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Intercultural leadership refers to the ability to lead and manage efficiently in a diverse and multicultural environment. In today's globalised world, workplaces, organisations, and communities often consist of people from diverse cultural backgrounds. Intercultural leadership involves understanding, navigating, and leveraging these cultural differences to foster collaboration, communication, and success (Armstrong, 2020). 
Rath, Grosskopf & Barmeyer (2021) suggests that one of the key mechanisms of the intercultural leadership is make leaders culturally conscious.  They are aware of their own cultural biases and are open to indulgent and appreciating diverse cultural perspectives. This involves understanding and respecting the diversity of values, communication styles, customs, and behaviours.
Chan & Du-Babcock (2019) added by saying that cultural intelligence, or cultural quotient (CQ), is the capability to operate efficiently in diverse cultural settings. Intercultural leaders have high levels of cultural intelligence, enabling them to adapt to new cultural perspective, navigate different situations, and build positive relations with people from diverse backgrounds.
Furthermore, intercultural leaders build inclusive work-environments where individuals from different cultures feel appreciated and integrated. This involves promoting diversity and equity, identifying unaware biases, and nurturing a sense of belonging between team members (Hah, 2019).
Zander (2020) identified that, such leadership skills require leader those are flexible and adaptable in their leadership approaches. They comprehend that diverse cultural contexts may call for different methods to leadership, decision-making, and problem-solving. Moreover, in diverse teams, conflicts may occur due to cultural differences. Intercultural leaders are capable at managing and resolving conflicts in a way that takes into account the cultural issues at play. This may involve organising open dialogue; promote understanding, and finding common ground (Rüth & Netzer, 2020).
Besides intercultural leaders have a global approach, identifying the interconnectedness of the world and understanding the complexity of global trends on their leadership roles. They are experienced in international business practices and geopolitical dynamics (Strazovska & Sulikova, 2019).
With the interconnectedness of economies, businesses often operate on a global scale. Intercultural leadership is crucial for managing teams and organisations that spread in different countries and cultural backgrounds (Haber-Curran & GuramatunhuCooper, 2020).
Barmeyer, Bausch & Mayrhofer (2021) workplaces are getting more diverse, with workforce from various cultural, ethnic, and linguistic backgrounds. Intercultural leadership is indispensable for fostering a positive and comprehensive work environment where all individuals feel appreciated and can add their unique perspectives and talents.
Effective collaboration is the key to triumph in many fields. Intercultural leaders can bridge cultural gaps, facilitate communication, and promote thoughtfulness among team members, leading to improved partnership and synergy (Deardorff, 2020).
Diverse teams frequently bring a selection of view pints and ideas. Intercultural leaders can yield this diversity to stimulate originality and innovation by encouraging different prospective and methods to problem-solving (Kalabievna, Borisovna & Zinovievna, 2019).
Intercultural leadership increases global competence, which is the ability to navigate and operate in diverse cultural issues. This is critical for businesses and organisations aiming to grow internationally and connect with a diverse customer base (Deardorff & Jones, 2022, Jung, Kang & Choi, 2020).
Commander, Schloer & Cushing (2022) suggested that cultural differences can at times lead to misunderstandings and conflicts. Intercultural leaders are skilled in navigating and resolving conflicts, fostering synchronisation within the team, and preventing probable disruptions to efficiency. Furthermore, organisations that prioritise intercultural leadership are often more attractive to a various talent pool. Additionally, a positive and comprehensive organisational culture, fostered by intercultural leaders, can add to higher employee contentment and retention (Wilson, North, Morris & McClellan, 2020).
 As a South-Asian working woman who worked in multiple countries with diverse cultural and ethnic group I have a great deal of knowledge and experience of intercultural leadership. While my stay in Singapore, I briefly worked at the Alibaba, one of the top 10 most valuable companies in the worlds (Sihite, 2023). There I came to know about intercultural leadership. According to Alibaba (2022) the six primary philosophy of the company are deeply embedded in the rich tapestry of Chinese culture, shimmering enduring ideals that have been central themes during the nation's widespread history. While the company's base strongly aligns with Chinese culture, its success stems from its adeptness in embracing and adapting to diverse cultures. It actively integrates these external influences into its corporate culture. The integrated management strategy fostered innovation within the company, enabling Alibaba to flourish on a global scale. Additionally, in my graduation and post-graduation education I learned the theories regarding intercultural leadership and management. 
