             University of Wales Trinity Saint David







The impact of cultural and institutional perspectives on approaches to leadership







       



                                                                      Student name: Silvia Stancu
                                                            Student number: 1906421
                                                            Lecturer: Robyn Griffiths



Table of Contents
Task1: Essay	3
Introduction	3
Main Body	4
Conclusion	13
Task 2: Critical Reflection	14
Introduction	14
Personal reflection	15
Conclusion	20
Bibliography	21
















[bookmark: _Toc133402742]Task1: Essay 
[bookmark: _Toc133402743]Introduction 
The purpose of the research that follows is to examine how cultural and institutional viewpoints affect the leadership styles of two disparate businesses, Amazon and Marriott UK. Both businesses are leading the way in the industries they serve and are known across the world for their creative and client-focused business models. This study will explore the institutional and cultural variables that have shaped these firms' leadership styles. The leadership styles of Marriott UK and Amazon will be compared and analysed, and the significance of institutional and cultural views will be investigated to comprehend how they influence leadership strategies and practices. This study will look at various aspects of leadership, such as organisation size and scope, industry-specific standards and laws, and social responsibility, along with cultural and institutional viewpoints. This research will give a thorough grasp of how cultural and institutional views affect the leadership styles of Amazon and Marriott UK by analysing these variables. This study is important because it clarifies the intricate and varied characteristics of organisational leadership. It offers insightful information on how institutional and cultural viewpoints influence leadership styles and how executives may work around these issues to succeed in their fields. Academics, researchers, and operators in the domains of administration, leadership, and organisational behaviour will find the findings of this study to be useful. 
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About amazon
Jeff Bezos created one of the largest and most recognised e-commerce businesses in the world, Amazon, in 1994. It began as an online bookstore but quickly grew to offer a wide variety of goods and services, including furniture, electronics, groceries, clothing, and more. Customers can choose from an extensive assortment of products thanks to Amazon's platform, which enables third-party retailers to sell their goods through its website. Additionally, Amazon sells several offerings, including Amazon Prime, which is a service which offers free two-day shipping and access to streaming TV shows and films, among other things. Amazon has diversified into several other sectors in addition to e-commerce, such as the cloud (Amazon Web Resources), machine learning (Alexa), and film (Amazon Studios). The business has a substantial global presence, and its headquarters are in Seattle, Washington. The UK-based division of the Amazon corporation, which was founded in the UK in 1998, is known as Amazon UK. Customers in the UK may use it as a platform for e-commerce to buy products like books, electronics, apparel, furniture, food, and a wide range of other things online (Wittig, and Wittig, 2018). By enabling third-party sellers, the platform broadens the range of goods that are available to shoppers on Amazon UK's website. Additionally, Amazon UK provides several services, such as Amazon Prime, which entitles members to free delivery the next day, access to streaming media, and other benefits. Early on, Amazon encountered several difficulties, including a lack of capital and fierce rivalry from well-established companies like Barnes & Noble (Pires, et al, 2016). However, the business's unwavering attention to the customer experience, innovative technology, and aggressive development assisted in its quick growth. When Amazon went public in 1997, it raised $54 million and had a $438 million market value. The business kept growing its selection of goods and services, and in 2005 it introduced Amazon Prime, which gave users free two-day shipping. Amazon has acquired many companies over the years, including Whole Foods Market, Twitch, and Zappos. The business has furthermore introduced several popular goods and services, including Amazon Web Services, AWS, Kindle e-reader Fire tablets, and Alexa smart speakers. With a market valuation of more than $1.6 trillion as of 2021, Amazon is now among the biggest and most valuable firms in the world. More than 1.3 million individuals are employed worldwide by the corporation, which has operations in several nations (Cardoso, et al, 2017).
About Marriott UK 
Marriott Worldwide is a multinational hotel chain that manages a variety of accommodations all over the globe, including in the UK. The headquarters of Marriott International is in Bethesda, Maryland, where it was established in 1927. Marriott International has more than 80 hotels and resorts in the UK, ranging from opulent five-star establishments to reasonably priced lodging. Marriott UK has a wide selection of lodging options, including resorts, metropolitan hotels, and rural getaways (Marriott, Williams, and Dwivedi, 2017). JW Marriott, The Ritz-Carlton, the Sheraton, Westin, and Marriott Hotels & Resorts are just a few of the hotel brands in Marriott UK's portfolio. Each company caters to various traveller types and their wants with its own distinct style and product offers. Marriott UK provides a variety of hospitality services in addition to its accommodation properties, including organising events and food service, spa and fitness centres, and loyalty programmes like Marriott Bonvoy, which provide members access to exclusive advantages and prizes. In general, Marriott UK is a well-liked option for business as well as leisure travellers because of its first-rate lodging, outstanding customer service, and dedication to detail (Graham-Clarke, et al, 2019).

