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Introduction: 
The current global scenario regarding leadership skills is making the understanding regarding various cultures very much important for the success of a business organisation (Abramson and Moran, 2017). It is also very important to consider the organisation change in this context as it describes the actions taken by a specific company which alters the component of that business organisation (Dawson and Andriopoulus, 2021). A business organisation’s observation regarding consumer behaviour should also involve different sociological and psychological aspects associated with human behaviour like emotion, perception, motivation etc (De Mooij, 2019). In the following essay, the major focus will be imposed on the differences that appear in the institutional and cultural context. The essay will also try to evaluate the intercultural leadership notion in a retail company named Tesco. The essay will try to assess the notion of intercultural leadership while putting light on the personal experiences of an individual. Along with the intercultural leadership, the notion of interpersonal management will also be analysed in detail. The professional life as well as the academic life of that individual, will be taken into consideration to analyse the environmental aspects that are associated with the perspectives that are related to cultural context. How the notion of the institutional and cultural differences can influence the management and leadership practices will be analysed with real-life examples of an individual. The essay will try to reflect on the personal experiences of an individual regarding the notion of cultural intelligence. The opportunities as well as the challenges or barriers that appear in the path of the intercultural leadership practices will be analysed with personal view on the sense of collaboration and leadership. Lastly, the ideas regarding divides in the cultural context will be discussed in detail with a personal reflection. So, the essay will divide the concept of cultural differences and intercultural management in different aspects and address every aspect with reflections on personal experiences. 
Main body:
The words intercultural, cross-cultural or multicultural can be used interchangeably. From the viewpoint of a leader, the following terms define the notion of crossing the boundary of a particular culture to progress in the path of business success (Leander, 2014). The intercultural environment can occur from the coexistence of different cultures that came from different organisations as well as different geographic areas in a specific group or organisation (Cherkowski and Ragoonaden, 2016). In the following environment, the term intercultural defines the understanding regarding the beliefs and values of a particular culture as well as the ability to collaborate and communicate with different kinds of people coming from different cultural backgrounds (Holiday, 2021). To describe the notion of intercultural leadership it can be stated that the skills which are essentially required for the leaders who want to lead a group of people in an environment which is cross-cultural in nature. To be specific, the skills which define leading an intercultural group can be termed as the intercultural leadership (Rosado-May et al. 2020). The development of the concept of intercultural leadership is very essential with the emergence of the globalised market (Jin and Cortazzi, 2022). In the current global business scenario, the business organisations which have international business operations need such ladders who can quickly adapt to various environments while working with the employees or the partners who belong to different cultures (Crumpton, 2020). The ability that an intercultural leader must hold are the management of people who are coming from various cultural backgrounds with different cultural understanding, beliefs, respects etc. and potentials to achieve a particular objective or goal which is mutual with that person’s multicultural team (Luque, 2021). The intercultural leadership also involves the understanding of the low-context cultures along with the high-context cultures such as the focusing on the explicitly stated information as the low-context culture and focusing on the aspects like when, how, where etc of a information as the high-context cultures. The following concepts are very much considered to be addressed for an intercultural leader to strengthen the communication among the intercultural group members (Holtbrugge, 2022). 
To give an example of a particular business organisation who are operating in the retail sector, Tesco’s example can be given as the following retail business organisation always tries to promote a notion of intercultural leadership across their organisation. The following business organisation maintains the notion of inclusion, equity and diversity among their colleagues through an intercultural leadership as the leaders at Tesco always welcomes all kinds of people who are coming from different cultural backgrounds at the workplace. Through the following leadership structure the company successfully operates in the retail market while developing a workplace which is inclusive in nature and celebrates various cultures, preferences along with the personalities of all the employees of Tesco. The intercultural leaders at Tesco always try to treat the colleagues of Tesco fairly at their workplace along with respect. The following retail business organisation maintains the essence of the intercultural leadership across the business organisation by keeping the values like inclusion and diversity as the heart of the values that are associated with the business operations of Tesco (Tesco plc, 2024).  