During the formation of Alibaba, Jack Ma encouraged the group but stayed strict where he needed to be. If we look at the Western companies, they typically have two co-founders whereas in Alibaba hey have 18 co-founders which is more group oriented Chinese Management style. According to Hofstede’s Cultural Dimension theory (Gerlach & Eriksson, 2021) Chinese leadership represents collectivism over individualism and that’s how Alibaba is a 1.54 trillion HKD business (Konard, 2023). Erisman (2022) also recognised that recruitment policy in Alibaba is focused to construct all-star team rather they determined on a common goal and less on themselves. 
The former CEO has incorporated Dr. Milton Bennett's Development Model of Intercultural Sensitivity (DMIS) into the company culture (Bennett, 2021). This communication style discourages ethnocentrism, where one's culture is seen as central to reality, and promotes ethno relativism, where one's culture is compared in relation to the context. In fundamental nature, it guides Alibaba's employees to grip cultural differences rather than avoid them, fostering a culture that values all employees, despite of their background. Following this model allows Alibaba to set up a strong organisational culture.
In 1976, anthropologist Edward T. Hall introduced the model of high and low context in cross-cultural communication. According to Hall, certain cultures rely on high-context communication, where the importance is on tone rather than unambiguous content (Lifintsev & Wellbrock, 2019). Alibaba has established high-context communication effectively, mainly through oral communication. The company adopts a high-context communication style in specific countries, such as Japan, China, Brazil, and Spain. Additionally, this method is employed tactically, for instance, when addressing persistent behavioural issues that call for adjustment (Harold & Stephenson, 2019).
Conversely, Hall noted that in low-context communication, the consequence of words takes preference over underlying tones. The proponents of this communication style state the importance of clear and unequivocal communication, akin to high-context communication. Alibaba adopts a low-context culture of communication when it is appropriate, particularly favouring it in written communication (Jung & Lee, 2020). This form of communication is employed in cultures that align with it, surrounding many Western cultures.
In 1973, Geert Hofstede introduced the cultural dimensions theory, which classifies cultural dimensions into various categories. Initially, these categories included individualism-collectivism, uncertainty avoidance, power distance, and masculinity-femininity. Later on, a long-term orientation dimension was added to the original paradigm. Subsequently, Hofstede further developed the model by adding another dimension termed self-restraint. His significant work is cited by 45 new writers every day (Purwanto, 2019). Many organisations, particularly those involved in multicultural communications and relations like Alibaba, utilise this theory.
The first dimension in Hofstede's cultural dimension is the power distance index, which denotes the degree of inequality among individuals with more and less power. This dimension ranges from societies that hold hierarchy to those that prioritise egalitarianism. Western countries tend to have a low power distance, while Asian and developing countries often display a higher power distance. Alibaba has excelled in a multicultural environment by employing various strategies modified to different regions. The company also adapts its approach to power indexes in diverse branches, aligning with the cultural nuances of its diverse settings (Brown et al, 2022). 
The second aspect of Hofstede's cultural dimensions theory is Individualism versus Collectivism. Individualist’s priorities personal objectives over group objectives, while collectivists prioritise group goals over individual achievements. In societies favouring capitalism, Individualism tends to take preferences, while in those accepting socialism; group goals are given greater significance. Alibaba, a Chinese company, adeptly navigates these cultural dimensions, uplifting Individualism in foreign markets like the US while maintaining a collectivist method locally.
The third category in Hofstede's theory is the Uncertainty Avoidance Index, which evaluates the forbearance for risk in cultures with low uncertainty avoidance and applying more limitations for those with high uncertainty avoidance (Ng & Lim, 2019).
