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Introduction
Leadership is a multifaceted concept impacted by different factors, such as institutional and cultural perspectives. This section will analyse how the approach to leadership is affected by national and organisational culture in the two selected organisations. It will examine the impact of cultural factors on leadership practices within the two organisations, pinpointing the differences and similarities in their approaches. Through analysing the current research and literature, this review aims at providing insights into how institutional and cultural factors shape applied leadership approaches and their effectiveness within different contexts. The organisations to be examined are Mcdonald's Corporation and Starbucks. The essay will review how the leadership path is impacted by the Starbucks and Mcdonald's organisation culture.
Most researchers have documented the solid relationship between organisational culture and leadership approaches. There are two diverse perspectives n literature in terms of the way a culture originates and if leaders play any role or effect in shaping organisational culture. According to Acar (2012), the culture is the organisation itself, and it has the capacity to manipulate the leadership approach adopted in some way. Also, some studies argue that organisational leaders can shape and impact the institution's culture (Acar, 2012). Leaders dictate and maintain the organisation's goals, values, visions and missions and create the organisation's culture.
When researching the influence of organisational culture on the adopted leadership approaches, Alas et al. (2011) noted a solid relationship between organisational culture and the effectiveness of leadership and the leading approach used by the managers of big organisations. The results of this study indicated that organisational cultures impacted the leadership style (Alas et al., 2011) 
Starbucks and McDonald’s Overview
The selected organisations to be examined on how the culture and institutional perspectives impact the leadership approaches are Starbucks and McDonalds. Starbucks is an American company that is termed one of the biggest coffeehouse chains and one of the most famous brands in the world. The industry sector of this organisation is the retail coffee and snacks store industry. Its headquarters are located in Seattle, Washington. The organisation was founded by Jerry Baldwin, Zev Siegl and Gordon Bowker in 1971 and sold to Howard Schultz in the 1980s (Lemus et al., 2015). The organisation has had several CEOs since its foundation (Lemus et al., 2015). The company has over 80 nations and over 33,833 stores (Lemus et al., 2015). The organisation deals in selling beverages such as coffee and official Starbucks merchandise such as scoops, mugs and tumblers. The purpose of Starbucks, as they outline it, is to formulate moments of connections with the clients and stores worthy of being their Third place as well as accumulating profitable growth aimed at building and sustaining the future of the organisation (Lemus et al., 2015). The organisation is aimed at creating a culture of belonging and warmth where everyone is welcome. The current chief executive at Starbucks is Laxman Narasimhan, who has taken over from Howard Schultz.

McDonald's Corporation was founded by Richard and Maurice McDonald in 1940. It is a multinational fast-food chain. The organisation is one of the world's largest fast-food restaurant chains, which serves more than 69 million customers daily and operates in more than 100 nations (Tien et al., 2020). The organisation is best known for French fries, hamburgers and cheeseburgers, even if it sells other items. The purpose of this organisation, as outlined by them, is to feed and foster communities. It recognises itself as the leading worldwide foodservice retailer (Tien et al., 2020). The current chief executive of Mcdonald's Corporation is Chris Kempczinski   
 
Leadership approaches
According to Potluka (2021), leadership is not just a position meant for a particular individual; it is the capability, skills, and ability that individual possess and their potential to lead others. In the organisations explained above, the leaders are mandated to manage resources, manage conflict, assess performance, and align the organisation members to their responsibilities (Ruzgar, 2018). This means that the leadership approach adopted by any particular organisation has the power to influence the subordinates towards the set organisational objectives. According to Potluka (2021), the adopted approach by the organisation leaders in giving directives may impact the organisation's performance. On the other hand, organisational culture affects the approach of leadership adopted. The selected contrasting leadership approaches to be analysed in this paper are transformational leadership and autocratic leadership approach as applied by the mentioned organisations. Both leadership approaches have disadvantages and advantages and are impacted by the organisational culture. 