During my academic life, I encountered various experiences which contributed to my understanding regarding the notion of the following concept of intercultural leadership. According to me, we, the students, are exposed to an academic world which features various cultures belonging to different geographical areas. So, while communicating with peers, the occurrence of cultural differences is very obvious. To progress in the path of academic success it is very important to enhance the understanding regarding the intercultural context as the following notion plays a major role in effective communication as well as the teamwork and collaboration among the students. Also, if I consider the following concept in the global context, intercultural understanding as well as leadership becomes more essential as it plays a very essential role in the global relations while being a key aspect in the development of a resilient, sustainable as well as harmonious future. While describing my personal experience which is related to intercultural leadership and the experience which actually shaped the understanding regarding the following is my experience of leading a multicultural student group during a group presentation. At the initial stage, I faced issues in communicating with all the members of the group. At first, I failed to recognise the main issue but with time I realised that different cultural backgrounds of the members were coming in the path of effective communication as well as efficient collaboration among the team members. I realised that as a leader I need to understand the cultural differences as the process of learning regarding various cultures will help as well as encourage me to enhance my tolerance while giving respect to other members. When I tried to learn from the various cultures apart from mine, slowly I learned about different beliefs as well as different perspectives of my team members. I also encourage my group members to do the same to enhance the communication and collaboration among us. The following practice effectively helped me to transform myself into an open-minded as well as empathetic leader. With developing the skills of intercultural leadership, I effectively engaged with my group members and delivered success in our presentation. From the above experience of mine, I learned the significance of intercultural leadership and learned to involve myself in the academic environment’s cultural tapestry which I believe also acts the same in the professional context as well as in the global environment. Also, my experiences regarding participating in the classes where teachers and students from different cultural background was present taught me along with enhanced my knowledge regarding intercultural leadership as well as the skills which are involved with the following notion such as self-awareness regarding cultural biases, active embracement of the notion of diversity, ability to ensure integration in the core of the objective of the group or the organisation etc. While observing and researching the following concept I recognised that intercultural leadership imposes a major importance in the domain of sustainability as it supports global collaboration while promoting diversity and inclusivity in the sustainability of the organisations as well as enhancing cultural sensitivity with respect to sustainable development. 
The management and leadership practices in an organisation can be largely influenced by cultural and institutional differences. For a multinational organisation like Tesco, different cultures of the countries can impact the leadership and managerial styles positively as well as adversely. Within Europe, Tesco operates in various countries such as the UK, Poland, Hungary, Czech Republic, Slovakia, etc., hence, it is important for the organisation to analyse different aspects of the cultures of these countries. 
In this assessment, for instance, the cultural differences between the UK and the Czech Republic that can impact the leadership and managerial approaches have been analysed using the Hofstede Model. 
The power distance Index in the UK is lower than the PDI of Czechia. This indicates that a more hierarchical structure is exhibited in Czech organisations. The authoritative leadership approach is more applicable in the Czech Republic, in which the leaders are dominant in guiding and directing the subordinates (Hofstede, 2018) [Appendix]. The management respects the hierarchy and relies on its positional power. There is a clear line between the authority and responsibility for the management here. On the other hand, in the UK, a more egalitarian leadership approach is followed, in which employees can approach their leaders and participate in decision-making. The objective is to reduce the inequalities among the people. This is why a collaborative and inclusive environment is promoted by the management within the organisation.
In terms of individualism, the UK is ranked high in comparison to the Czech Republic. Hence, personal initiatives and innovation are encouraged by the leaders in the UK. Also, individual achievements are rewarded by the management of the organisations here. A competitive environment is created which raises productivity and efficiency. On the other hand, Tesco plc needs to appoint leaders who emphasize more on teamwork and cooperation for greater productivity and success (Stone, 2017). 