The fourth dimension in Hofstede’s Cultural Dimensions Theory is Masculinity versus Femininity. Masculine cultures highlight distinctive gender roles, associating power with masculinity, while feminine cultures view all genders as equal and prioritise a high quality of life. In its global business, Alibaba analyses cultural features and combine them with the company’s principles to align with the goals of diverse cultures.
diverse cultures. Cultures with high ambiguity evasion tend to reduce risks through strict rules and policy, while those with low ambiguity avoidance clinch suppleness and intuition in decision-making. Alibaba tailors its method, setting less severe conditions for 
Long-Term Orientation, not primarily part of Hofstede’s theory but added later, distinguishes cultures based on their focus on either long-term or short-term goals. Alibaba categorises cultures into these teams and customises its communication and services consequently, offering services that cater to direct satisfaction or long-term use.
The last dimension added by Hofstede in 2010 is the Indulgence versus Restraint category, which reflects individuals' ability to control their requirements. Indulgent societies, widespread in the West, have fewer boundaries, allowing people to act according to their will without harming others. In compare, restrained cultures, such as those in the China and Middle East, stick to cultural attitude and religious boundaries. Alibaba, founded in a restrained cultural environment, has modified some practices in Asia to more tolerant methods in Western countries (Pirlog, 2020).
Cultural and institutional differences have a insightful impact on leadership and management approaches. Accepting and navigating these differences are crucial for leaders and managers working in different environments. 
Communication methods differ across cultures. In some cultures, communication is direct and explicit, while in others, it may be more implicit and indirect. Leaders must regulate their communication style to sustain with cultural prospect. In a high-context culture, for instance, leaders may rely on non-verbal cues and shared context, while in a low-context culture, explicit communication is essential. For instance, during my employment in Alibaba, I learnt that it is a common practice in Chinese culture to have a small talk before turning to serious negotiations. Furthermore, nonverbal communication in China is very important during business meetings. Instead of expressing their feelings out loud, they will use body language, tone of voice, and facial expressions. When someone frowns, for example, it illustrates that they disagree with what other’s said or are perplexed.
Some cultures value consensus and group decision-making, while others may prioritise individual decision-making or hierarchical decision structures. Leaders need to be conscious of and respect these cultural preferences. In some cases, decisions may engage broad discussion, while in others; leaders may need to make decisions separately. From observation, I identified that decision-making process are lengthy in Alibaba compared to the businesses in Europe. In China, there is a tendency to emphasise the details of a matter, with individuals looking for guarantee that every feature has been carefully evaluated before getting any conclusions. This commonly involves revisiting previously addressed issues from the outset, restarting the assessment procedure, and starting a complete chain of negotiations once more, according to Hofstede’s cultural dimension this represent collectivism approach (Khastar et al, 2011). 
Cultures differ in their tolerance for power imbalances and the scale to which subordinates supposed to be consulted. Clearly, China shows the highest degree of power distance. The CEO of Alibaba strives to institute a workplace with low power distance and often embraces a decentralisation approach.
In addition, cultural attitudes toward work, reliability, and time management vary. Some cultures emphasis a strong work ethic and punctuality, while others may accept a more relaxed approach to time. Leaders must appreciate and hold cultural differences in work practice. This may engage setting clear prospect, giving flexibility where needed, and acknowledging different approaches to time management. Cultures vary in their orientation toward individualism or collectivism. China follows a collectivistic cultural orientation, consequential in a decision-making system centred on consensus building. Westerners distinguish this method as unproductive and overly time-consuming. Leaders need to adapt their management style to align with cultural preferences. In individualistic cultures, acknowledgment of individual achievements may be more outstanding, while in collectivist cultures, teamwork and group achievements may be highlighted. 
Diverse cultures may have separate expectations for leadership styles, such as charismatic, transformational, or participative leadership. Leaders should be cognisant of cultural prospect and regulate their leadership approach, therefore. For instance, a directive leadership approach may be more conventional in some cultures, while a collaborative style may be likely in others. Due to power distance approach in Chinese culture, Alibaba mostly uses Action-centred leadership focusing on team functions for effective the business. Leaders pay attention to the individuals within the team, fostering a positive and productive working environment. This includes developing team cohesion, promoting efficient communication, and addressing interpersonal issues (Hølge-Hazelton et al, 2021).
Cultural norms and values persuade how conflicts are alleged and addressed. Some cultures may prefer direct altercation, while others may circumvent open conflict. Leaders must possess expertise in resolving conflicts with cultural sensitivity. This could require identifying shared perspectives, showing respect for diverse standpoints, and using communication methods that match to cultural norms (Jackson, 2020).
