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Task 1 - Essay
Cultural and institutional perspectives are crucial in influencing leader’s behaviour and evaluating the effectiveness of various leadership styles, as noted by Janicijevic (2019). In order to emphasise the impact of organisational influences on leadership approaches, two specific organisations have been selected: St Brides Spa Hotel situated in Saundersfoot, Pembrokeshire and Twr y Felin Hotel located in St David’s, Pembrokeshire. Despite both being situated within the same county, the leadership styles of these two organisations differ starkly from each other. This essay aims to analyse and compare the authoritarian and participative leadership styles, taking into account the cultural and institutional aspects.
Twr y Felin Hotel is located in St Davids, a small city in Pembrokeshire, Wales, (Twr y Felin Hotel, 2023) while St Brides Spa Hotel is situated in Saundersfoot, a coastal village in Pembrokeshire (St Brides Spa Hotel, 2023). Both are 4 star silver AA awarded hotels located in scenic areas within the Pembrokeshire National Park (AA, 2023)  In terms of size they are both considered medium size hotels including 40 bedrooms. Twr y Felin Hotel offers art-focused facilities, with an on-site art gallery, and features including a suite offering 360 degree view from the observatory that used to be the windmill tower (Twr y Felin Hotel, 2023). St Brides Spa Hotel, on the other hand, focuses on wellness and relaxation, featuring a luxury spa overlooking the bay (St Brides Spa Hotel, 2023). Both hotels main segmentation target is leisure guests including couples and families. Twr y Felin Hotel in St David’s, Pembrokeshire, communicate the core values of “positivity, flexibility, attention to detail, care, pride and passion” (Retreats Group, 2019). The primary objective of St Brides Spa Hotel is to provide a luxurious and peaceful retreat where guests can escape the stresses of everyday life and immerse themselves in relaxation (St Brides Spa Hotel, 2023).
St Brides Spa Hotel operates under a hierarchical management structure, with Mr Andrew Evans and his wife Lindsey Evans serving as actively involved managing directors. In contrast, Twr y Felin Hotel follows a flat management approach as part of Retreats Group Limited, which includes three properties and was established by Mr Keith Griffith in 2015. Although Mr Griffith, a renowned architect from Pembrokeshire currently residing in Hong Kong, takes a more passive role within the organisation, he does employ a general manager to oversee the hotel's day-to-day operations (Retreats Group, 2019). Despite their differences, both companies are seasonal and employ a fluctuating workforce of 60 to 100 employees throughout the year.
Hierarchical management at St Brides Spa Hotel offers a clear chain of command, with Mr Evans taking direct responsibility for decision-making and direction-setting. This enables efficient communication and ensures a consistent approach to running the hotel (Mughal & Kamal, 2018).  On the other hand, flat management at Twr y Felin Hotel promotes a more democratic work environment, allowing for a greater level of employee participation in decision-making processes. This can lead to a higher sense of ownership and motivation among the staff, fostering a positive work culture (McCaffrey, 2023).
However, hierarchical management can sometimes result in slower decision-making due to multiple layers of approval and bureaucracy. This may hinder the hotel's ability to respond quickly to industry trends or changes in customer demands (Mughal & Kamal, 2018). In contrast, flat management carries the risk of decision-making becoming too decentralised, potentially resulting in a lack of coordination and conflicting priorities among employees. Additionally, without a highly involved owner or managing director, the risk of a less hands-on approach may lead to a loss of alignment between the company's vision and day-to-day operations (McCaffrey, 2023). Cherry (2023) explains that the choice in management approaches depends on factors such as organisational goals, company culture, and adaptability to changing market conditions.