Transformational leadership approach can be defined as a leadership style that results to change in individuals and social systems. This means that it enhances the morale, motivation and performance of the followers through various mechanisms, such as bonding the organisation members' sense of identity and self to the mission and vision of the organisation. Therefore, leaders who adopt this kind of leadership approach become role models to their followers by inspiring them and challenging them to perform their duties diligently. This relationship between the leaders and the members enables the leaders to understand the strengths and weaknesses of their workers, therefore, aligning them with tasks that optimise their performance (Peng et al., 2021). According to Kwan (2020), leaders who adopt this kind of leadership approach are visionary, creative thinkers and risk-takers whose aim is to collaborate with the organisation's members. This approach is focused on the connection between the organisation members and their leaders (Eliyana & Ma’arif, 2019). In most cases, when the organisation's culture portrays a close relationship between workers and leaders, and there is communication and interaction between the two on how the objectives set by the organisation will be achieved, the approach adopted by the leader is transformational.
Autocratic leadership is the other leadership approach reviewed in this paper concerning how the cultural and institutional perspective impacts it. This is a boss-centered leadership approach. According to Caillier (2020), organisation leaders who adopt this leadership approach believe they are all-knowing. An organisation's culture may have led to adopting this leadership approach; it applies where the organisation experience limited flexibility. Leaders who employ this approach make decisions independently and do not involve the organisation's members. Callier et al. (2020) refer to this as the command and control approach. This indicates that the workers have little to no say in the organisation's decision-making process and will interact less with their leaders than with transformational leadership. Organisations that adopt this kind of leadership are very retrogressive as they fuel workers' disgruntlement, as most of the decisions made do not favour the interests of the workers. This is because the leaders do not embrace employee consultation; therefore, they are unaware of the problem that may lead to reduced productivity.
 
Starbucks Organizational Culture and Leadership Approach
Culture originated from researching national and ethnic differences in anthropology, social psychology and sociology. Organisational culture dictates what is acceptable and not, unimportant, and important, unworkable, and workable, right and wrong in the organisation. Most literature dictates that culture impacts leadership styles and individuals' daily lives. The organisational culture formulates the frame for employees and their leaders. The notion of organisational culture has received great significance because it has enabled an easy understanding of human systems and organisations, making it easy for leaders to understand what approach to adopt. According to Hofstede (2011), culture at an organisational level is the collective programming of the organisation members' minds through which one group member differentiates itself from other groups, similar to the national culture definition (Lemus et al., 2015). This means that different organisations have got different cultures. However, organisations are less sophisticated and diffuse than a nation (McSweeney, 2002). According to Schein (2004), organisational culture is a trend of shared basic assumptions that a group discovered as it tried to solve the organisation's problems related to internal integration and external adaptation, and it worked perfectly and, therefore, got adopted by the organisation. Organisational culture is significant in integrating internal processes such as the adopted leadership style.
The organisational culture of Starbucks corporation is one of the most unique traits of the organisation. This organisation's culture influences the leadership approach adopted by the former chief executive. It impacts the business and personal performance through customs, values, behavioural expectations, and traditions in the business context. The aim of Starbuck's organisational culture to uphold a culture of diversity, belonging, and inclusion impacted the choice of leadership approach that the Chief Executive, Howard Schultz, had to adopt. The organisation embraces a transformational leadership approach as the former CEO aimed to develop and bring a vision to reality through a partnership with Starbucks workers (Leinward & Davidson, 2016). The organisation's culture is a combination of the three aspects specific and unique to the nature of the coffeehouse chain business (Harvard et al., 2016). Howard's vision was to make Starbucks a third place between home and work, and for him to achieve this, he had to create a transformational work environment at Starbucks, which resulted in a large coffee empire.