Cultural factors outline what individuals find motivating and pleasing in their work. For instance, some cultures may value job security and steadiness, while others prioritise opportunities for personal and professional development. Leaders in Asian culture, especially in Chinese culture are comparatively autocratic in nature than Western business world (Rivers, 2019). According to author’s personal experience in Chinese culture people are assumed to have an aversion to work and require coercion, control, and guidance to align with the company's goals, which can be classified as theory X by Douglas McGregor (Daneshfard & Rad, 2020). Leaders must understand the motivational factors that resonate with their team members and tailor incentives and rewards accordingly.
Leadership and management practices are extremely influenced by cultural and institutional differences. Effective leaders accept and adjust to these differences, demonstrating cultural intelligence, flexibility, and consideration of the diverse contexts in which they function. This flexibility contributes to successful leadership in today's globalised and culturally diverse world.  
Wang and Goh (2020) referred cultural intelligence (CQ) as the capability of a person to function with people with different cultural background. In the business world, organisations often operate on a global scale. Cultural intelligence is essential for navigating diverse markets, understanding customer preferences, and effectively managing an international workforce. Yari (2020) suggests that effective communication is the cornerstone of successful relationships, both personal and professional. Cultural intelligence enables individuals to communicate respectfully and appropriately across different cultural contexts. Alam (2020) perhaps identified the most important aspect of cultural intelligence, which is to develop personal and professional endeavours, including international assignments, cross-culture communication etc.  
My personal experience of working in multiple countries with numerous people from different culture shaped culturally appropriate. My personal experience and academic knowledge facilitated me to collaborate with international collaborations and negotiation effectively. Furthermore, despite of knowing English language, I communicated in Hindi language in Dubai recently. I went there for a business venture and met Hindi speaking women, which help me to build trust and foster positive relationships. 
In addition, this helped me to understand the importance of creating inclusive work environment where people from different background feel appreciated and can contribute efficiently. Through my academic knowledge now I understand high CQ employees can promote a culture of imagination within teams, encouraging the exchange of ideas and perspectives that may not have emerged in less diverse surroundings. Pidduck et al (2022) believes that CQ promotes a complete atmosphere that values and compliments cultural diversity. In such an environment, individuals feel empowered to articulate their exceptional ideas and offer artistically without fear of judgment or prejudice.
In contemporary business world cultural intelligence is vital for managing and resolving conflicts in a way that compliments diverse perspectives and keeps optimistic associations.  Alexandra, Ehrhart & Randel (2021) also endorses my observation and suggested that high CQ leaders can arbitrate efficiently, finding common ground and facilitating solutions in cross-cultural conflicts.
As currently I’m doing MBA in International Hotel Management, knowledge and experience will provide me competitive advantage in term of getting a desirable job in hospitality sector. During my internship in under graduation, I worked at the Maldron Hotel Newcastle where I already shown my experience of dealing with pilots and cabin crews of KLM Airlines. As they were Dutch speaking people front desk manager requested my assistance in brokering the formalities of the hotel with them.
Cultural intelligence is decisive for success in our unified and culturally diverse world. It enhances communication, endorses diversity and inclusion, fosters innovation, and contributes to efficient leadership and partnership across borders. Developing and fostering cultural intelligence is an investment with comprehensive benefits for individuals and organisations alike (Susanto et al, 2020).
Leading and managing individuals from diverse cultural backgrounds is a component of intercultural leadership. Personally, I believe varied proficiency in a common language can guide to misunderstandings. Furthermore, different cultures interpret gestures, body language and facial expressions differently (Thompson, 2022). For example, in parts of Northern Europe, a quick and firm handshake is norm whereas same thing considered rude and aggressive.  
Moreover, cultural norms and values from different country can lead to misunderstandings about suitable behaviour and decision-making. Defined philosophy and stereotypes can influence how leaders distinguish and interact within internal and external stakeholders. Barreto (2021) suggested that using left hand for eating or other activity is considered rude in Middle East, South Asia and part of Africa. To exchange business card with Chinese and Japanese businesspeople it is necessary to use both hands. 
