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Globalization across the world has increased cultural diversity within the workplace. Individuals from diverse backgrounds have found themselves in workplaces away from their normal settings. Cultural diversity represents the differences in individuals exhibited through age, religion, race, gender, traditions, ethnicity and even nationality. Cultural diversity has both its potential benefits and drawbacks within the company. However, if a company's top management illustrates strategies to adopt and teach the differences within the company, the diversity can positively impact the welfare of the organization.

Across many regions, companies embrace cultural diversity as a way of bringing together workforce from different locations due to the growing needs and societal differences arising in the required skills in organizations (Janssens & Zanoni, 2014). The current workforce comprises of employees from different backgrounds thereby necessitating the need to create a dynamic and multicultural workforce. Through the diversity, organizations benefit from the varied skills and experiences that individuals bring along in improving the overall goals of the organization.
In my previous workplace at Horse Marketing Solutions, employees are hired from a variety of backgrounds. One of the critical prime diversities arises in the religious differences owing to the affiliations of employees from several religious backgrounds. During my contract with the company, I experienced a situation in which individual employees attributed various marketing strategies to immorality. Since the company engaged in marketing of clients products, it was evident of the discomfort it was creating to employees. For instance, some employees regarded dancing to secular music in public as a deviation from their common faith thereby indulging them in immoral activity. However, the company had a limited workforce, and since everyone was often employed on a contractual basis, each employee had to perform their tasks despite the hatred. Most employees who had strong religious affiliations that impact negatively on their productivity and marketing capabilities. Through a comprehensive analysis of the situation and employee engagement, the company had to embrace alternative means of advertisement including outsourcing to enhance employee focus in advancing innovative marketing solutions.
In explaining cultural diversities within the society, cultural dimensions of the society enhance the understanding of the values individuals attach to their cultures and the impacts of the beliefs on the behavior of individuals within the community. Hofstede's developed the cultural dimension theory framework that enhanced the understanding of the cross-cultural communication as a way of understanding and creating harmony within the organization’s workplace (Minkov et al., 2017). Cultural differences often shape the behavior and relationships of individuals across the workplaces. There are a variety of cultural dimensions that exist across the organizational setup. First, the individualism is a dimensional approach that values a person’s autonomy and their independence in fostering self-reliance (Minkov et al., 2017). Again, collectivism calls for a cooperative approach to finding solutions within the environment. The individual-collective dimension relates to societal characteristics as opposed to individualism. Within organizations, it fosters the need to perform activities rather than remaining self-sufficient collectively.

Additionally, the uncertainty avoidance is another cultural difference that is portrayed by several societies (Matusitz & Musambira, 2013). In communities that perceive situations with high risks, they often tend to avoid such circumstances. As such, they only get aligned with practices that do not jeopardize their chances of falling victims of the negativity perceived by their particular cultures. Specifically, perceptions that portray high uncertainty avoidance tend to avoid unstructured situations by aligning their ideologies to stringent rules and moral values that disregard deviant behaviors within the society (Matusitz & Musambira, 2013). Moreover, the masculinity-femininity is a culture that distinguishes gender roles and attributes success to particular genders within the community. In many cases, most religions have viewed the males as being superior to the men (Matusitz & Musambira, 2013). As such, they have been accorded a higher status to men who are tasked with the leadership positions in the society. The value of masculinity and femininity displayed in various cultures has an impact on the behavior of individuals.
While comparing my cultural values with those of the workplace, it is evident that we exhibit unique characteristics that influence my behavior. For instance, in many cultures, dancing in public is seen as a means of expressing happiness rather than immorality as perceived by other religions in the workplace. Although the religious differences enhanced the understanding of the need to improve cultures within an organization, with the integration of various spiritual practices and customs in the workplace, I had an opportunity to remain positive among the target consumers despite the previous cultures that failed to imply a positive notion to employees within the marketing firm.

From the cultural diversity case at Horse Marketing Solutions, my leader and I had an opportunity to reduce the differences experienced during the marketing solutions. First, the leader encouraged employees to embrace religious differences as a way of finding common ground for the employees within the workplace. Training employees on how to handle issues of diversity within the workplace would also go along in positively impacting on the employees (Nkomo & Hoobler, 2014). Employees were challenged to avoid overreacting to the simple issue that could be solved amicably through dialogue. Additionally, the company adopted a zero-tolerance policy to severe religious problems that had negative implications for the morale and working of the employees within the organization. In mitigating the differences within the workplace, it would be essential to promote the concept of valuing differences among employees as a way of improving their perception regarding the differences (Nkomo & Hoobler, 2014). Additionally, it is imperative to create an environment in which the minority cultures are included and have an input in the activities of the organization. It would also be vital to promote a culture of freedom and respect as a way of mitigating cultural differences within the workplace.
The transformational leadership style was used to promote cohesion between the cultural differences and company goals. Through the transformational leadership style, the leader often engages the subordinate employees in a bid to determining their view relating to a particular situation (Ashikali & Groeneveld, 2013). In mitigating the cultural difference in Horse Marketing Solutions, the leader enhanced a collective approach towards positively impacting on change through stakeholder engagement. Employees were requested to give their opinions on the best course of action before the manager decided on the best alternative that would propel the company forward (Janssens & Zanoni, 2014). As such, the transformational leadership style boosted the motivation of employees through their inclusion in the critical decision-making initiatives.

In conclusion, cultural diversity plays a vital role in organizations. As such, leaders are required to understand and internalize the differences and design mechanisms that create a collaborative working environment among employees. Since cultural diversity enhances performance and acceptance across the various markets, the employee should be sensitized on the need to value the individual differences as a means of promoting unity and focusing on the corporation's overall agenda. As such, leaders and managers have the responsibility of ensuring that they maximize the gains achieved through a culturally diverse workforce.
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