures, backgrounds, and nationalities, thus offering an excellent background in researching the functionality of leadership styles under cross-cultural settings. The situation poses both challenges and opportunities, and the case of Unilever can serve as an excellent example to pursue the mentioned issue (Gonzalez-Perez & Llorens-Montes, 2020).
3.4.2 The Leadership Development Programmes 
Unilever has a rich history of leadership development programmes which aim at improving cultural awareness and leadership. These programmes equip the leaders to deal with challenges of leading a team which has people with diverse cultural backgrounds. This is why Unilever is one of the best case studies to analyse the implementation of leadership styles and their effectiveness in managing cross-cultural teams, such as transformational, transactional, and servant leadership (Jones, 2022).
3.4.3 Rich Secondary Data Access.
One more reason why Unilever was taken as the case study is that it has abundant secondary data. The numerous annual reports, corporate publications, and external assessments of Unilever give a lot of valuable information regarding the leadership strategy of this company and its influence on the work of teams. Secondary data is a crucial element of this study, and given that Unilever is quite clear in terms of disclosing all facts about its business and management approaches, the research will be properly supported by the data provided by credible sources (Friedman and Tushman, 2020).






[bookmark: _Toc220807280]3.5 The Strengths and Weaknesses of Case Study Method.
3.5.1 Advantages
Spread out Discovery: Case study method creates the possibility of exploring the subject of leadership in a more detailed fashion in a real world. A single organisation such as Unilever can be selected, and in such a way, the researcher will be able to analyse leadership practises and their ability to manage cross-cultural teams in a thorough and detailed way (Mendenhall et al., 2020).
Contextual Richness: The case study approach offers contextual richness in that the researcher is able to contemplate not just styles of leadership, but the organisation and culture as a whole in leading the various practises. The contextual approach is useful to see leadership in a natural environment and the findings are more applicable and then transferred to the real-world context of organisations (Gonzalez-Perez & Llorens-Montes, 2020).
Practical implications: The case study approach enables the researcher to come up with practical implications that can be implemented to enhance leadership practise in Unilever and other multinational companies. The study may have practical implications to the leaders who would like to operate cross-cultural teams more efficiently, encouraging improved communication, collaboration, and productivity (Joshi and Roh, 2020).
3.5.2 Disadvantages
Limited Generalizability: Case study method has one of its major limitations, which is that of limited generalizability. The findings are particular to Unilever and might not be exactly reflective of the experience of other organisations with diverse organisational cultures and leadership frameworks (Yukl, 2017).
Possible Bias: Case studies can also be very immersive into the organisation under research, and this can result in researcher bias. Nevertheless, the secondary data may be used to reduce this risk as they offer numerous views and sources of information (Hinds and Mortensen, 2021).
Time and Resource Intensive: Case study may also be time and resource consuming because it involves having to collect and analyse data in large volumes. Although secondary data does curb some of these challenges, a comprehensive case study has to take a lot of time in terms of data gathering, analysis and interpretation.
[bookmark: _Toc220807281]3.6 Limitations
3.6.1 Restricted the Access to the Core Data.
The use of secondary data is one of the limitations of the present research. Although secondary data can represent an invaluable source of information, it does not give a direct access to the experiences of the employees of Unilever and their perceptions. But this dissertation could not be done by primary data collection due to the logistical and ethical issues (Friedman & Tushman, 2020).
3.6.2 Limited Scope of Data
Even though the information adopted in the current study is a comprehensive one, it is restricted to a time span (2016-2024) and confined to secondary data which are publicly accessible. This weakness implies that some changes, shifts in leadership or new development in leadership within the organisation that are within this period are not necessarily reflected. Moreover, there is a possibility of bias in the secondary data because of potential prejudices (Smith, 2007).
3.6.3 Limited Generalizability
Since the study is based on one case study, one might not be able to extrapolate the results to other organisations or leadership situations. Although the case study can be considered informative knowledge on leadership within a multinational organisation, the findings might not be a true representation of other multinationals with other organisational structures and cultural forces.


[bookmark: _Toc220807282]Chapter 4: Data analysis
[bookmark: _Toc220807283]4.1 Introduction to the data analysis
Thematic analysis with NVivo software determines general patterns in the data that would answer the research question related to the leadership styles, their influence in the workplace on team performance and communication, and how Unilever leaders deal with multicultural work environments (Luthans and Avolio, 2019).The study uses a six-step thematic analysis model suggested by Braun and Clarke (2006) to be applied with NVivo software to provide a well-organised and transparent information processing.
The results are based on the careful study of 25 sources (20 scholarly articles and 5 organisational reports) which are analytically coded and categorised according to the established rules to find the patterns and themes occurring frequently. It is a methodological approach giving a guarantee that the created conclusions are based on evidence and can be applied directly to the objective of the research (Saunders et al., 2016).