Leadership approach by Amazon 
Amazon is renowned for its data-driven, customer-focused, and creative leadership style. The company's creator, Jeff Bezos, who is renowned for his dedication to long-term thinking, innovation, and constant development, has had a significant effect on this strategy (Denning, 2018). The significance of being customer-obsessed is one of the fundamental ideas that Amazon emphasises in its leadership strategy. In other words, the business places the client at the centre of all it does, and executives are required to put the customer experience first in everything they do. Everything at Amazon is developed with the needs of the consumer in mind, and this strategy is a major factor in the company's success (Athayde, et al, 2017). The focus that Amazon places on data-driven decision-making is another important part of its leadership strategy. Leaders are required to be at ease and skilled with data analysis because the organisation employs data and analytics to guide its decision-making processes. This strategy helps Amazon to swiftly reach educated judgements, iterate, and enhance its goods and services. Last but not least, Amazon is renowned for its innovative culture, which is evident in its leadership style. Leaders are required to be innovative, enterprising, and open-minded. The organisation promotes experimentation and risk-taking (Zabaniotou, et al, 2020). The success of Amazon has been greatly influenced by its innovative culture, which has allowed it to upend established businesses and sectors. Overall, a strong customer orientation, data-driven decision-making, and an innovation-friendly culture define Amazon's leadership strategy. These values have played a crucial role in the success of the business, and they still influence the way it approaches leadership today. Amazon's leadership philosophy is significantly impacted by institutional and cultural attitudes. Amazon works in an international business climate and must negotiate a variety of institutional structures and cultural norms in the nations where it does business. From a cultural standpoint, Amazon's leadership style is impacted by the country of its founding. Individualism, rivalry, and innovation are valued in American society, and Amazon's leadership style reflects these principles. The leadership of the organisation places a high value on individual success and entrepreneurial spirit while fostering a culture of innovation and risk-taking (Mergen, and Ozbilgin, 2021). This cultural orientation has helped Amazon be successful in upending established sectors and industries. But Amazon also does business in societies with various standards of behaviour, and the corporation has had to modify its leadership style appropriately. For instance, there could be a stronger focus on consensus-building and collaboration in other nations, necessitating a different kind of leadership style than Amazon's individual and data-driven one. Amazon's leadership strategy takes into account institutional aspects as well. For instance, Amazon could need to engage more cooperatively with labour unions and employees in nations with strict labour laws and regulations. The leadership of Amazon must traverse these many institutional structures to maintain compliance while also attaining corporate objectives because legislative and legal frameworks differ between nations. In conclusion, Amazon's leadership philosophy is significantly influenced by cultural and institutional viewpoints (Perz, et al, 2021). The institutional frameworks and laws as well as the cultural norms and values of the nations where the firm conducts business all have an impact on the leadership style of the organisation. Amazon must modify its leadership style following the global business climate if it is to prosper (Rossman, and Euchner, 2018).