The impact of cultural and institutional perspectives on leadership approaches, specifically authoritarian and participative, has been extensively explored in current literature and research. There are many different approaches to leadership and many publications on the topic. During the 1920s Max Weber provided a categorisation and listed three styles through which a leader could acquire power, these styles include charismatic leadership, bureaucratic leadership, and traditional leadership (Breuilly, 2012). Behavioural leadership theories emerged in the 1930s, with the Kurt Lewin leadership styles being the most prominent example. Lewin’s model emphasizes that each leader possesses their own distinct style, rather than it being a deliberate choice by the leader. Lewin leadership styles include authoritarian, participative and delegative (Cherry, 2023). Since the 1960s, contingency models and situational leadership styles have been incorporating the concept of situational factors into leadership theories. This implies that the traits, culture, behaviours, and current circumstances influence the leadership style that should be adopted by a leader to achieve particular outcomes. The six leadership styles presented by Goleman exemplify this ideology. Daniel Goleman (2020) has identified six distinct leadership styles: commanding, visionary, pacesetting, affiliative, democratic, and coaching. He explains that it is crucial to apply these styles situationally as they are based on emotional intelligence. The leadership styles that tend to build a positive company culture include authoritative (when balanced with collaboration), affiliative, democratic, and coaching. These styles emphasise teamwork, employee engagement, empowerment, and growth. However, Lindberg (2023) emphasises that it is important for leaders to understand the context and adapt their leadership style accordingly to meet the needs of the organisation and its employees. Goleman's leadership styles can be categorised into those that build a positive company culture and those that weaken it. Leaders who adopt a coaching, authoritative, affiliative, or democratic style tend to foster positive cultures by prioritising collaboration, valuing employee opinions, and putting employees first. On the other hand, leaders who solely rely on a pacesetter or coercive approach often contribute to negative company cultures as these styles can be too intense or individualistic for daily workplace environments. The impact of leadership style on company culture is significant, with a positive leadership team making even a monotonous job enjoyable, while a poor leadership team can lead to dissatisfaction and the desire to seek new opportunities.
The type of leadership style, whether authoritarian or participative, can be linked to both the overall culture of a country and the individual cultures of the workforce (Abramson & Moran, 2018). Managing a group of employees from diverse backgrounds requires consideration of not only the country's culture and the leader's personality but also the cultures of the employees and consumers (Christiansen, 2020). The Office for National Statistics (2019), highlighted that an estimated 60% of people who worked in tourism were non British nationals compared with 11% in non-tourism industries. The proportion of non-British nationals shows to be mainly European at 64%.  In terms of demographic, on average British nationals working in tourism where younger, bellow 24 years old as opposed to EU nationals mainly over 25 years of age. Theses figures would impact the leadership approach of hotels employing a workforce with not only varied nationalities but also from different generations and varied cultural backgrounds. To add to the complexity of leadership within a hotel environment, the same multicultural workforce will be providing service to customers from any nationalities, ages and cultures.
In European countries culture’s with higher power distance such as France, Spain, Italy Romania or Poland (Hofstede, 2023), authoritarian leadership may be more accepted and even expected. These cultures value authority, hierarchy, and obedience. Leaders in such cultures are expected to make decisions without seeking input from others, and subordinates are more likely to follow instructions without questioning (Northouse, 2019).  However, in cultures with low power distance such as Great Britain, Norway, Austria, Sweden and Denmark (Hofstede, 2023), authoritarian leadership may be viewed negatively, as it suppresses employee empowerment, creativity, and engagement. 
Northouse (2019) explains that authoritarian leadership may be favoured in institutions with highly centralised decision-making processes and bureaucratic structures. Furthermore, hierarchical organisations tend to put more power in the hands of leaders, limiting employee participation in decision-making. Institutional norms and structures often discourage subordinates from challenging the leader’s authority, thereby reinforcing authoritarian behaviours. For example Hilton International and other global leading hotel groups such as Accor Limited can be considered as applying authoritarian leadership due to their complex hierarchical structure. This would imply such companies to have strong aims, objectives, goals and beliefs that cannot be influenced by the employees. St Brides Spa Hotel applies a similar structure, although it is a smaller company the hierarchical structure applies on a smaller scale. Oppositely, such culture will translate in a very strict recruitment process in which finding the right fit to the company is of prime importance. Marriott International for example recruits using these 5 principles : Get it right the first time; Money matters but does so other factors; Create a caring workplace, Promote from within and Employment brand (Verasai, 2016). Marriott’s recruitment principles play a crucial role in shaping the company culture and leadership. By prioritising hiring individuals who align with the company's core values and exhibit a strong service-oriented mindset, Marriott ensures that its employees contribute to a positive and customer-centric culture. This focus on recruiting individuals who possess the desired traits and values also extends to leadership positions, where Marriott seeks leaders who can inspire and motivate their teams while upholding the company's values and fostering a collaborative and inclusive environment. By aligning recruitment practices with the desired company culture and leadership qualities, Marriott lays the foundation for a cohesive and values-driven organisation (Bohne, 2021)
According to Nickerson (2023) participative leadership is generally used in cultures that value individual autonomy, egalitarianism, and participatory decision-making. In such cultures like Great Britain, leaders who involve employees in decision-making processes are seen as effective and democratic. This leadership style fosters employee engagement, motivation, and collaboration. Institutions that promote decentralised decision-making, empower employees, and foster a culture of collaboration are more likely to encourage participative leadership. In such organisations, participative leaders leverage the collective intelligence of their team members, encourage open communication, and empower employees to contribute ideas and make decisions (Yammarino et al, 2008). These institutions value employees as assets and believe in their potential to contribute to organisational success. For example a non-franchised such as Twr y Felin Hotel or a family run hotel that does not have to follow strict processes would most likely utilise participative leadership. Although it comes with the advantage of quick problem resolution, better collaboration, and higher employee motivation. It can be argued as highlighted by Northouse (2019) that it can also lead to miscommunications and inconsistent standards achievements due to isolated team members or departments making decisions in isolation without consulting with the wider organisation. 