[bookmark: _Toc220807284]4.2 Data Preparation and NVivo Project Organisation.
4.2.1 Data Import and Organisation
The analysis used 25 sources that were imported under NVivo software to analyse qualitative data. These sources were 20 scholarly articles published within 20162024, namely chosen on base of their relevance in leadership in cross culture situations. Also, three Unilever annual sustainability reports (2020-2023) and two Unilever leadership development publications presented organisation-specific data (Unilever, 2020; Unilever, 2021; Unilever, 2022). 
The academic sources were identified based on their relevance in the multicultural setting in order to achieve a full range of leadership theories. References were rated with the help of CASP (Critical Appraisal Skills Programme) and all the chosen articles had a score of 8 or more in terms of quality assessment. This strict filtering system also made sure that only quality and psychologically sound literature was used to inform the analysis (Javidan and Walker, 2020). 


4.2.2 NVivo Project Configuration
The NVivo project had pre-set nodes according to the research questions and the theoretical framework located in the literature review (Friedman & Tushman, 2020). These were parent nodes representing leadership styles (transformational, transactional, servant), cultural dimensions and intelligence, team dynamics and performance indicators, patterns of communication with the multicultural environment, and leadership practises unique to Unilever (Bass, 2025). It was neither a deductive nor an inductive coding; rather, this original structure was both an analytical tool and an organisational structure, which admits deductive (theory-based) and inductive (data-based) approaches (Gibson and Gibbs, 2020).
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Figure: map (Author)
The preliminary coding schemes were created on the basis of the major theoretical constructs discovered during the literature review. Cultural dimensions were assigned the codes based on Hofstede framework (power distance, individualism-collectivism, uncertainty avoidance, masculinity-femininity, long-term orientation, indulgence-restraint), and cultural intelligence was assigned as a four-dimensional model (metacognitive, cognitive, motivational, behavioural) by Earley and Ang (Hofstede, 2021; Earley and Mosakowski, 2024). This nationwide coding scheme made the systematic approach to all the pertinent areas of the research questions.
[image: ]
Figure: map (Author)


[bookmark: _Toc220807285]4.3 NVivo-based Thematic Analysis Process.
4.3.1 Phase 1: Data Familiarisation
The first step entailed thorough reading and annotation of every 25 sources in NVivo. Every document was read several times to form profound acquaintance with information and the context and peculiarities. At this stage, 47 analytical memos were developed in NVivo to record first impressions, possible trends and new observations (Pereira & Manhaes, 2020). These memos were a record of an audit trail of the analysis process and a source on future development of the themes (Braun and Clarke, 2006). These initial observations were used to guide the next coding step without closing-off emergent themes (Friedman and Tushman, 2020).
4.3.2 Phase 2 Generating initial Codes.
The systematic coding started with the development of first codes which gave significant characteristics of the data that was applicable to the research questions. The text segments that included phrases to paragraphs were labelled with descriptive codes using NVivo coding capability. Coding was done in an iterative manner throughout the process, and code definitions and applications were reviewed and revised on a regular basis. This stage resulted in the creation of 762 coded references, each of which is a significant portion of data that is applicable to the research problems (Tsui et al., 2020).
Preliminary Coding profile.
	Code Category
	Number of References
	Sources Containing Codes

	Transformational Leadership
	142
	22

	Cultural Intelligence (CQ)
	98
	19

	Communication Competence
	87
	18

	Leadership Adaptation
	76
	16

	Team Cohesion
	103
	20

	Conflict Management
	68
	15

	Innovation Facilitation
	54
	14

	Ethical Leadership
	45
	12

	Unilever Practices
	89
	8

	Virtual Team Leadership
	32
	7
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4.3.3 Phase 3: Searching for Themes
The first codes were summarised and sorted with the help of NVivo node hierarchy system. The similar codes were accumulated to create possible themes. The phase resulted in six candidate themes, which reflected some consistent pattern in the data (Hinds and Mortensen, 2021).The top six candidate themes were: (1) Transformational leadership as the main driver of cross-cultural effectiveness; (2) Cultural intelligence as the important leadership capacity; (3) Communication competence as a step to lessen cultural barriers; (4) Leadership adaptability across cultural contexts; (5) the role of a servant and ethical leader as the source of trust; and (6) Diversity management through the adaptive leadership (Eisenbeiss et al., 2020).