In terms of motivation towards success, the UK has a higher score than Czechia. This indicates that the people in the UK are more motivated to achieve success. Hence, the leaders in the UK branches should encourage their employees. Also, the management seeks greater efficiency and productivity from its employees (Ellerslie and Oppenheim, 2008). On the other hand, the managers of the Czech Republic are more decisive and assertive. The leaders focus on equity, competition, and performance. Hence, Tesco Plc needs to apply different leadership and managerial approaches in Czechia. 
In the UK, the uncertainty avoidance score is lower, which indicates that the UK people adhere to continuous innovation and creativity within the organisations (Coad et al. 2014). A flexible environment is promoted by the management within the organisation, which encourages the employees to adapt to changing environments and take up new challenges. On the other hand, in the Czech Republic, people are more conservative, resisting innovation within the organisation. The organisational structure in Czechia does not change much as people look to avoid uncertainties. 
The UK has a pragmatic culture, in which people look to save and invest more. As the leaders and managers focus on long-term goals and strategic planning, they emphasize sustainability and gradual progress more. Also, patience and perseverance are promoted by the managers of the organisations (Toppan Digital Language, 2017). The Czechia neither tends to long-term orientation nor short-term orientation. This indicates that the managers of the organisations here in Czechia implement both short-term and long-term goals accordingly to achieve organisational success. 
The UK also has a more indulgent culture, in which people are more optimistic. People like to enjoy and have fun, hence, a more resilient organisational structure is built by the organisations in the UK. Leaders promote creativity and innovation within the organisation. The people in Czechia are more pessimistic and are restrained by social norms (ESM Magazine, 2024).   
Institutional differences between the countries include the legislative power of the parliament, bureaucracy, the autonomy of the local government, the electoral system, etc. A comparison between the institutional factors of the UK and the Czech Republic shows that the countries have different legal systems. The common law system of the UK is projected by the case laws and judicial precedents, which makes the system more stable and predictable. However, Czechia has a civil law system which is more rigid because of written codes and statutes (Law, 2016). Both countries have limited corruption, which is why the leadership and the managerial approaches are not much affected by corruption. The economic stability of the UK is not the same as that of Czechia. The UK economy is currently in a recession which may make the management pessimistic about the implementation of operating strategies (Gallup, 2024). On the other hand, the Czech economy is growing and is driven by strong industrial and manufacturing growth. However, because of Brexit and flexible labour laws, organisations in the UK are facing a shortage of workers in the post-COVID period. The labour laws are more strict in Czechia, which protects the workers. Also, collective bargaining is practised in several organisations in Czechia. 
In the context of the UK, I feel that an inclusive and participative leadership style is to be preferred for innovation and collaboration. I think that more emphasis is given to the individual performance, motivation, and empowerment within the UK organisations. On the other hand, I found that directive and authoritative leadership is more relevant in the context of the Czech Republic. Because of these cultural and institutional differences, cross-cultural leadership and management approaches are necessary. I feel that a multinational organisation like Tesco can implement strategies that promote both adaptability and flexibility within the organisation (Rao‐Nicholson et al. 2020). Also, to address the cultural gaps, I think that the organisation can focus on effective communication which enhances understanding and collaboration among employees at the workplace. Hence, I need to adapt to a more hierarchical and structured work environment and I also have to more practice in expressing my ideas and plans. There are certain interpersonal skills that I need to improve for these different leadership & managerial styles and approaches.               