When considering the impact of employees' nationality or different cultures on organisational leadership, there are several criteria to take into account. As suggested by Abramson & Moran (2018), these may include communication styles, attitudes towards authority and hierarchy, decision-making processes, and approaches to conflict resolution.  Abramson & Moran (2018) identified that different cultures have distinct communication styles, which can affect leadership. For example, employees from high-context cultures (e.g., Japan, China Spain) often rely on non-verbal cues and understand implicit messages, while employees from low-context cultures (e.g., the United States, United Kingdom, Australia) prefer direct and explicit communication. Avruch (2012) emphasised that cultural differences can also influence how conflicts are addressed and resolved within an organisation. Some cultures such as Romanians or Italians value direct confrontation and open discussion, while others such as English or Americans prefer avoiding conflicts or dealing with them behind the scenes. Leaders need to find ways in adapting their conflict management strategies to accommodate these cultural nuances and foster a harmonious work environment. Additionally, cultural values and beliefs may influence how employees perceive and respond to leadership styles, as well as their expectations for their leaders. It's important for leaders to be aware of and responsive to these differences in order to build a cohesive and effective team (Abramson & Moran, 2018).
Studies have consistently emphasised the influence of culture on leadership styles. Hofstede's seminal work on cultural dimensions suggests that societies with a higher power distance index (PDI) tend to exhibit a greater acceptance of authoritarian leadership, as opposed to societies with lower PDIs that favour participative styles (MindTools, 2023). For example, research on Asian cultures, such as China and Japan, has highlighted the prevalence of hierarchical structures and respect for authority figures, making authoritarian leadership more accepted and effective in these contexts (Yammarino et al, 2008).
Hofstede's cultural dimensions provide a framework for understanding cultural differences and their impact on organisational behaviour (Gallego-Álvarez & Pucheta-Martínez, 2021). When it comes to hotel organisations leading their multicultural workforce, the following dimensions can be considered: Power Distance; Individualism vs. Collectivism; Masculinity vs. Femininity and Uncertainty Avoidance.
Power distance refers to the extent to which less powerful members of an organisation expect and accept unequal power distribution (Hofstede & Minkov, 2010). In a hotel organisation, leaders need to understand the varying power distance preferences of their multicultural workforce. For example, Hilton International hotel group with operations in both France (higher power distance) and Great Britain (lower power distance) may have to adjust their leadership styles accordingly. In the French branch, leaders might exhibit more hierarchical decision-making, while in the English branch, leaders might encourage employee participation in decision-making processes.
Individualism vs. Collectivism reflects the degree of interdependence a society maintains among its members. Mistry, Okumus and Orlowski (2021) published research on perceptions of diversity in the hospitality industry that highlighted how hotels with a multicultural workforce need to strike a balance between individual and collective leadership approaches. Some employees might prefer autonomy and individual recognition, while others might value teamwork and collective decision-making. For example: A hotel manager can provide opportunities for both individual achievements and collaborative efforts. For instance, individual performance bonuses can motivate employees seeking personal recognition, while team-building activities can foster collaboration for those who value collective efforts.