4.3.4 Phase 4: Reviewing Themes
The candidate themes were examined, on two levels, i.e. related to the coded extracts to make certain of having the accurate representation of the data; and related to the whole dataset to make certain of the prevalence and the importance. The use of NVivo was to test the robustness of themes and determine possible subthemes using the theme robustness, and word frequency query tools (Rockstuhl et al., 2019).
4.3.5 Phase 5: Themes Defining and Naming.
	Theme
	Definition
	Relates to Research Question(s)

	Transformational Leadership Effectiveness
	Leadership that is inspirational, motivating, and generates shared vision across cultures.   
	RQ1&RQ2

	Cultural Intelligence as Leadership Enabler
	Enabler Leaders have the power to operate successfully in diverse environments due to their understanding of culture and adapting to it.   
	RQ2&RQ3

	Communication Competence in Multicultural Contexts
	Orientation Leaders ability to mediate a proper communication among cultures in the most effective way.   
	RQ2

	Adaptive Leadership Across Cultures
	Leaders have the ability to be flexible in their approach depending on cultural and situational requirements.   
	RQ1, RQ2, RQ3

	Trust Building Through Servant/Ethical Leadership
	Leadership that puts the welfare of the team, ethics and quick inclusivity to build trust.  
	RQ2&RQ3

	Leadership Mediation of Diversity Outcomes
	Leadership style is the factor that makes diversity boost or slow down team performance.   
	RQ2&RQ3






4.3.6 Phase 6: Producing the Report
The chapter is also the last step of the thematic analysis that provides the theme with evidence and analysis. Each of the themes is discussed below with quotes of the data, analytical remarks, and reflection regarding how the theme answers the research questions. The presentation is based on the academic standards of presenting the results of the qualitative research, with a clear separation of the description of the available data and interpretation of its meaning (Saunders et al., 2016).
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[bookmark: _Toc220807286]4.4 Thematic Findings
4.4.1 Theme 1: Transformational Leadership as Major Force of Cross-Cultural Effectiveness.
The review showed that transformational leadership behaviours were always the most mentioned aspect of successful cross cultural team management. Transformational leadership features were identified with particular references to the improvement of the multicultural team performance in 22 out of 25 sources. The theme has three subthemes, specifically, the articulation of the vision across the cultural boundaries, individualised attention to cultural dissimilarities, and intellectual stimulation in the diverse teams (Bass, 2025).
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Figure: Theme 1 (Author)
NVivo Evidence and Analysis:
The frequency analysis of the words revealed that the term "transformational" repeated 287 times in the sources with the words vision (156 times), inspiration (89 times), and empowerment (102 times) being frequent collocates. The group of 142 references coded as transformational leadership was reached through the coding reference analysis, and the academic literature on global leadership is especially well represented. The data suggests that the skills of transformational leaders to create a strong, inclusive vision will facilitate the process of cultural differences (Northouse, 2020). According to Unilever 2022 Leadership Development Framework, leaders who can explain a clear purpose beyond any cultural boundaries can generate coherence within all types of teams (p. 14). This result answers directly research question 1 on leadership styles used at Unilever.
Transformational leaders, who thoroughly adjust their motivational styles to the cultural inclinations, can reach the satisfaction rating of a team by 34 percent more according to Rockstuhl et al. (2019) (p. 547). The support of innovation and critical thinking was always attributed to transformational leaders and their promotion of increased creativity in multicultural teams (Choi and Pak, 2020).
In their research of technology companies, Choi and Pak (2020) discover that technology innovations are positively related with matters of multicultural teams through the transformational leadership by fostering psychological safety of the divergent opinions (p. 703). Another aspect of the theme was the model that transformational leaders used to draw desired behaviours in a cross-cultural setting. According to Hernandez and Sitkin (2018), a transformational leader who regularly enacts an inclusive behaviour sets the norm that is not contingent on the cultural diversities (p. 172). 







4.4.2 Theme 2 Cultural Intelligence (CQ) as Critical Leadership Capability.
The moderators of the leadership effectiveness in cross-cultural environments showed that cultural intelligence was always a significant factor. The theme has four dimensions, namely, cognitive CQ (knowledge of cultures), metacognitive CQ (consciousness and planning), motivational CQ (interest and drive), and behavioural CQ (adaptive actions). It was also found that culturally intelligent leaders expressed more competence in managing multicultural teams based on all the sources including this construct (Earley and Mosakowski, 2024).
NVivo Evidence and Analysis:
Coding analysis has revealed 98 references to cultural intelligence within 19 sources with special focus on behavioural CQ as the most effective dimension. According to the results of the study by Rockstuhl and Seiler (2021), behavioural CQ, i.e. the capability to change verbal and nonverbal behaviour to fit various cultural environments, explained the 42% of the variance in leadership effectiveness ratings in multicultural teams (p. 1527). 
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Figure: Theme 2 (Author)
The analysis showed that cultural intelligence is a direct factor of the effective leadership and a moderator of the impact of leadership style. According to the studies by Caligiuri (2018), cultural agility helps leaders introduce their favourite styles of leadership to the extent of implementing them within cultural environments. Matveev and Nelson (2020) study showed that high CQ scores leaders settled intercultural conflicts 58% of those with low CQ scores settled them (p. 28). This effectiveness was due to how they managed to comprehend cultural causes of conflicts and addressing them in a culturally proper manner.
Cultural intelligence was also identified as being very important to virtual cross cultural team leadership. According to the research conducted by Gibson and Gibbs (2020) regarding virtual multicultural teams, it was mentioned that CQ is even more significant when the cultural context is narrowed in a virtual environment where the probability of misinterpretation is increased (p. 19). Shaffer et al. (2020) have mentioned that over time, systematic cultural training, international assignments, and reflective practise have a positive effect on enhancing the CQ of leaders (p. 812). 