Leadership approach by Marriott UK 
The corporate culture and guiding principles of Marriott UK have a significant impact on the company's leadership style. The leadership strategy adopted by Marriott is concentrated on creating an inclusive and diverse work environment that values honesty, respect, and cooperation. Marriott's leadership philosophy prioritises the welfare and well-being of its workers because one of its key principles is putting people first (Qadri, Ahsan, and Hashmi, 2016). Marriott UK promotes a cooperative workplace where staff members are allowed to impart ideas and help the business succeed. This style of leadership fosters a supportive work environment that draws and keeps talented individuals. Additionally, Marriott UK places a high priority on learning and growth, which is evident in its leadership style. The management team at Marriott is dedicated to giving its staff the abilities and information needed to carry out their responsibilities successfully (Thurstan, et al, 2021). This strategy promotes a sense of worth and support among staff members, which improves performance and work happiness. Marriott's dedication to social responsibility is another essential component of its leadership style. Marriott UK is dedicated to improving the communities it supports via a variety of programmes, such as sustainability and charity. This strategy promotes goodwill and strengthens Marriott's standing as a socially conscious business. In addition, the company's emphasis on quality and creativity informs Marriott UK's leadership style. Marriott is renowned for its meticulousness, and its management is dedicated to constantly enhancing its goods and services (Hancock, Marriott, and Duff, 2019). This strategy keeps the business competitive and improves the client experience. Overall, the company's basic values, dedication to employee growth and social responsibility, focus on innovation and excellence, and cooperative work culture all have an impact on Marriott UK's leadership style. With this strategy, the firm may flourish in a cutthroat market by attracting and keeping skilled individuals in a happy work atmosphere. The leadership philosophy of Marriott UK is significantly influenced by institutional and cultural viewpoints. Marriott works in a global corporate environment and must negotiate a variety of institutional systems and cultural norms in the nations where it does business (Picken, and Liyanage, 2017). From a cultural standpoint, the American roots of the business have an impact on Marriott UK's leadership style. Individualism, rivalry, and innovation are valued in American society, and Marriott's leadership style reflects these principles. The leadership of the organisation places a high value on individual success and entrepreneurial spirit while fostering a culture of innovation and risk-taking. This cultural approach has helped Marriott succeed in upending established businesses and sectors. Marriott also conducts business in societies with diverse beliefs and customs, therefore the business has had to modify its leadership style accordingly. For instance, there could be a stronger focus on cooperation and teamwork in other nations, necessitating a different kind of leadership style than Marriott's independent and creative style. Marriott UK's leadership strategy also takes institutional considerations into account. For instance, Marriott could need to engage more cooperatively with labour unions and employees in nations with strict labour laws and regulations. The leadership of Marriott must traverse these many institutional systems to maintain compliance while also attaining commercial objectives because legislative and legal frameworks differ between nations. Additionally, the company's dedication to social responsibility has an impact on Marriott UK's leadership style (Benson, Marriott, and McCandliss, 2022). The business is dedicated to improving the areas that it serves through a variety of programmes, such as sustainability and charity. This strategy, which is influenced by the institutional standards and cultural norms of the nations where Marriott operates, promotes goodwill and strengthens the company's standing as an ethical business. Overall, Marriott UK's leadership philosophy is significantly influenced by cultural and institutional viewpoints. The institutional frameworks and laws as well as the cultural norms and values of the nations where the firm conducts business all have an impact on the leadership style of the organisation. Marriott must modify its leadership style following the global business climate if it is to prosper.

