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Organizational Diversity, Culture, and Globalization
Organizations that operate in the global environment understand the value of inclusion of diverse work groups. The human resources departments need to understand guide the organizations into adopting cultural and diversity initiatives. Research based evidence from scholars such as Cascio and Aguinis (2013) denote that inclusivity and diversity programs are critical to improving motivation within the workforce resulting in improved productivity and subsequent organizational performance. The current organization host employees from other countries who act as expatriates and those from within the country. Therefore, taking into consideration the diversity of the workforce and coming up with programs and initiatives that cater to this diversity can result in improved organizational performance.

One recommendation for the organization to support the diversity workforce is the provision of cultural diversity training to all the entire workforce. Cultural diversity training is essential to empower the workforce to recognize the differences between themselves and to respect these differences. The benefits of this approach is that it helps to address misunderstanding while improving the conflict resolution skills of the employee. A workforce capable of interacting effectively means that there is high levels of collaboration between the employees from the cost country and those from foreign nations improving performance metrics. Lower levels of conflict are evidenced as a result of cultural sensitive training and there is improved organizational climate (Atiyah, 2016). Notably, this type of training is essential to improve on the relationships between the employees within the organization responsible for organizational commitment and performance. 
The second recommendation that would be appropriate for this organization is the adoption of the inclusive workplace model. The inclusive workplace model as stated by Wachira (2016) is responsible for improve performance of the employees as it promotes the development of organizational commitment. The development of a workplace policy that allows for employees to exercise who they are such as allowing dual communication networks. For instance if the new employees were Spanish then the workplace that allows for Spanish communications would be effective in improving the engagement of the employees with the organization. Productivity among employees is evidenced when they are provided with the space to be themselves. An inclusive workplace model preaches tolerance and acceptance of the differences of others within the working environment.

The third recommendation for the organization is the development of employee resource groups. The employee resource groups as noted by Simons and Rowland (2011) refers to a group of employees who come together due to their shared characteristics of life experiences. Giving employee a voice within the organization is essential to make everyone feel accommodated and valued within the organization be it expatriates or the domestic employees. The employee resource groups allows all employees regardless of their differences to band together giving a greater platform to be heard and their needs addressed.  The employees given a voice through the adoption of the employee resource groups are more commitment and are more likely to trust the management which result in increased retention and job satisfaction. Employee given a voice are capable of driving the development of new products and services simply by receiving an opportunity to integrate their opinions and ideas. There is more knowledge-sharing evidenced within the organization that has employee resource groups. The employee resource groups helps the diverse groups of employee to manage Hofstede’s dimension of power distance index. The employees from diverse background feel closer to the management and this works to reduce the uncertainty experiences among some of the employee groups.
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