Diverse cultural backgrounds may employ a variety of conflict resolution techniques, from direct confrontation to avoidance. Different perspectives on authority may give rise to disagreements during the decision-making process. Besides, establishing trust can be demanding when team members come from different cultural backgrounds. I believe guaranteeing all team members feel included and valued regardless of cultural differences is a continuous challenge. Kita (2020) suggested that trust among cross-cultural team members can be established by showing empathy towards them. For example, if I have to manage an American person, I should meet the deadline as promised, providing them with straight, explicit and direct information. Trust will be destroyed if those people feel cheated.  
Diverse cultures may have different approaches to decision-making, with some cultures valuing consensus while others prefer authoritative decision-making. My personal experience and observation support Yang’s (2019) findings that Chinese culture is a strong example of collectivistic culture, where consensus decision-making approach is a common practise.  Usually, such approach takes time to come up with a final decision as Chinese people like to take decision in long-term basis. Such approach may consider inefficient in western culture but according to China patience is virtue. 
On the other hand, different cultural standpoints can lead to a better pool of data and inventive solutions. People from different cultural background can approach problem-solving in distinctive ways, enhancing the team's general resourcefulness. I learned that problem solving in Chinese culture is different than the western culture. In western culture problem solving is usually direct and focused most importantly short-term oriented. In contrast, Chinese people tend to discuss about the problem until they mutually come to an agreeable solution, as a result take time but is long-term oriented (Moustakas, Papageorgiou & Petry, 2022). 
Besides, having intercultural intelligence for a leader is vastly important in contemporary business world as such skills enable them to understand and navigate global market. Moreover, it can be adept at overseeing diverse teams can react more efficiently to changes in global markets. Kiersch & Gullekson (2021) suggests that cultural intelligence equips a leader to work effectively and respectfully with employees of diverse culture. Leaders should adept cultural intelligence to help their subordinates develop and grow by sketch out the unique features that make each person strong.
A diverse environment fosters a sense of belonging, creating to elevated employee engagement and morale. Introduction to different cultures offers constant learning opportunities for the team. Li et al (2021) added by saying that cultural leadership can assist businesses by encouraging collaboration, creativity and performance. Intercultural leadership challenges can provide as opportunities for personal and professional improvement. To me, leaders who can steer diverse environments grow important flexibility skills.
In near future I would like to take cultural competence training to enhance cultural sensitivity and awareness. Moreover, to minimise misunderstanding I’ll work to promote open and transparent communication. I would like to promote the progress of cultural intelligence which includes accepting cultural differences and adapting behaviour accordingly.
Intercultural leadership offers various advantages but requires cautious navigation of challenges. Successful leaders in multicultural atmosphere must prioritise cultural understanding, communication and the creation of a comprehensive and sympathetic work environment. By doing so, I can exploit the full potential of a diverse group and flourish in a globalised world.
As I previously mentioned my internship in the Maldron Hotel Newcastle, I witnessed and actively participated in the brokering during cultural integration while they were trying to expand operations to a new international location. During the internship we have had a team of hospitality professionals from different cultural backgrounds including Mexico, China, UAE and France. 
As the hotel staffs were trained according to European service standards and they were not that much familiar with Asian and Middle Eastern etiquette and customs. Since my working experience with Chinese people and a follower of Islamic religion I offered my assistance at the front desk.  Top of Form

After that, I helped than GM of the hotel to communicate with the Mexican delegates. In my under graduation programme, I learned Spanish language that helped me to engaged in the brokering of ideas across two different background people. 
The Maldron Hotel Newcastle’s menu was initially designed with a focus of western dishes which received a mixed review from the culinary team. As a result, culinary team conducted market research where, I worked as a brokering agent to convey their research on local people and help them get feedback from the local people about the menu. 
Initially hotel overlooked the importance of celebrating cultural festivals. But the expert team highlighted the importance of celebrating those festivals, which includes organising events, themed decorations and special menus to ensure that everyone feed valued and included. During the process I helped both parties in communicating the ideas and information. 