4.4.3 Theme 3: Multicultural communication competence.
Communication and its effectiveness became the problem and chance of the cross-cultural team leadership. The theme includes three major points, such as cross-cultural clarity and specificity, active listening and interpretation across cultural boundaries, and tailoring communication styles to cultural settings (Matveev and Nelson, 2020).
NVivo Evidence and Analysis:
The coding analysis revealed that 87 references to the communication competence were mentioned in 18 sources with a strong focus on the role of the leader as a communication facilitator and cultural interpreter. The study conducted by Fitzgerald and Schutte (2019) revealed that high flexibility of communication that leaders demonstrated decreased intercultural misunderstanding by 67% in contrast to communication that it was rigid (p. 251). This flexibility involves the verbal patterns of communication, nonverbal behaviour and the choice of the medium of communication.

The paper by Kim and Park (2020) exploring the application of servant leadership in multicultural groups indicated that the established trust in active, culturally-aware listeners occurred 40 times the pace of leaders whose core interest during communication was to convey messages (p. 297). 
Another aspect that was pointed out by the analysis is the relevance of communication infrastructure in multicultural teams. A study of virtual teams carried out by Gibson and Gibbs (2020) was able to find that leaders with clear communication guidelines, frequent checking and various communication channels minimised the impact of coordination issues by 52% within multicultural virtual teams (p. 26). Communication competence was also the key to conflict prevention and resolution. According to the research conducted by Hinds and Mortensen (2021), the cultural fault line procedure revealed that leaders anticipating conflicts in multicultural teams by being proactive prevented 73% of such tensions (p. 856). 
[image: ]
Figure: Theme 3 (Author)
4.4.4 Theme 4: Adaptive Leadership in a Multicultural Environment.
Adaptability and flexibility of leadership became important in the achievement of effectiveness in cross-cultural settings. The theme has three dimensions, that is, situational adaptation of leadership style, cultural context responsiveness and dynamic adjustment by development stages of a team. It was found that strict application of one leadership style was always associated with low effectiveness in multicultural situations, whereas adaptive style was associated with improvement in team performance (Nguyen and Avolio, 2022).
NVivo Evidence and Analysis:
Coding analysis revealed that there were 76 references of leadership adaptation in 16 sources though in most cases the necessity of individuals to adjust their leadership approach in regards to cultural context factors was reinforced. 
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Figure: Theme 4 (Author)
The global leadership study by Shaffer et al. (2020) has also established that leaders with a higher range of style were rated higher in terms of the level of team performance across various cultural settings by 28 percent (p. 808). The style range does not only consider important styles of leadership (transformational, transactional, servant) but also minor behaviour differences within these styles.
The variables of cultural context appeared to be significant factors of proper adjustment to leadership. The cultural dimensions framework by Hofstede (2021) has been helpful in visualising these influences based on the contexts. This observation provides an answer to research question 3 on how the Unilever leaders manage the challenges of culture.
In the work by Adair and Brett (2021), dedicated to cultural negotiation patterns, they discovered that the more leaders were adjusting their negotiation approach to cultural preferences, the more successful the results in the cross-cultural negotiation became (p. 53) (Koopman and Den Hartog, 2021).