The organisation's internal cultural situation is portrayed through the organisation's human resources development programs and baristas' interactions with clients. One of the values adopted by the organisation is servant leadership, which is characterised by the behavioural manifestation of the firm's organisational culture among leaders, both team and corporate leaders. Through adopting transformational leadership, managers, supervisors, and leaders enhance support for the subordinates and staff to ensure that each worker grows in the business organisation. According to Chaidir and Ahman (2019), leadership skills are gained gradually and not inherited; therefore, the transformational qualities possessed by Howard are a core component of Starbuck's operations. This organisational culture has made it possible for Starbucks workers to acquire health care benefits and stock options as the organisation refers to its workers as "partners."
As noted by Saleh et al. (2018), a firm uses a transformational leadership approach to push workers to achieve the set organisational goal by ensuring they are motivated to perform towards those objectives with limited resistance. Howard enhanced this through motivation and positive influence towards the organisation's workers to achieve their best. The culture of Starbucks is the employees' first approach which aligns with Starbucks's social responsibility strategy and corporate citizenship. The concept of caring for the workers as a means of optimising customer satisfaction and human resource morale. To achieve this, Howard had to adopt a transformational leadership style as he believed the adoption of this trait of the firework culture would show that employees are cared for and thus would translate to them caring more about the customers. As dictated by the transformational leadership theory, Howard was able to acknowledge the limitations and abilities of Starbucks workers before being assigned duties, which increased their productivity (Abdeldayem & Aldulaimi, 2022) 
According to the path Goal theory, most successful organisations have leaders who motivate their workers by forming a clear vision and path (Priyowidodo, 2021). The study by priyowidodo (2021) states that leaders have the mandate of influencing and encouraging their followers and supporting them towards attaining the set objectives by ensuring that the path towards the set objectives is precise and easy. Therefore, according to the theory, leaders must influence their followers' perception of the set objectives. Starbucks has upheld this through a relationship-driven approach culture that enhances friendly and warm relationships. For example, at the firm's café, baristas exhibit friendly and warm bonds with each other. This company's corporate culture trait is portrayed even to the clients. This work culture has improved the core competencies and competitiveness among other companies. The former CEO concentrated on satisfaction, trust, and outcomes to build workers' commitment to Starbucks, which assisted in reducing employee turnover and assisted in retaining employees aligned with Starbucks's brand and vision. The path-goal theory's core trait, as Howard portrays, is that leaders motivate their workers towards achieving the set objectives by monitoring the outcome of their work and activities (Sadide et al., 2019). The theory further explains that leaders applying a transformational approach have to have behaviours that can be applied to increase the follower’s output.
Another aspect of the culture of Starbucks is communication and collaboration, whereby the organisation enhances collaborative approaches by ensuring effective communication. This can only be achieved through the adoption of a transformational leadership approach. Therefore, it has created a frame between leaders and employees. This organisational culture's easiness has allowed communication between subordinates, managers and leaders, positively influencing the work attitude and behaviour. The established good relationship between employees and managers has reflected in accomplishing the organisation's objectives and employees' productivity. According to Buil et al., (2019), there is a huge dependence between organisational leadership approach and employees' productivity. The study was aimed at understanding how the adopted leadership approach, as influenced by the cultural and institutional perspective, relates to the employee's productivity(Buil et al., 2019). The research found that adopting a transformational leadership approach greatly boosted employee productivity, particularly when leaders inspired their workers, supported them with idealised influence and made sure that they were intellectually stimulated (Buil et al., 2019). This made them stay committed to the general objective while working in groups or individually.  
Mcdonald's Organizational Culture and leadership approach
The organisational culture of McDonald's is aimed at supporting the firm's industry positioning goals. Considering this is one of the largest players in the world's fast-food restaurant market, the firm uses its business culture to attract clients and qualified workers. The organisation's culture defines the values, traditions and habits that impact workers' behaviours and the leadership approach Mcdonald's management and leaders use. The leadership approach utilised in Mcdonald's restaurants is autocratic (Chukwusa, 2018). This means the crew members are not allowed and involved in the organisation’s decision-making process (Chukwusa, 2018).In this organisation, leadership goes beyond the manager and trickles down to each and every worker. This type of leadership approach is the complete opposite of the transformational leadership style used by Starbucks. However, it is important to note that autocratic leadership can sometimes be effective in organisations where the leaders adopting it are knowledgeable and experienced about the situations surrounding the decision in question and the instances where the decision must be made smoothly.