Impact of Cultural and Institutional Perspectives on Amazon and Marriott UK
Both Amazon and Marriott UK's approaches to leadership are significantly influenced by cultural and institutional viewpoints, and there are clear distinctions between the two businesses. In terms of culture, Amazon's leadership style is impacted by the country where it was founded, which is known for its emphasis on individualism, competitiveness, and innovation (Hitt, Ireland, and Hoskisson, 2016). The leadership of Amazon places a high value on individual success and entrepreneurial spirit while encouraging a culture of innovation and risk-taking. Contrary to this, Marriott UK's leadership philosophy places a premium on cooperation, respect, and honesty. The organisation also promotes a collaborative workplace where staff members are urged to share ideas and support the growth of the business (Marriott, Williams, and Dwivedi, 2017). Institutional viewpoints are a factor in both firms' leadership philosophies as well. The leadership of Amazon must negotiate these frameworks to maintain compliance while still reaching commercial objectives because the firm works in an atmosphere of strict regulation with several regulatory frameworks. To guarantee that its leadership strategy is successful and compliant, Marriott UK, in contrast, must manage a variety of customs and institutional frameworks in the nations where it operates, including labour laws and regulations. Their approaches to social responsibility are another area where the two businesses have different cultural backgrounds. While Marriott UK's leadership has committed to having a good influence on the communities it serves via numerous programmes, including sustainability and charity, Amazon's leadership has come under fire for failing to do enough to address environmental and social issues (Choi, et al, 2019). Different leadership philosophies have emerged as a result of these institutional and cultural disparities. Amazon has a decentralised decision-making system that gives individual employees influence, and the company's leadership is renowned for its strong attention to obsessing about customers. On the contrary, Marriott UK's management places a high priority on education and growth because it is devoted to giving its workers the information and skills, they need to carry out their jobs successfully. Overall, there is a considerable influence of institutional and cultural viewpoints on how Amazon and Marriott UK handle leadership (Abramson, and Moran, 2017). These variances are a product of the complicated global business environment where the firms operate and reflect the origins, values, and business strategies of the individual organisations. But the leadership styles employed by both businesses have helped them develop and succeed in their respective sectors in their unique ways. The emphasis that Amazon places on invention and experimentation is a significant component that affects its leadership style. The leadership at Amazon encourages staff to think creatively and take calculated chances, even if that means upending established markets. This strategy reflects the importance of innovation and entrepreneurship in American society. The leadership of Marriott UK, in contrast, is committed to fostering a good work atmosphere and delivering great customer service. The business places a high priority on education and growth, and its executives are urged to cooperate and work collaboratively to achieve shared objectives. This strategy is a good representation of the hospitality sector, which places high importance on collaboration, communication, and client happiness. The scale and breadth of the two firms' separate operations are another element that affects their distinct leadership strategies. Marriott UK is a lesser, more specialised company than Amazon, a huge international firm with activities across several nations. As a result, individual groups and business divisions are given more freedom to make choices under Amazon's more decentralised leadership style. Marriott UK's leadership style, in contrast, is more top-down and centralised, with more monitoring and control. Both businesses handle change and adaptation in different ways, which are influenced by institutional and cultural attitudes (Meadenall, Osland, and Bird, 2017). Constant enhancement and agility are key components of Amazon's leadership style, along with a readiness to make swift changes in reaction to shifting market circumstances. This strategy is in line with American culture, which places a high priority on adaptation and flexibility. Finally, how Amazon and Marriott UK handle social responsibility differ showing how cultural and institutional viewpoints have influenced their leadership strategies. Some have claimed that Amazon puts money ahead of people and the environment in its handling of social and environmental concerns. On the contrary, Marriott UK has put in place many sustainability and charity programmes as part of its commitment to have a good influence on the neighbourhoods that it serves.
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Conclusion 
In conclusion, our study has shed important light on how cultural and institutional views affect the leadership styles of two very different businesses: Amazon and Marriott UK. It was discovered through a review of these organisations' leadership techniques that institutional and cultural viewpoints significantly influence the tactics and strategies used by organisational leaders. The divergent leadership styles of Amazon and Marriott UK emphasise how crucial it is to comprehend the specific institutional and cultural elements that influence organisational leadership. The emphasis placed on cooperation and collaboration by Marriott UK reflects its activities in the hospitality business, whereas Amazon's emphasis on individual accomplishment and risk-taking recalls its American roots. The significance of taking into account additional elements that affect leadership, including industry-specific laws, accountability to society, and the size and breadth of the organisation, has also been underlined by this research. By taking into consideration these elements, leaders may successfully traverse the intricate and dynamic world of organisational leadership. For organisational executives, especially those working for international firms, the research's conclusions have practical ramifications. Leaders may modify their methods and practise to be successful in various cultural and organisational settings by understanding how cultural and institutional views affect leadership. Overall, this research has advanced our knowledge of how cultural and institutional viewpoints affect organisational leadership and has offered insightful information that can guide the creation of successful leadership practices and strategies in a range of cultural and institutional contexts.
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Intercultural competence has grown into a crucial competency for managers and leaders in today's globalised environment. People must be able to modify their interpersonal and managerial styles to fit various cultural standards if they want to be successful in a variety of cultural situations. People can measure their intercultural competence and create improvement plans using self-assessment instruments like the Intercultural Development Inventory (IDI) and the Cultural Intelligence Scale (CQS). While the IDI and CQS are both useful tools for evaluating and increasing intercultural competence, each has advantages and disadvantages. This essay examines the benefits and drawbacks of IDI and CQS and stresses the significance of actively pursuing the acquisition of intercultural competence. It's critical to stress the significance of actively striving to improve intercultural competence in addition to the benefits and drawbacks of IDI and CQS. This might involve looking for chances to communicate with individuals from other cultural backgrounds, reading about various cultural customs and principles, and taking part in intercultural training courses. The ability to learn and adapt is necessary for the continuing process of establishing intercultural competence. People may become more successful leaders and managers in a variety of cultural situations and contribute to better intercultural understanding and collaboration by actively trying to build their intercultural competence.