4.4.5 Theme 5 Trust Building with Servant and Ethical Leadership.
Servant leadership and ethical leadership styles proved to be the most effective in the relationships development of trust and psychological safety within multicultural teams. Exemplary leadership conducts (Humility, stewardship, empathy) and democratic leadership values (transparency, fairness, integrity) are the subjects of the theme. It was examined that these methods propose solutions to individual problems related to trust-building in cross-cultural situations where one cannot assume having common values and assumptions (Kim and Park, 2020).
NVivo Evidence and Analysis:
A coding analysis was conducted based on 12 sources discussing both methods of ethical and servant leadership by identifying 45 references about ethical leadership and 32 references about servant leadership. The statistics suggest that trust is developed with the help of servant leadership behaviours that show the interest in the health and growth of the team members. According to the study by Kim and Park, (2020), the researchers reported that when leaders used their servant leadership behaviours, there was an increment of psychological safety by 41% on multicultural teams in contrast to transactional methods of leadership (p. 298). 
Ethical leadership was pronounced as crucial in influencing the setting of shared norms of behaviour in multicultural teams. According to the study organised by Hernandez and Sitkin (2018), ethical leadership decreased the level of value conflicts in multicultural teams (by half) since on the basis of an unambiguous and consistent set of ethics). These differences were bridged by the consistency and fairness exhibited by ethical leaders so as to establish common ground.
The review found out that servant and ethical leadership styles resonate with particular cultural settings. The results of the Chen and Li study of the impact of leadership climate indicated that in a collectivist cultural context, the effects of servant leadership style on the team morale were more positive, whereas in a culture-neutral context, the positive effects of ethical leadership can be found everywhere (p. 1001). 
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Figure: Theme 5 (Author)
4.4.6 Theme 6: Leadership Intermediation of Diversity results.
The leadership style proved to be a very critical issue as to whether cultural diversity improves performance of teams or it negatively affects team performance. By analysing the importance, it was found out that cultural diversity regularly results in more conflict, communication issues, and coordination complications without strong leadership, and it develops into creative, problem-solving, and market sensitivity with strong leadership (Stahl et al., 2021).
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Figure: Theme 6 (Author)


NVivo Evidence and Analysis
The coding analysis resulted in 103 references to team cohesion and 68 references to conflict management found in material on diversity outcomes. According to the meta-analysis conducted by Stahl et al. (2021), the authors discovered that 38 percent of the variation in diversity impacting team performance positively or negatively is based on the leadership style (p. 672). The significant role of leadership as revealed by this finding is what proves the critical nature of leadership in the realisation of the potential benefits of cultural diversity.
The review showed that there are certain leadership behaviours that turn diversity to benefit. The study of team coordination provided by Joshi and Roh (2020) revealed that the active encouragement of diverse views by leaders enhanced team coordination by 47 percent in contrast to a passive attitude to diversity management (p. 312). This more active facilitation help became crucial especially during initial phases of team building.
The leadership was also found to be important in handling cultural fault lines; hypothetical boundary lines that define teams into subgroups on the basis of cultural characteristics. According to the longitudinal research of Hinds and Mortensen (2021), negative fault line process was minimised by 61% by transformational leaders who was focused on shared identity and goals (p. 862). The latter can help leaders to prevent the occurrence of subgroups and the associated adverse effects by proactively engaging in certain practises of identity-building (Taras and Steel, 2020).








[bookmark: _Toc220807287]4.5 Summary of Findings
The thematic analysis has shown that there are six main themes that will assist in responding to the research questions as well as giving detailed information regarding the effectiveness of leadership in cross-cultural teams at Unilever. It appeared that transformational leadership was always the most effective style because it focuses on shared vision, individualised consideration, and intellectual stimulations (Rockstuhl et al., 2019).
The results also have relevant implications on leadership development practises, as well as global team management practises at Unilever. They propose that cultural intelligence growth and cross-cultural competence development should go hand in hand with the traditional growth of leadership skills. They also state that leadership flexibility which is the capability to change style according to situation is a very important concept in the multinationals operations. They will be discussed in more detail in the discussion chapter that follows (Mendenhall and Osland, 2020).
The purpose of this research was to discuss the effectiveness of the leadership styles in managing cross-cultural teams in Unilever based on the transformational, transactional, and servant leadership styles. The paper also brought out the use of cultural intelligence (CQ) in increasing the effectiveness of leadership in a multicultural environment. The secondary data analysis on the basis of thematic analysis of scholarly articles and the organisational reports led to a great understanding of how the leadership styles influenced the team dynamics, performances, communication, and innovation in culturally diverse team.
The results showed that transformational leadership is the best leadership style that can be used to manage cross-cultural teams in Unilever. Transformational leaders can form a unified vision beyond cultural borders that serve to bring up team members of different backgrounds together. This kind of leadership is motivational, commits and inspires trust among the teams and improves the performance and innovative output of the teams. Transformational leaders empower their subordinates through providing personalised care and intellectual challenge and motivate them to exert effort and be innovative. Transformational leadership in Unilever was shown to have the most significant beneficial effect on collaboration in a team and innovation because it gives a sense of direction and purpose (Rockstuhl et al., 2019).