The culture of the organisation is supportive of learning. The company's continued evolution reflects effectiveness in utilising corporate culture to attain the desired levels of human resource abilities and to strengthen the organisation's competencies. This impacted the choice of the leadership approach whereby Skinner, a charismatic leader, adopted an autocratic leadership style to set strict and clear policies for the organisation and ensure that every employee conform. Through these stick policies, the employees are forced to ensure efficiency in service and production. This has enabled the organisation to create a reputable image in the business. The organisational culture of Mcdonald's supports operational efficiency as a way of maximising productivity. However, a study conducted by Hurduzeu (2015) that examined employees' productivity in response to the adopted leadership approach concluded that leadership approaches cause both decreases and increased workers' productivity considering the present situation and environment of operation. The study was focused on authoritarian leadership, where the leader makes all the decisions, as in the case of Mcdonald's. The findings of the research showed that this leadership approach is also effective in enhancing productivity, primarily when leaders utilise it to clarify the critical goal of the organisation or when the firm is in a state of instability (Hurduzeu, 2015).
The research also showed that an authoritative leadership style could result from reducing productivity if overused, resulting in negative employee feedback, reduced morale, and rebellion. McDonald’s employs this kind of leadership approach to ensure that the workers are goal oriented. However, the new CEO, Chris Kempczinski, conducted a meeting to discuss this leadership style, where all the decisions are made by top management without consulting the subordinates. The culture of this organisation impacts the leadership approach as the company does not consider the suggestions of its workers when implying changes in the working practice. This might impact on the working conditions of these workers as they lack the opportunity to air their grievances, increasing the chances of employee oppression. However, McDonald's employees enjoy the advantage of being notified about the changes that are about to be implemented.
Conclusion
   	The essay has reviewed how the approach to leadership is impacted by the Starbucks and Mcdonald's organisation culture. Through analysing the current research and literature, this review aims to provide insights into how institutional and cultural factors shape applied leadership approaches and their effectiveness within different contexts. The selected contrasting leadership approaches to be analysed in this paper are transformational leadership and autocratic leadership approach as applied by the mentioned organisations. Both of these leadership approaches have disadvantages and advantages and are impacted by the organisational culture. The organisational culture of Starbucks corporation is one of the most unique traits of the organisation. This organisation's culture influences the leadership approach adopted by the former chief executive. It impacts the business and personal performance through customs, values, behavioural expectations, and traditions in the business context. The organisation embraces a transformational leadership approach, as the former CEO aimed to develop a vision and bring it to reality through a partnership with Starbucks workers. The organisational culture of McDonald's is aimed at supporting the firm's industry positioning goals. Considering this is one of the most significant players in the world's fast-food restaurant market, the firm uses its business culture to attract clients and qualified workers. The leadership approach utilised in Mcdonald's restaurants is autocratic. This means the crew members are not allowed and involved in the organisation’s decision-making process.

Task two 
Leadership competence is defined as the leadership quality, skills and knowledge that make it possible for leaders to effectively influence and lead others towards achieving a certain goal. It is composed of various aspects of leadership. For instance, in decision-making, the leader is supposed to come up with a strategy to use while making the decision regarding the group members. Will the leader make all the decisions alone, or will they involve the group members? In most cases, the leader makes decisions based on the member's perspectives; the decisions are usually data driven. In the case of intercultural management and leadership, this competence tends to play an essential role since leaders are usually associated with group members from all cultural backgrounds. Therefore, as a leader, you should be able to understand almost all the aspects of the group members regardless of their cultural backgrounds. For instance, while making decisions, the leader should ensure that the views of all group members are treated equally; in many cases, leaders have shown failure in equity while making the decision by failing to understand people's culture. Implementing and understanding leadership competence will assist the leaders in solving the issue. In this section, I would like to critically analyse leadership competence and its implications on intercultural management and leadership. 