The Masculinity and Femininity dimension also referred to as the Masculinity-Femininity Index (MFI), is a cultural dimension developed by Geert Hofstede (1998). The MFI dimension helps us understand cultural differences by showing how societies prioritise certain traits and roles associated with masculinity or femininity. It reveals different views on gender roles, work-life balance, social relationships, and leadership styles. Examining gender and gender identity specifically, the MFI dimension can show if a society emphasises traditional gender roles or is more accepting of gender flexibility and equality. Cultures with higher masculinity scores may have stricter gender norms and emphasise traditional roles, while cultures with higher femininity scores may be more flexible and accepting of diverse gender identities. For example, a hotel chain such as Marriott International with branches in United Kingdom (masculine culture) and Netherlands (feminine culture) might need to recognise and cater to the differing needs of their employees. In the UK, leaders might emphasise competition and rewards for top performers, while in the Netherlands, leaders might prioritise work-life balance and employee well-being.
Uncertainty avoidance refers to the degree to which a society feels threatened by ambiguity and prefers structured situations. According to Igushi (2018), hotels with a multicultural workforce should be mindful of the varying comfort levels employees have with uncertain and ambiguous situations. For employees from cultures with high uncertainty avoidance such as French and Eastern Europeans, leaders can provide clear guidelines, structured processes, and detailed job descriptions to minimise stress and uncertainty. On the other hand, employees from cultures with low uncertainty avoidance such as United Kingdom and Sweden might appreciate more flexibility and adaptability in their work environment.
Institutional perspectives play a significant role in shaping leadership approaches. Institutions, including government, formal organisations, and legal systems, can reinforce or discourage certain leadership styles. For instance, studies on autocratic regimes have shown that authoritarian leadership thrives in environments where centralised power and control are valued and encouraged, leading to limited participation and decision-making by subordinates (Harrison & Waller, 2017). On the other hand, democratic institutions and practices promote participative leadership, enabling employee empowerment and involvement in decision-making (Northouse, 2019).
However, it is important to note that the impact of cultural and institutional perspectives on leadership approaches is not limited to a dichotomy between authoritarian and participative styles. Leadership theories, such as transformational leadership, have emerged as a synthesis of different leadership approaches, incorporating cultural and institutional contexts. For example, research conducted by Knap-Stefaniuk (2020) in multicultural workplaces highlights the importance of leaders adapting their leadership style based on cultural norms and values. She highlighted that leaders who oversee culturally diverse employee groups in international companies have the responsibility of managing intercultural interactions within them. The achievement of goals and success of a multicultural team depend on the leader’s knowledge, experience, interpersonal skills, openness, and respect for cultural diversity. Longley (2020) defines the multiculturalism approach as a representation, in one social system of people with distinctly different cultural background and add that this approach would be the most beneficial to a company’s success. This flexible approach would enable the leader to incorporate elements of an authoritarian or participative style to effectively navigate diverse cultural contexts.
In conclusion, it is evident that the impact of cultural and institutional perspectives on leadership approaches, particularly authoritarian and participative styles, has been the subject of extensive exploration and analysis in the current literature. Numerous studies and research papers have recognised the profound influence of various cultural factors, such as power distance, and institutional influences, such as governmental practices, in shaping the strategies and tactics employed by leaders. However, it is crucial to acknowledge the intricacies and multifaceted nature of these perspectives, as they often intersect and evolve over time, ultimately giving rise to new hybrid approaches that are better equipped to encompass and accommodate the complex nuances inherent in both cultural and institutional contexts. By taking all these factors into account, researchers and practitioners can gain a more comprehensive understanding of leadership and its manifestation across diverse settings, thereby facilitating effective and culturally sensitive management practices.












Task 2 – Critical Reflection
In this reflective discussion, I aim to critically analyse my leadership competence and evaluate the implications for intercultural leadership and management. I will do this by reflecting on my previous experience in management roles and by using self-assessment tools such as Belbin's Team roles and Smalley & Trent personality test. 
My journey in the hospitality industry began in the south of France at the age of 14 when I decided to study in a hospitality school to pursue a career in this field. You would have asked me what career I wanted to pursue when I was a child I would have answered that I wanted to be a teacher, without knowing that this would resonate later in my life.  But I fell in love with the service industry instead. The idea of working in an environment where my actions could make someone happy attracted me to the hospitality industry. Providing service, to me, is like a happiness-making machine, where positive actions result in customers leaving the premises happier than when they entered. Reflecting on my childhood aspiration to become a teacher, I realise that I was drawn to being in a position of power, leading a group of people towards success.