Conversely, transactional leadership, characterised by process using a structured approach, rewarding performance and performance using performance-based goals was identified to be less efficient in cross-cultural team management. Transactional leadership may work well in environments where the degree of control and stability is necessary, but it will not be able to respond to diverse cultures and offer cultural flexibility and creativity as the culturally diverse teams emerge. The results indicate that transactional leadership is capable of decreasing the cohesion of a team and inhibiting creativity within a cross-cultural setting (Kirkman and Shapiro, 2021).
Supportive leadership like the so-called servant leadership that focuses on the welfare, growth, and empowerment of employees of a team, was identified to be effective in fostering trust and principles in a team. Servant leaders are not self-centred but care about the welfare of their staff establishing an allowing and inclusive atmosphere, which encourages teamwork and minimises quarrel. The results support the relevance of servant leadership in preserving positive interpersonal relationships and establishing a working environment that would help members of the team feel appreciated and listened to (Kim and Park, 2020).
The cultural intelligence (CQ) notion became one of the most vital intermediaries in the success of leadership styles. High CQ leaders have the capability of comprehending and accommodating the cultural divergence in their teams. The results underlined the fact that high CQ leaders have increased potential to develop trust, establish communication, and solve conflict situations in a multicultural workplace. The study proved that CQ has a central role to play in ensuring that leadership is effective since the leaders with high CQ turned out to be more successful in managing cross-cultural teams (Rockstuhl et al., 2021).
All in all, the results of the current paper remind about the importance of transformational leadership and cultural intelligence when overseeing cross-cultural teams at Unilever. The study also emphasises the complement approach of servant leadership in establishing a conducive and trustworthy atmosphere at work. This evidence implies that the development of leadership at Unilever should remain focused on encouraging transformational faculty of leaders as well as developing cultural intelligence of leaders to guarantee that their multicultural teams will be successful (Nguyen and Avolio, 2022).
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The section will provide the main findings of thematic analysis of leadership styles in cross-cultural team’s management at Unilever. The four types of leadership reviewed included transformational leadership, transactional leadership, servant leadership, and cultural intelligence (CQ) in improving the effectiveness of leadership.
Transformational Leadership:
Transformational leadership was the most commonly referred leadership style and turned out to be the most efficient in dealing with cross-cultural teams at Unilever. This type of leadership was helpful in performance of the team, motivation and cohesion of the team, as it generated a common vision beyond the cultural boundaries (Taras and Steel, 2020). Some of the important sub-themes that are identified are articulation of vision, personalised treatment of the cultural differences and intellectual stimulation within the different teams. By listening to and articulating an inclusive vision, empowering employees, and encouraging creativity, transformational leaders at Unilever had the ability to motivate their employees.
Transactional Leadership:
Unilever was less effective in the management of cross-cultural team involving transactional leadership that emphasised on structured processes, rewards and objectives (Bennis & Nanus, 2016). Although transactional leadership is applicable in some formalised settings, it fails to instil the innovativeness and cooperation in multicultural environments. Transactional leadership can reduce creativity which is fundamental in multi-cultural teams due to the focus on control and rewards.
Servant Leadership:
Servant leadership was observed to be effective in fostering trust, well-being and ethical conduct in a team. Servant leaders led based on servant leadership principles that focused on empathy, humility, inclusiveness that encouraged positive work atmosphere thus making the team members feel important and honoured (Kohn, 2017). The aspect of having a sense of psychological safety was encouraged by servant leadership, conflict was minimised, and team cohesion improved, but transformational leadership had a stronger influence on the development of innovation.
Cultural Intelligence (CQ):
The moderate variable was also discovered to have a pivotal role in mediating the leadership level of cross-cultural teams, which was named cultural intelligence (CQ). High CQ leaders proved to be flexible, talk to their employees, and cope with cultural diversity. In the study, the four dimensions of CQ, which include cognitive, metacognitive, motivational and behavioural CQ have been identified as key elements when dealing with multicultural teams (Luthans & Avolio, 2019).

[bookmark: _Toc220807290]5.2 Discussion
The Leadership Style and its effect: Transformational Leadership.
The outcomes of this paper are consistent with the existing literature, including Bass (2025), and Northouse (2020), that recognise the significance of transformational leadership to achieve competence, inspiration, and cooperation among the multicultural team members.
Transformational leadership gives leaders a better chance to inculcate innovation and creativity within diverse teams since leaders who practise transformational leadership can motivate and empower the members of the team with common vision. This observation resembles Rockstuhl et al. (2019), who observed the same but in that case, transformational leaders facilitated a climate of psychological safety that stimulated innovation in a team.
Moreover, the focus on vision articulation and the attention to cultural distinctions separately demonstrate the direct influence transformational leadership has on enhancing the satisfaction of the team and enhancing innovation. The fact that transformational leadership can increase levels of team satisfaction (34% better) confirms the earlier studies that have attributed transformational behaviours to improved performance result in multicultural teams.
Transactional Leadership: counsel on Multicultural Limitations of the Team:
Cross-cultural teams were noted to have less effectiveness of transactional leadership. Where it may be handy in a more bureaucratic or operations-based setting, the results point to the fact that the rewards and process-based emphasis of transactional leadership cannot bring the flexibility and creativity needed in culturally diverse groups.