Leadership competence and their implications 
Cultural awareness and intelligence; leaders who have been effective in their intercultural abilities tend to have a high level of cultural awareness and intelligence. This seems to assist them in understanding the different group members' beliefs, values and ways of communication. When the group members plan to accomplish their goals, they tend to have a strategy. Effective leaders, before implementing this strategy, tended to collect information from the group members to understand if any group members were uncomfortable with the decision the group was about to take (Milhem,2019). For instance, the group members may be decided to be meeting in all seven days of the week, but there are several group members from different cultures who believe that people should only work for five days and rest for two days while they have time to worship their gods. As the leader, you should come up with strategies on how to deal with these cases. Therefore, the implementation of leadership competence will enable the leaders to be adept and implement a leadership style that will be favourable to all team members regardless of cultural differences. This aspect tends to have different implications on leadership; if the leader understands the culture of the group members and maintains their intelligence, they are likely to build trust among the group members (Rüth, 2020). In many cases, leaders serve as an example in which the group members tends to copy their behaviour; it's likely that if the leader respects all the group members regardless of their cultural difference, it's more likely that the other group members will start respecting their group members. This will result in a positive working place that is conducive for all group members. The conflicts among the group members due to the respect and trust built among the group members will reduce, leading to a collaborative working environment, thus enhancing the performance of the group members. As expected, when there is a conducive working environment, performance will definitely be enhanced. 
Communication skills: for intercultural leadership, there should be effective and clear communication skills. As an effective leader, you should be well-equipped with both verbal and non-verbal communication skills. This will assist you in dealing with the language barriers while passing messages to the group members. As a way of interacting, the leaders should be able to understand some concepts from the members of different cultural groups. For instance, the leader may tend to understand the way the group members greet each other when they meet; they will enable the group members to see this leader as one of the group members, making them have no fear while communicating with them. In case of any language barriers, the leaders should be able to detect them and strategies to deal with them; this will enable all the group members to receive or pass any unqualified message from or to the other group members. From my perspective, for leader to enhance their leadership styles, they should implement and adapt to different communication styles that are effective for all group members who are from different cultures (Urciuoli, 2020). The aspect of communication skills tends to have different kinds of impacts. There are reduced cases of miscommunication since the message passed from one group member to another group member is clear and effective. The adaptation of different communication approaches will enable the group members to engage in peaceful conversations and dialogues that aim to have a deep understanding of one's culture. As a result, a collaborative and conducive working environment will emerge, and the appreciation of views from other group members will also grow. 
Emotional empathy and intelligence; for one to be an effective intercultural leader, one should be in possession of high emotional intelligence to understand and navigate other people's emotions, especially those from different cultural groups. The leaders should be sensitive to understanding changes in the emotions of other group members, especially while communicating; the leaders should be able to evaluate the emotions of the group members and make the required changes. The leaders should also be able to manage their emotions, especially while communicating; they should avoid emotions to control them, which may make them angry with the group members leading to miscommunication or even conflict between the leaders and the group members. Therefore, as they focus on recognising and managing other people's emotions, they should also be able to manage theirs to enhance emotional empathy within the team (Moon, 2021). Various impacts may arise from this aspect of emotional intelligence and empathy, including creating a supportive working environment among the group members. This will result in the emotional support they receive from their leaders, making them feel motivated and valued, leading to a higher level of engagement and productivity within the team. The team members will also have an open relationship with their leaders, where they can discuss the issues affecting their emotions. From my perspective, leaders should not only focus on the task-oriented type of leadership; rather, they should focus on utilising a relationship-oriented type of leadership where they have an opportunity to discuss issues affecting the emotions of their group members and develop a strategy on how to deal with these issues. 