Leadership experiences started early in my life, as I would often be put into leading positions without necessarily asking or claiming them. For example, if a basketball team needed a captain, my peers would designate me. Some would argue that I was a natural leader. According to Yukl, G. A. (2012), a leader is an individual who choose, prepare, educate, and inspire one or more followers possessing varied talents, capabilities, and expertise. The leader directs the followers towards the mission and goals of the organisation, encouraging them to willingly and enthusiastically invest their spiritual, emotional, and physical energy in a united and coordinated endeavour to accomplish the organisational mission and objectives. Valcour (2020) would suggest that although there are natural abilities to lead in some individuals, anyone can learn to be a better leader, this would imply seeking feedback, reviewing progress and celebrating success steps for example.
My employment journey as a leader began at the age of 16 when I was employed as the assistant restaurant manager of a fine dining restaurant within a hotel called 'Hostellerie Le Roy Soleil' in Ménerbes, France. This was a three-month seasonal contract, following casual work within the same company for the previous couple of years. During this employment, I felt quite comfortable and confident most of the time. I was familiar with the personnel from the casual work I had done, and I had a restaurant manager and the managing director to support me throughout the experience. Reflecting on this leadership role, I realise that leading a team was something I truly enjoyed. Looking back, I understand that my task was made easier by the structured environment and procedures put in place by the managing director. He had a clear vision of what needed to be done and how it should be done, leaving no room for improvisation. This gave me clear directions and set rules to follow and utilise to lead the small team of 4 to 5 individuals per service. I can analyse this leadership position being made easy by the lack of diversity within the team. We were all French and local from the Luberon region, which meant we all spoke the same language and shared a similar culture. This made us receptive to the same leadership style. As explained by Warburton (2020), the autocratic leadership style tends to work better in French culture due to its emphasis on hierarchy, formality, and respect for authority. In French society, there is a strong tradition of centralised power and decision-making, which aligns with the autocratic leadership approach. The French value clear direction and guidance from their leaders, as well as a structured and well-defined chain of command. Additionally, the French culture places importance on expertise and knowledge, which is often associated with leadership positions. Therefore, the autocratic leadership style, with its clear directives and top-down decision-making, is more readily accepted and effective in the French cultural context.
Upon arriving in the UK, I was exposed to a multicultural work environment that I had not experienced before. I initially secured a position as a restaurant supervisor at St Brides Spa Hotel in Saundersfoot, Wales and quickly progressed to become the Food and Beverage Manager of the three restaurant outlets. After a couple of years, I was promoted to the role of Operations Manager. This company employed staff from various nationalities and cultural backgrounds, including UK nationals, Europeans, Eastern Europeans, and Indians. Adapting to a different culture from what I was accustomed to in France was challenging. 
From my experience, in France, communication is very formal, and respect for hierarchy in the workplace is culturally ingrained. However, in the UK, I discovered a more informal communication style and a lesser emphasis on strict hierarchical structures. This impression was confirmed by Taras et al (2021) who explained that French culture values formal and hierarchical communication, respect for authority, and collective efforts, while English culture emphasises informal and egalitarian communication, questioning authority, and individual achievements. It was also added that navigating these differences requires an open mindset, cultural sensitivity, and a willingness to learn and adapt to the new cultural context
Despite being employed in a British cultural environment, I discovered that adopting a direct and autocratic leadership approach proved effective in a multicultural setting, particularly when working with colleagues from Romania, Poland, France, and surprisingly, India. To support my observations, I consulted the Country Comparison Tool on the Hofstede Insights website (2023) and found that France, India, Poland, and Romania all scored between 68 and 90 on the power distance index. This index measures the extent to which less powerful members of institutions and organizations within a country expect and accept unequal power distribution. The similarity in scores suggests that the observed behaviour of the team aligns with this power distance index, further confirming the suitability of an autocratic leadership style.
However, a few years later, when I became Operations Manager of the Retreats Group in Pembrokeshire, which consisted of three luxury boutique hotels, I encountered a different dynamic. The majority of the team members were British nationals, with only a small percentage being European. Initially, I continued with my direct leadership style, but I soon realised that the team members expected to provide their opinions and had a desire to adapt processes to suit their preferences. I often heard phrases like "this is how I do it, I prefer it this way" rather than "this is how it should be done, this is standard procedure." The observed individualistic culture placed less emphasis on considering the impact of one's behaviour on others within the team. 