 After appearing the Intercultural Leadership in the Age of Globalisation module in MBA, I came to know that during the scenario of brokering ideas among the hotel and hospitality team I worked as complexity leader. Tourish (2019) defined complexity leadership as a leadership concept the emerged in reaction to the challenges posed by dynamic and intricate environments. Contrasting traditional leadership models that highlight hierarchical management control and linear investigation, complexity leadership identifies that organisations function in multifaceted, changeable systems where change is continuous (Benmira & Agboola, 2021, Donohue, 2021).
In another instance while working in the front desk I helped front desk manager to communicate with the KLM crews to fill the reservation forms and conveyed their requirements towards the hotel. However, despite establishing in such a vibrant place hotel management did not take any necessary measures to make their employee multi-lingual or culturally intelligent. If I were in that situation again and had enough authority, I would have provided enough training and guidance so that employees became culturally intelligent. 
Tsai et al (2019) suggested that complexity leader understand that business is surrounded in vibrant and changeable atmosphere. They prioritise adaptableness and are willing to experimentation and learn from previous experiences. Bäcklander (2019) supported and added that such leaders acknowledge that leadership can appear from diverse individuals and levels within an organisation. It involves a more spread and combined approach to problem-solving.
Intercultural leadership is a multifaceted concept involving the effective management and leadership in diverse and multicultural environments. The contemporary globalised world has led to workplaces and organisations being composed of individuals from various cultural backgrounds. The ability to navigate and leverage these cultural differences is crucial for fostering collaboration, communication, and overall success in such environments.
The essay highlights key components of intercultural leadership, beginning with the importance of cultural awareness. Leaders must recognise and understand their own cultural biases while being open to appreciating different cultural perspectives. Cultural intelligence (CQ) is introduced as a critical aspect, emphasising the ability to function effectively in diverse cultural settings. Intercultural leaders possess high levels of CQ, enabling them to adapt to new cultural contexts and build positive relationships.
Creating inclusive environments is another vital component, involving the promotion of diversity and equity, addressing unconscious biases, and fostering a sense of belonging among team members. Adaptability and flexibility in leadership styles are emphasised, acknowledging that different cultural contexts may require distinct approaches to leadership, decision-making, and problem-solving.
The case study of Alibaba illustrates how the company integrates Chinese cultural principles into its foundation while remaining adaptable and receptive to diverse global cultures. The discussion includes the company's focus on a collective management style, as opposed to the individualistic approach often seen in Western companies. The incorporation of cultural theories, such as Hofstede's Cultural Dimensions, is explored to understand how Alibaba tailors its strategies to different cultural contexts.
The essay delves into the impact of cultural differences on communication styles, decision-making processes, and work habits. It emphasises the need for leaders to adjust their communication styles based on cultural expectations, such as the importance of small talk in Chinese culture. Decision-making processes in Alibaba are discussed, highlighting the collectivistic approach that involves extensive consultation and consideration of various perspectives.
Cultural intelligence is presented as crucial for conflict resolution, with intercultural leaders navigating conflicts with cultural sensitivity. The essay notes that conflicts may arise due to cultural differences, and intercultural leaders excel in managing and resolving these conflicts by facilitating open dialogue, promoting understanding, and finding common ground.
Cultural factors are shown to influence what individuals find motivating and fulfilling at work. The essay highlights the need for leaders to understand the motivational factors that resonate with their team members, tailoring incentives and rewards accordingly. Different cultural expectations for leadership styles, such as charismatic, transformational, or participative leadership, are discussed.
The essay introduces the concept of complexity leadership, emphasising the importance of adaptability and a collaborative approach to problem-solving in dynamic and intricate environments. The mention of future strategies includes the intention to take cultural competence training to enhance cultural sensitivity and awareness, promoting open and transparent communication to minimise misunderstandings.
The impact of cultural differences on communication styles, decision-making processes, and work habits is emphasised. The role of cultural intelligence in conflict resolution, motivation, and fostering creativity is explored. The personal experiences of a South Asian working woman working in diverse cultural settings further illustrate the significance of cultural intelligence and intercultural leadership.
The essay concludes by underlining the benefits of cultural competence, the challenges of intercultural leadership, and the need for leaders to prioritise cultural understanding, communication, and creating inclusive work environments to maximise the potential of diverse teams in a globalised world.
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