Flexibility and adaptability; for the case of intercultural leadership, I believe flexibility is a necessity. The leaders should be able to easily adapt to the different styles of working, practices and customs. The leaders should be able to adjust from one leadership style to another in favour of the group members. This is a clear indication that the leadership style the leader is using at certain events that are related to one of the cultures of the team should be different to the one they use in the event related to other cultural groups. As a result, effectiveness will be enhanced among the group members (Koekemoer, 2021). the same cases apply when leaders are making decisions; the leaders should be able to adjust their decisions to cater for the needs of other people from different cultures. Therefore, the leader should ensure that the decision they made is not firm; that is, they cannot only stand with it, but rather changes can be made to it to ensure that all people's expectation and needs in the team, regardless of their cultural background, they are catered for (Swanson, 2020). This aspect tends to have some impact on leadership; this includes; they tend to give the opportunity to people of different cultures to exercise their innovative skills by capitalising on their strengths. This opportunity tends to assist the group members in finding a unique solution once they encounter a certain problem that is affecting them without waiting for their leader to decide on how to deal with the problem. In terms of management, when the leaders are flexible, they are able to learn new strategies from other diverse communities. 
Conflict management; as an intercultural leader, the leaders should have the ability to solve the conflict that emerges within the team members. The leader should solve this conflict in an equal way. The leaders should have the capability to unite the group members after they have solved the problem. Thus, the method utilised by the leaders should be peaceful ways of conflict management. These ways include negotiation and mediation (Curcija,2019). Conflict management seemed to have various implications on the leadership. These effects are mostly positive. They consist of the creation of a positive workplace for the group members. Also, there were enhanced relationships between the team members. In many cases, when there has been a solved dispute between the two team members, their relationship usually improves. 
Self-assessment tools 
From the modules, I learnt different types of assessment tools that are utilised in managing and leading diverse cultures. The tools are mainly utilised with one primary purpose; that is, to understand and evaluate the dynamics of intercultural leadership. They evaluate both the leaders and the team members of a certain group. In the module, I was able to identify different types of self-assessment tools that could be utilised for this purpose. This includes. 
The cultural intelligence assessment: is mainly used for the purpose of measuring leaders' ability to perform effectively in diverse cultural situations. That is the leader's ability to administer to people from different cultural backgrounds. I learnt that this tool utilises the four dimensions of cultural intelligence in the evaluation. That is, cognitive- if the leaders or the group members are able to gain knowledge while using the available information; metacognitive- are they able to think about any goal or any vision they could be having, does the group have a purpose; motivational, as the name suggests, are the group members and leaders able to motivate each other, and finally there is behavioural- are the leaders being able to influent how the group members interact with each other (Yari, 2020). By utilising the four dimensions, the cultural intelligence assessment tool will be in a position to identify the areas of strengths and weaknesses for the leaders, making it easier to indicate the areas that need improvements for the leaders to work on them. Therefore, if the leaders utilise this assessment tool, I believe they will have the ability to evaluate their intercultural competence, thus assessing the required training for the purpose of improving the areas that need improvement. 
Intercultural development inventory is the second assessment tool I learnt about. The tool is usually used in measuring the leader's steps in intercultural implementation and development. It seems to provide a framework for how leaders engage with different individuals from different cultures (Armstrong, 2020). During the development stages of intercultural, this type of tool is most applicable since it will enable the leader to assess the area that needs improvement and not proceed to the next stage if the issue is not addressed. Therefore, it will help oneself as the leader to gain views related to intercultural competence, thus addressing the gaps that need to be filled for the purpose of bridging the two leadership practices. 
The global competence inventory: is a type of assessment tool that plays a vital role in assessing the mindset of leaders in relation to global matters. It tends to evaluate different aspects of the leaders, such as the leader's global strategic thinking and cross-cultural communication (Engel, 2019). From my perspective, I believe that if the leader utilises this type of tool, they will be able to assess the readiness ability towards multicultural situations. This will enable the leaders to understand areas that need improvement. Finally, it's important to understand that when using these tools, the specific purpose of evaluation should be considered together with cultural context to ensure that the assessment tool is focused on supporting the development of the leadership rather than raising biases within the leadership.
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