Reflecting on the application of Belbin's Team roles in managing a multicultural team, I identified the need for a different leadership approach. Belbin's Team roles can help identify and utilise the strengths of each team member, regardless of their cultural background. Meredith Belbin (2010) quoted “The types of behaviour in which people engage are infinite. But the range of useful behaviours, which make an effective contribution to team performance, is finite. These behaviours could be grouped into a set number of related clusters to which the term ‘Team Role’ is applied.” She promotes collaboration and inclusivity, allowing team members to contribute their unique perspectives and skills. I retain from the application of the Belbin self-assessment tool that managing a multicultural team requires an awareness of cultural differences and the ability to adapt leadership styles accordingly. 
The autocratic leadership style that translated in Belbin’s Team role as a Shaper and Coordinator team role contribution worked well in my previous experience but was not as effective in this context. I found that adopting a more democratic and participative leadership style was more appropriate. This involved fostering open communication and actively involving team members in decision-making processes. To adapt my leadership style, I focused on developing my Belbin team role contribution towards being more of an implementer and a team worker. This required enhancing my listening skills, as Gibson (2016) explains, active listening is crucial in fostering collaboration and inclusivity within a team.
To enhance my adaptability as both an individual and a leader in a new company culture, I actively engaged in leadership training sessions and conducted research using various internet sources. During this process, I came across a personality test developed by Dr. Smalley and Dr. Trent (1999) that offered four animal categories as results: Lion, Otter, Golden Retriever, and Beaver. Unsurprisingly, I discovered that I fell into the Lion category, which is characterised by a strong inclination towards leadership, decision-making, and goal orientation. Lions thrive on challenges, difficult assignments, and opportunities for personal and professional growth. However, it is important to note that the intense focus on achieving goals can sometimes lead to becoming too competitive and inadvertently disregard the feelings of others. The personality test highlights that whilst lions possess strengths such as being driven, direct, and goal-oriented, they may also exhibit weaknesses such as being argumentative and excessively controlling. Additionally, they may encounter difficulties when it comes to expressing grace and sensitivity in certain situations.
To optimise the effectiveness of my team, I liaised with the HR department to implement proactive measures in ensuring that each team member had access to similar personality tests to identify their unique personality profiles and leadership capabilities. By doing so, I was able to identify individuals who exhibited natural leadership traits, thereby considering them for head of department positions. For those team members who showed potential for supervisory roles, I provided additional support and training to help them develop their leadership skills further. I recognised the importance of leveraging the natural abilities of my team members in specific areas. For instance, team members who demonstrated exceptional listening skills, effective communication, and high levels of empathy were strategically assigned to customer-facing roles. By capitalising on these innate strengths, we were able to enhance the overall customer service experience. As a leader I was able to implement a more participative leadership by working on better communication, understanding and increase empathy towards each employee’s personality traits.
In conclusion, this reflective discussion has provided a critical analysis of my leadership competence and evaluated the implications for intercultural leadership and management. By reflecting on past experiences in management roles and utilising self-assessment tools like Belbin's Team Roles, I have gained valuable insights into my leadership style and its effectiveness in diverse cultural contexts. Reflecting on childhood aspirations and early leadership experiences, it became apparent that a natural inclination towards leadership was present. However, leadership skills can be learned and developed through seeking feedback, reviewing progress, and celebrating success steps. The transition from a structured and hierarchical French cultural environment to a more informal and egalitarian British work culture presented challenges. Adapting leadership styles to accommodate cultural differences became essential. The autocratic leadership approach proved effective in a multicultural setting with colleagues from countries exhibiting high power distance indices. However, in a more individualistic context, a democratic or participative leadership style was more appropriate, fostering open communication and involving team members in decision-making processes. The application of Belbin's Team Roles and the Smalley & Trent personality test highlighted the importance of cultural awareness and adaptability in managing multicultural teams. By leveraging the strengths of each team member, regardless of their cultural background, collaboration and inclusivity were promoted. Providing team members with access to similar personality tests helped identify natural leaders and provide support and training for potential supervisory roles. Moving forward, I recognise the need to enhance my adaptability as an individual and leader in new company cultures. This involves actively engaging in leadership training sessions, conducting research, and utilising self-assessment tools to gain insights into my leadership style and its impact on diverse teams. By fostering open communication, understanding cultural differences, and striving for inclusivity, I aim to continue develop and refine my leadership competence in intercultural contexts.
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