It confirms the results of Kirkman and Shapiro (2021), who have described transactional leadership as too inflexible in multicultural environments where the key to team success in this field is teamwork, flexibility, and open communication. Focus on control and organisation through the transactional leadership style, thus, restricts its potential to support such perception of shared purpose and empowerment that are essential in multicultural teams as shown by low team cohesiveness and low team collaboration in transactional leadership.
Servant Leadership: Trust and Well-being development:
The leadership style applied was sufficient to facilitate trust and organisational well-being which is consistent with the results of Kim and Park (2020), who discovered that servant leaders increase the cohesiveness of a team through expressions of empathy and humility alongside inclusiveness. Nonetheless, servant leadership can enhance team processes but it was discovered that its effect on innovation was not great as compared to transformational leadership. 
The results, however, demonstrate that the significance of servant leadership in the management of psychological safety of cross-cultural teams is decisive, as it enhances the level of trust and minimises interpersonal conflicts. This is critical in a firm such as Unilever where team integration and employee participation are key to the success of a firm.
Clients: Cultural Intelligence: The Key to Effective Leadership:
The importance of cultural intelligence (CQ) was also verified as one of the determinants of the effectiveness of leadership in multicultural teams. High CQ leaders were in a better position to negotiate cultural differences that resulted in poor communication and conflict prevention in teams. This observation is aligned with the study by Rockstuhl and Seiler (2021) that emphasises the effectiveness of high behavioural CQ leaders having the capability to change their behaviours across various cultural environments in leading multicultural teams.
CQ dimension of cognitive, metacognitive, motivational and behavioural dimensions were found to be vital in dealing with cultural diversity in team work. With such benefits, leaders who are equipped with these characteristics are able to deal more effectively with cultural barriers, promote teamwork, and ultimately improve the teamwork. This corresponds to the conclusion of Caligiuri (2018) who discussed the significance of cultural agility in the management of global teams.
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The aim of this dissertation was to discuss the usefulness of the leadership styles in handling cross-cultural teams with respect to Unilever, which is a global corporation with known cross-cultural workforce. The focus was mainly on the processes of establishing the effect of transformational leadership, transactional leadership, and servant leadership on team dynamics, communication, and performance of a culturally diverse team. The research has elicited important insights into the role the leadership can play in improving the operations of cross-cultural teams at Unilever, by analysing secondary data consisting of peer-reviewed articles, company reports and leadership development models.
The results of this study have made it very clear that the transformational leadership style is the most appropriate in managing cross-cultural teams in Unilever. Transformational leaders inspire, motivate and enable their teams to achieve this by coming up with a common vision which goes across the cultural borders. This is a method that brings together unity, creativity, togetherness, and better outcomes, particularly within a multicultural team, and trust, inclusion, and motivation are the most appropriate ingredients to prosperity in such a team. Transformational leaders have the extra quality of being able to communicate an attractive vision and empower team members, which makes the minimization of cultural barriers and encouragement of effective cooperation among diverse group employees especially important.
Contrarily, transactional leadership, based on organisational structure processes, rewards and performance management, was also seen to be less effective in management of cross-cultural teams. Although transactional leadership might be appropriate in some hierarchical or very structured environment, it does not foster creativity and collaboration necessary to achieve success in various teams. The aspect of control and rewards in this type of style restricts the potential to experience innovation that forms the foundation of success in culturally diverse teams.