Cultural intelligence refers to skills and abilities that are useful for work efficiency and increase cultural diversity in the organization with the help of inclusive cooperativeness between employees of the company (Van et al. 2016). These things are usable for providing the ability to the individual to cross the boundaries to help different cultures become more prosperous and capable of achieving growth and development at the organization easily (Ang et al. 2015).  With the help of appropriate strategies for employees, companies can make them able to work with the organizations to fulfill the demand and achievement of the firm easily. People who follow a high intelligence culture are essential for the company because they have developed values, beliefs, and communication styles for the company to enhance the growth of the organization. With high cultural intelligence, the company can attract lots of talent and essential things to develop their organizations efficiently. The ability to recognize and adapt the cultural differences is one of the essential parts for the company to enhance the supportiveness and cooperativeness of the company (Ng et al. 2012). If the employees become able to understand cultural differences and cooperate with different cultures then it will be useful for the company to enhance the productivity and growth of the organizations efficiently (Shaffer and Miller, 2008). People who are able to understand cultural diversity are able to handle the whole situation or conflicts that arise due to the ineffective cultural differences at the firm or multiple cultures with zero boundaries to create a positive work environment. Through the help of cultural intelligence, there are lots of things that make it easy for the employees of the company or firm to create things more comfortable for different kinds of people at the firm (Indeed, 2024). The organisation Tesco is one of the biggest firms in all over the world which is why there are lots of things this company did well in the field of corporate culture or culture intelligence. Tesco is working towards the culture of the organization to make it a more positive, healthy, and enhanced version to provide lots of opportunities for the company in the marketplace to achieve growth and development. Tesco provides training to their employees to understand things properly to understand the differences in culture and respect those cultures properly. Being able to understand things increases supportiveness in the workplace (Schosser, 2024).
The company Tesco is one of the giant organizations all over the world which is why it is important for them to include diversity in the company to enhance the productivity and supportiveness among the employees of the company (Tescoplc, 2024). To encourage it they also start thinking that everyone will feel equality at the organization, the organizations Tesco is working to establish positivity and supportiveness between employees and create a positive work culture to enhance the cultural intelligence of those employees at Tesco who are not better in this (Tescoplc, 2024). 
For me, it was very essential and necessary to learn about the cultural differences and according to those differences. I considered these cultural intelligence facts as the growth factor for me because through the help of cultural intelligence, I can achieve growth at my workplace and create value for the company where I will work and I can also get an extra competitive advantage or opportunity to achieve the success and development through the help of this. For the development of this cultural intelligence at first, I will take learning about this topic to understand its properties and I will also use lots of techniques and tools to understand the different factors of the cultures which can enhance my knowledge and abilities, after learning about the culture I will implement this at my workplace to generate feelings of togetherness at my workplace to those employees who belongs from that culture. With the help of applications about my knowledge related to the culture I will create lots of opportunities for myself and I will also be able to handle the conflicts between the employees of the organization easily because there are lots of companies who want to create an effective workplace at the company so that every employee can feel the support.    
At Tesco company, there are lots of employees who are connected with each other despite having different cultural histories they are connected and growing with each other at the organization which is why it has a positive work culture (Tesco-careers, 2024). Cultural intelligence is essential for the company to have because through their intelligence companies can be able to solve the conflicts and issues of society which happen due to the differences between cultures (Rehg et al. 2012). 
At different places I experienced lots of things related to cultural intelligence the help of understanding related to the cultural differences at different places I was able to understand how it is very useful for the growth of any firm by enhancing performance and area of growth at the company. It also provided me with confidence about how I can grab the best opportunity from my workplace and how I can develop my career in this competitive era. These concepts helped me a lot to develop an understanding of different cultures and the impacts of this understanding on my career growth of mine. I will use this knowledge which I have learnt through the help of cultural intelligence. With the help of this ability, I can achieve an extra competitive advantage at my workplace to achieve growth and success according to my ability. It can also boost my career for achieving growth and success at a big firm by achieving a great position according to my capabilities. I can also use this in my personal life to assess different cultures and be humble with people who come from different cultures or places.