[bookmark: _Toc133402748]Personal reflection 
I am aware of the value of intercultural management and leadership abilities. I am aware that to be effective across a range of cultural situations, I must be able to modify my leadership and communication techniques to accommodate various cultural conventions. I have utilised self-assessment tools like the Intercultural Development Inventory (IDI) and the Cultural Intelligence Scale (CQS) to gauge my intercultural proficiency. With the use of these tools, I was able to pinpoint my intercultural competence's strong and weak points and create improvement plans. For instance, I've discovered via the IDI that I occasionally have preconceptions and biases about different cultures that can affect how I interact and relate to people from other cultures. I have improved my leadership style by becoming more inclusive and open-minded by acknowledging and addressing these prejudices. Similar to this, I have discovered via the CQS areas that I need to strengthen my comprehension of cultural distinctions and my capacity to modify my behaviour to fit various cultural situations. I've attempted to develop my understanding of culture by researching the traditions and practices of many countries and getting input from co-workers with various ethnic backgrounds. In addition to assisting me in increasing my intercultural competence, using these self-assessment tools has benefitted my organisation by encouraging a culture of diversity and inclusion. We have been able to elevate people with high intercultural competency levels into leadership roles, serving as mentors and role models for others. In conclusion, as a leader working in cross-cultural environments, self-assessment techniques have proven beneficial. I have been enabled to enhance communication, forge deeper connections, and produce better business results by identifying and correcting biases and preconceptions, developing my understanding of culture, and changing my leadership approach to fit various cultural situations. The ability to identify and resolve prejudices and presumptions that could affect cross-cultural interactions and communication is one of the most important advantages of utilising self-assessment tools. For instance, I could have preconceived notions or preconceptions about people from particular cultures, which could hinder my ability to collaborate well with people from such cultures. I have been more tolerant and inclusive in my approach to management by identifying and addressing these prejudices, which has aided me in forging closer bonds with people from various cultural backgrounds. Additionally, using self-assessment instruments has improved my knowledge of the cultural variations that occur across other nations and cultures. I can now interact and forge greater connections with people from various cultural backgrounds thanks to my increased knowledge of them. I have been able to improve business results and create a more varied and welcoming work environment by adjusting my method of communication and leading approach to the cultural setting in which I am operating. Utilising self-assessment tools has also helped me pinpoint areas where my intercultural competency needs to be strengthened. For instance, I have determined areas where I need to develop my mental, physical, emotional, and behavioural facets of cultural intelligence using the CQS. I was able to increase my understanding of other cultures and become a more successful leader in a variety of cultural situations by focusing on these areas. Overall, adopting tools for self-assessment has been a crucial step in my quest to improve as an intercultural leader. I have been able to enhance communication, forge deeper connections, and produce better business results by identifying and correcting prejudices and preconceptions, growing my understanding of culture, and changing my approach to management to fit various cultural situations. 
Utilising self-assessment tools to increase intercultural competence offers the chance to get unbiased evaluations of my strengths and growth areas. This may be especially helpful for managers and leaders who might not frequently have the chance to hear feedback from people with diverse cultural backgrounds. Finally, it is important to remember that cultivating intercultural competence is a continuous process rather than an event. Self-assessment techniques may be used often to track development and spot new opportunities for improvement, ensuring that managers and leaders are consistently enhancing their capacity to function successfully in a range of cultural situations.

Self-Assessment Tools
Intercultural competence is now a crucial competency for managers and leaders in today's globalised environment. People must be able to modify their interpersonal and managerial styles to fit various cultural standards if they want to be successful in a variety of cultural situations. People can measure their intercultural competence and create improvement plans using self-assessment instruments like the Intercultural Development Inventory (IDI) and the Cultural Intelligence Scale (CQS) (Borg, and, Edmett, 2019). The IDI evaluates a person's perspective on cultural diversity and reveals prejudices and presumptions that might affect cross-cultural interactions. Each of the developmental phases in the IDI denotes a distinct level of intercultural proficiency. Denial, polarization, and minimization are among the stages, followed by approval, adaptation, and integration. People may assess where they are in terms of intercultural competence and devise plans to advance by doing so. 