Leadership oriented on serving, empathy, and ethical behaviour, which is the attribute of maids, proved to be effective in cultivating trust and psychological security among teams. The benefit of the team members comes first before the benefit of the leaders working in that team and it is the work environment where members of that team communicate and resolve conflicts that is nurtured by the servant leaders. 
Servant leadership is efficient in fostering team cohesion and trust whereas it is not as influential in terms of innovation and team performance as transformational leadership. However, it is a crucial type of leadership that is important to increase the morale levels of the team and promote inclusive culture among the members of cross-cultural teams.
The idea of cultural intelligence (CQ) appeared as an essential facilitator of leadership performance. Leaders who have a high cultural intelligence, in both behavioural and cognitive aspects, are in better positions to adjust the leadership style to suit various needs of team members. High CQ leaders exhibit a strong awareness of the cultural differences, are able to communicate across cultures and add to a culture where diversity is viewed as a benefit and not a liability. This study has indicated that cultural intelligence is an important aspect to curb the problem of cultural diversity, reduce misunderstandings, and improve performance of the team.
All in all, these results of the research indicate that leadership style and transformational leadership in particular and cultural intelligence are important variables that determine the performance of cross-cultural teams in Unilever. This dissertation has added value to the theoretical and practical knowledge in the sphere of global leadership through its insights about how leadership behaviour can be accommodated to ensure the development of cooperation and high performance in multicultural workgroups.
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Resting on the results of the study, one can provide a number of recommendations on how to enhance the effectiveness of leadership in cross-cultural team management not only at Unilever but also in other multinational companies that have to struggle with the same issues:
Encourage Transformational Leadership: Unilever ought to stick with encouraging transformational leadership styles by its leaders. This entails delivery of leadership training programmes which focus on articulation of vision, empowerment and motivation. It is necessary to encourage leaders in order to create a common vision of the team that can transcend cultural diversity and reflect the values of the organisation. Transformational leaders can motivate team unity, innovation, and performance through the development of a strong sense of purpose.
Cultivate Cultural Intelligence (CQ) among Leaders: Unilever ought to invest in the cultural intelligence development initiatives among the leaders. The culture intelligence training needs to be geared towards developing the capacity of the leaders to comprehend and adjust to the cultural differences, such as effectiveness in cross-cultural communication, cultural complexities, and intercultural conflicts. Leadership development programmes should also include CQ because leaders would have the relevant skills to lead teams with different skills.
Encourage Inclusion: Inclusion leadership plays a major role in leadership management in cross-cultural teams. Unilever needs to encourage inclusive leadership stunts where diversity is appreciated and people share their ideas, communicate freely and work as a team regardless of their various cultural backgrounds. The leaders need to be taught how to identify the unconscious bias and actively foster an environment welcoming and inclusive to each member of the team.
[bookmark: _GoBack]Balance Leadership Styles: It is important to note that as the leadership styles vary and transformational leadership is crucial, there is a need to note that various leadership styles might be necessary at various times, depending on the situation being handled and needs of the team. As an illustration, transactional leadership can help in a case where it is essential to be obsessive over processes and objectives. Nevertheless, leaders should be versatile and flexible and combine features of both transformational and transactional leadership to fit the needs of various staff.
Improve Communication Competence: Leaders also should be taught communication competence across cultures as they should understand that styles of communicating can change dramatically depending on the cultural setting. Unilever ought to promote leaders to apply many channels of communication and involve a culture in which leaders can openly seek and receive feedback.
Intensify the Servant Leadership Practices: Servant leadership is useful in strengthening trust and psychological safety in the teams though transformational leadership is the most effective. Unilever needs to promote servant leadership among its leaders who are interested in the well-being and growth of their staffs. This will assist in developing an empowering and accommodative work environment that facilitates cooperation and resolution of conflicts.
Adopt Technology in Virtual Leadership: With the growing trend of virtual work and virtual teams, Unilever needs to consider establishing the ability of virtual leadership, multicultural team management. Leaders should be provided with the ability to handle various teams with the help of technology to promote collaboration, balance the communication process, and make members of the team engaged and motivated. 6.3 Personal Learning and Future Research Scope.
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Personal Learning:
The entire process of writing this dissertation has helped me gain a much better insight into the complexity behind managing cross-cultural teams. I have come to understand that to lead well in multinational environments; one needs to have not only technical knowledge but have an emotional intelligence, flexibility, and power to motivate and encourage a different group of people. Cultural intelligence (CQ) has been a role that has emerged as a key facilitator of leader performance. I realised that cultural intelligence enables leaders who possess a high degree of this intelligence to overcome cultural-based divides, religious differences, and inspire diversity within the workplace to work collectively. 
I also have an understanding that servant leadership is an essential factor in building trust and psychological safety in teams. The experience has made me understand that in leadership, particularly in those with cross cultural contexts, leading others is not solely about giving orders but also knowing so that you can inspire and build trust in their different contexts.
Future Research Scope
 In the future, it is possible to conduct research expansion in many areas in which the findings of this dissertation can be extended. To begin with, though this paper has concentrated on Unilever, it would be interesting to carry out comparative study within various multinationals corporations to determine whether effectiveness of these leadership styles like transformational and servant leadership is universal or differs among organisations with diverse cultural compositions. This would widen the scope in regard to the way leadership can be customised in different multinational environments.
Lastly, in my opinion, more research on the long-term outcomes of cultural intelligence training on leadership performance should be conducted. Although my research was close to the significance of CQ, investigation of the effects of CQ development programmes in the long-term, and the implication of these CQs on the multicultural team performance, conflict resolution, and innovation would be of interest. This may assist in polishing leadership training curriculums and in addition highlighting the benefit of cultural agility in leadership development further.
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