The challenges which can disrupt the path of intercultural leadership are the language barriers, cultural norms, expectations regarding the leadership, time zone related issues, achievement regarding cohesion (Egitim, 2022). The possible challenges which are faced by the intercultural leaders regarding the various cultural views associated with the behaviour of the leaders, arousal of power paradox, various expectations regarding the expectations that are associated with the leadership style which is based on the foundation of the different cultural backgrounds (Kim and Starcher, 2012). Not only that, the different reactions of the team members regarding cultural differences (López-Rocha, 2021). For example, Tesco always tried to maintain the culture of welcoming inclusivity and diversity across the organisation as well as their retail stores and to do that the leaders of Tesco always follows the approach of intercultural leadership as the following leadership approach is very much important to manage a workforce which has the employees coming from different socio-economic backgrounds with different cultural beliefs and values (Medium, 2020).
The following approach of the leaders at Tesco always creates various challenges for the following retail business organisation as the coexistence of different cultures in the workplace as well as various perspectives of different people at the workplace creates complexities among the employees and well as the leaders of the organisation who manages the operation of the company while giving them directions to the teams who are at the heart of the business operations of Tesco (Nwagbara, 2010). The aspects like different attitude towards the hierarchy, issues in the interrelation between collectivism and individualism as well as the significance of the work-life balance is very much dependant on the cultures and the following differences leads the organisation towards tensions as well as conflicts by interrupting the communication as well as the intercultural leadership of the leaders of the multicultural groups. The groups where the members possess various expectations as well as priorities (Habba, 2024). And these are the aspects which can create disruptions in the intercultural leadership in Tesco across managing and keeping balance between various dynamics of the workforce of Tesco like gender-equality, race and ethnicity, presence of LGBTQ+ community, disability etc (Tesco plc, 2023). 
The challenges which I encountered while following the notion of intercultural leadership are hurdles in the communication, variations in the cultural context in terms of norms and values, issues in effectively establishing rapport and trust among the group members while enhancing the trust of the group members on me as a leader etc. Also, I observed that it was very difficult for me as a leader to maintain the flexible approach while leading the group. Among all the challenges that I observed in the approach of intercultural leadership, I faced the most difficulties in the communication process and the following difficulties in communication with the group members created the most difficult barrier in the path of my intercultural leadership as communication can be considered as the heart of an effective leadership approach. 
The notion of intercultural leadership is very much significant as the following approach of intercultural leadership provides the opportunity of turning diversity from challenge to a valuable asset of the group or the organisation (Livermore, 2015). Where the entire world is progressive towards full of tapestries, making a path through them while fostering an essence of unity becomes very much significant for the cultivation of various aspects such as innovation, future growth as well as creativity (Frawley and Fasoli, 2012). Also, the approach of intercultural leadership helps the leaders of a particular business organisation to ensure success in a transformative way as the following leadership approach provides leaders the opportunity of unlocking the spectrum of innovation, efficiency, creativity and all the aspects that are offered by the notion of diversity (Wibbeke, 2013).  Tesco always promotes inclusion and diversity among their employees as the company makes efforts in making their colleagues feel welcomed at the workplace and this approach of Tesco helped them to become the most inclusive business organisation of the year 2024 as their leadership always supports their colleagues coming from different cultures and communities (Linkedin, 2024). The intercultural leadership plays a major role in the success of the following retail business organisation as the following organisation and their leadership embraces an environment where the cultural perspectives of the people associated with the company is valued. The following practice of Tesco can help them in the creation of a pool of innovative ideas, approaches and solutions coming from their workforce while clearing the way for enhanced collaboration as well as morale within the teams that are associated with the retail business operations of Tesco (London Intercultural Center, 2024). 
While reflecting on my personal observations regarding opportunities that can be availed by the following approach, I can say that the following leadership approach helped my team during the presentation in terms of overcoming challenges. The notion of intercultural leadership helped me with my group members by giving us the opportunities to become more tolerant, empathetic as well as bias-free. If I consider the intercultural leadership in a broader context, the according to my observation, intercultural leadership helps a group or a organisation with the opportunity of promoting creativity and innovation across the organisation or the group by bringing different as well as diver ideas along with perspectives together in a landscape where the social and economic scenario is constantly changing. I also believe that the following leadership approach is not about skills, it is about the viewpoint of the leaders and their adaptability regarding accepting different values as well as beliefs. So, intercultural leadership can also provide the opportunity of effective adaptability potential to the rural communities. 