The IDI's ability to give people a clear road map to assess their progress in gaining intercultural competence is one of its many advantages. The various levels of cultural competency are clearly defined and offer a methodical framework for people to strive towards. To achieve intercultural competence, people must be able to recognise their prejudices and presumptions about other cultures. The IDI does, however, have certain restrictions. As it needs a certain amount of self-awareness and comprehension of cultural differences, it might not be appropriate for people who are just beginning their path towards acquiring intercultural competence. Additionally, the IDI may not offer a thorough explanation of the many components of intercultural competence since it places greater emphasis on a person's attitude towards cultural differences (Moodian, 2008).

The CQS, on the contrary hand, gauges a person's capacity for comprehension and productivity within various cultural situations. It evaluates cultural intelligence on four different levels: cognitive, mental, physical, and behavioural. While the physical component evaluates a person's capacity for adaptation to various physical surroundings, the cognitive dimension gauges a person's comprehension of cultural variations. The behavioural dimension examines a person's capacity to modify their behaviour to fit various cultural contexts, whereas the emotional dimension assesses a person's capacity to control their emotions in cross-cultural scenarios. The CQS's ability to provide a more thorough description of the many facets of intercultural competence is one of its advantages. People can comprehend the many abilities they must learn to become more culturally competent thanks to the four aspects of cultural intelligence. The CQS assesses a person's capacity for adapting to various physical surroundings, a crucial component of intercultural competence. The CQS does, however, have some restrictions. As it places greater emphasis on a person's capacity to function well in many cultural situations, it could not offer a full evaluation of their degree of intercultural competence. Additionally, because the CQS needs a certain amount of cultural knowledge and comprehension, it may not be appropriate for people who are just beginning their path towards building intercultural competence (Ramakrishnan, 2013). It is crucial to keep in mind that gaining intercultural competence involves several steps, and self-assessment tools are only one of them. It's also crucial to actively focus on developing relationships with people from other cultural backgrounds, get comments from co-workers from various cultural backgrounds, and understand the traditions and practises of many cultures. People need to develop a variety of talents, such as cultural awareness, communication abilities, empathy, and flexibility, to be successful in intercultural contexts. These abilities must be acquired through time, with effort, and with a commitment to learn and advance. While useful for assessing intercultural competence and pinpointing areas for improvement, self-assessment instruments like the IDI and CQS are only one step in the process of acquiring intercultural competence (Wibbeke, and McArthur, 2013).  Individuals can enhance communication by actively trying to strengthen their intercultural competency.
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To sum everything up, intercultural awareness is a crucial ability for people to have to function well in a variety of cultural situations. Self-assessment instruments like the IDI and CQS help determine one's degree of intercultural competence as well as areas that need improvement. The CQS gives a more thorough explanation of the many facets of intercultural competence, whereas the IDI offers a clear route for people to assess their progress in gaining intercultural competence. Self-assessment techniques are simply one step in the process of gaining intercultural competence, therefore it's vital to keep that in mind. The key to achieving intercultural competence is to actively work on developing abilities like understanding of cultures, ability to communicate, empathy, and flexibility. Other crucial actions include asking for input from co-workers with various cultural backgrounds and researching the traditions and practises of various countries. People may improve communication, forge stronger bonds with others, and increase their effectiveness in a variety of cultural circumstances by devoting time and effort to establishing intercultural competence. Furthermore, intercultural competence is a dynamic and continuing process that calls for constant work and progress rather than a set feature that people either have or don't. others must thus be receptive to criticism and prepared to examine their presumptions, prejudices, and beliefs that could influence how they engage with others from different cultural backgrounds. Individuals may achieve this by identifying areas for improvement, broadening their societal knowledge, and learning new skills that will enable them to function and lead successfully in a variety of cultural contexts. In the end, cultivating intercultural competence serves as a means of fostering more intercultural understanding, respect, and cooperation as well as a goal for personal and professional growth.
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