While describing the notions that changed my thoughts regarding leadership, I can say that the lea notion of leadership can be learned as well as taught by anyone and there is no such fact that leadership is an inborn quality of human. Also, currently I believe that leadership style can be different for different situations and is based on the group or organisation who are under the lead. But an insight which completely changed my perspective is that leadership can inspire people as it works like a mirror but it is also a fact that not every person in a group or in an organisation wants to lead. The insights which changed my perspective regarding the notion of collaboration is that collaborative skills of humans majorly depend on the aspects like self-respect, emotions etc of the individuals which largely affects their collaboration with other group members.  
There have been quite a few instances where I have witnessed or engaged in the brokering of ideas across different cultures. The first instance was when I took part in a project work in which students from different countries were included in the team. There have been cultural challenges because the students of the team belong to different countries with different cultural dimensions. The first and foremost cultural barrier was the communication barrier (Fandrejewska and Wasilik, 2018). People of different countries have different communication styles. Also, their decision-making approaches are different which influenced the outcome of the project. Their work styles have been different as well. This affected the teamwork and collaboration between the students when conducting the project (Tate, 2015).  
In this context, I made use of brokering ideas to facilitate the cultural barriers. By organising the virtual meeting, I ensured that all members of the team could have their say. An environment of open and inclusive communication was promoted by me so that each cultural perspective could be heard and considered. Also, during the workshops and seminars, we decided to agree on common ground rules. Also, we promoted a balanced approach with detailed explanations and concise summaries for the building of consensus (Luig et al. 2023). Through cultural sensitivity training, awareness and understanding among the members were increased, which helped to reduce misunderstandings and enhance mutual respect among each other. 
Another instance was when I took part in a group study at the university where we had to prepare a presentation on global marketing strategies. In that context also, I faced some cultural constraints such as communication, approach to conflict, work preferences, etc. There was a debate on whether to prefer a brainstorming session or a detailed analysis and planning. Hence, I undertook certain brokering ideas like balancing the work styles, building consensus, facilitating communication and understanding among the members, etc. A hybrid approach was adopted by us considering all the preferences and choices of students of different countries (Marotta et al. 2020). Also, we have taken tasks on the basis of our own strengths and cultural preferences. For openly discussing the ideas with each other, we took part in structured debates, in which the round-robin technique was applied to provide everyone a chance to speak out her ideas and concepts (Desnita et al. 2022). 
In the first instance, the project benefitted from varied perspectives, which led to a more robust and innovative solution. Also, all the members set up a greater appreciation for different work styles and approaches to communication by which productivity and collaboration have been enhanced. In the second instance, the use of brokering ideas facilitated my personal growth, as it increased my cultural awareness and I learned to adapt to different managerial and leadership styles. We managed to deliver a successful presentation as well. Also, inclusivity and respect were promoted within the team, leading to greater collaboration and success (Penn and Watermeyer, 2012).  
For improved results, language support can be enhanced and more regular check-ins are to be conducted. Blended communication channels would have been more useful in dealing with the cultural barriers (Desmet and Wacziarg, 2021). Periodic cultural reflection sessions could have been organised.            
Conclusion: 
In the following essay the major focus was imposed on the leadership approach which embraces the differences among various cultures with the complexities as well as opportunities which come in the path of the following leadership approach. From cultural intelligence to influence of the cultural differences on the management and leadership practice of the leaders, the following essay tried to cover every aspect that is associated with the following subject. The example of a retail business had been given along with the personal reflection of an individual’s experiences. The essay also talked about the notion of the cultural divide while addressing real life examples.   
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The results of the Hofstede Model
(Source: Hofstede Insights, 2024)
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