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Introduction: 
Nowadays, businesses, people, governments and nations of the world have extended their tentacles beyond their geographical and cultural origins in the search for their daily needs, and the world has been turned into one global circle, hence the terms globalization and the global economy. One of the challenges facing multinational enterprises and their managers is the need to create conducive work environments that address the needs and respond to opportunities of culturally diverse workforce and to manage to satisfy diverse demands and culturally different tastes. Managing diversity is primarily a response to demographic changes including the increasing presence of women, racial minorities and immigrants in the workplace and in the client and customer populations (Towers Perrin and The Hudson Institute, 1990). Effective leadership must move beyond its own cultural frame of reference to promote strong intercultural communication and create and develop culturally designed different products that are of international standard. In the process, mangers are burdened with the responsibility of managing people of different origins and backgrounds with different work habit, cultural attitudes and diverse tastes. 
Defining Globalisation, Culture and Diversity: 
Globalization is defined as a "process of growing interdependence among countries" (Daniels, Radebaugh & Sullivan, 2007). Recently, there has been a remarkable growth in the business relationship and interdependence especially with reference to the need for factors of production and finished goods and services among countries. No single country in the world can adequately provide all the needs for its citizenry, but nations rely on one another to get most of their needs satisfied. Thus trading among countries (international business) gives birth to globalization. International business refers to all commercial transactions (buying and selling) between two or more countries. Civilization and technology have greatly expanded peoples' horizons in terms of what they need and want. Hence, they have established contacts over a wider geographic area; they have expanded the variety of resources, products, services and markets available. In the sphere of the development of different products, the industrial design has come face to face with the challenges of the globalization process. Far from the US domination of the 1950s, today's business environment is marked by world markets, no single country dominance in a number of key industries, complexity, and rapid change. (Wartick & Wood, 1998). 
One can reasonable ask �how do people get in this process of globalization? Many factors in international business have actually contributed in one way or the other to drift the whole world into a circle of conference of international interaction of activities. In the quest to satisfy human wants in terms of variety, quality and cheaper prices, people started engaging in the art of looking beyond their shores. Among those factors that have created enabling environment for good business interactions are advent and new innovations in high technology especially the world wide web (www and the internet), trade treaties and reduction in trade barriers across international borders, growing consumer desires, emergence and development of services that support international trade and favorable changing political situations to mention a few. 
As one of many interventions in the organizational development methodologies, managing cultural diversity is primarily concerned with improving interpersonal and inter-group communication and relationships in the workplace. The focus is on interactions between managers and the employees they supervise, among peers, and between employees and customers or clients. Improved human relations are expected to result from promoting an increased understanding and acceptance, at best, appreciation, of those who are different from the traditional local able-bodied employees or managers. Expected benefits of diversity programmes include decreased conflict and stress, enhanced productivity of heterogeneous teams or work groups, and improvements in morale, job satisfaction and retention. Managing diversity seeks these objectives primarily through a program that promotes awareness of difference, empathy for those who are "different", and attitude change � often involving efforts to assist employees to identify and confront their stereotypes about persons whose characteristics differ from their own. As is true of other human relations approaches, managing cultural diversity is concerned with changing the attitudes of individuals and perhaps to some degree with attempting to persuade individual employees to change their behavior, but it does not generally seek to ensure behavioral change by altering organizational structures or processes. 
Maintaining cultural diversity has become a global issue. Besides being a major issue in managing multinational companies, it now appears to have been recognized by several governments in relation to wide-ranging economic and trade liberalization, particularly with the launch of the WTO's Millennium Round in Seattle in late 1999. In this context, the issue has replaced the concept of cultural exception, which was overly reductive and protectionist. "Securing a better future for all will without a doubt require sacrifices and a fundamental examination of attitudes (including cultural attitudes) and behaviours and even of the most basic beliefs about the individual's essential relationships with society and the physical environment. [non-official translation]." (Our Creative Diversity, Report of the World Commission on Culture and Development). 
That is not the only aspect of the issue, though. Cultural diversity also encompasses intercultural dialogue, the relationships among and the coexistence in a single country of individuals and social groups that do not share the same culture. Recent events in Bosnia, Kosovo, Iraq and Nigeria to name but the most striking examples demonstrate that this aspect of maintaining cultural diversity is also a major issue, not only for globalization, but above all, for world peace and stability. 
The world is changing. In the past there was relative cultural homogeneity at the national level, but now diversity is the rule. And so governments now face two challenges: managing this diversity to ensure the peaceful coexistence of the greatest number of people, and maintaining and promoting diversity by bringing it from the margins of society to the centre. However, as it stands now, there is no universal solution, and each country is working to find a modus vivendi that suits its traditions and socio-political structures. Nevertheless, there are two distinct situations: the first, where diversity has historical roots and is linked with the creation of the State, and the second, where diversity is the result of recent immigration. These two situations, far from being mutually exclusive, are in fact closely related. Let us consider them separately 
though. In the first case, we can see that the federal1 approach (in the broader sense) 
produces positive outcomes. Solutions ranging from decentralization through to federalism in the classic sense, and all the way to regional autonomy have, in the best-case scenarios, allowed for the harmonious coexistence of various cultural identities or, in the most critical situations, helped defuse a crisis, prevent recourse to violence and total anarchy, and re-establish an initial basis for political and cultural dialogue. 
To simplify somewhat, one can say that the federal approach strives to associate culture cultural identity, specifically with a portion of national territory by granting it specific legal and political status. Obviously, the more clearly local cultures/identities are geographically delineated, the easier administrative partitioning becomes. In such circumstances, where equating culture with a piece of land is no longer the rule, the problem is two-fold: first, how to ensure respect and acceptance for differences among individuals, and second, how to promote mutual understanding, i.e., dialogue and the search for common values. Initial studies on this question indicates that daily contact among individuals plays a decisive role as a source of conflict, and that, in this respect, there is a real need for support of intercultural dialogue to help solve concrete problems that arise through daily contact. This support must initially provide for trainers, i.e., individuals serving as teachers or facilitators. Urban areas seem to be the best place to implement that approach. From that perspective, the fundamental goal of intercultural dialogue is to reveal the differences and similarities among cultures through contact with others and thereby contribute to mutual understanding, which is essential to peaceful coexistence. In 
other word, dialogue among cultures attempts to foster exchange and debate among individuals and communities on the basis of shared values. These three concepts dialogue, mutual understanding and shared values should, in the age of globalization, constitute the basis of any cultural policy. It is only by working from these three concepts that we can begin talking about, to use the terms adopted by UNESCO at the Stockholm Conference, a plural cultural framework, the nation as a plural community and co-operation between government and civil society. 
Overview of Multiculturalism from Global Perspectives: 
Multiculturalism is based on the acceptance, respect, understanding and appreciation of different cultures in the community. The inclusion of difference in State and Federal law has resulted in social cohesion and economic benefit. Multiculturalism has successfully placed the needs of people from diverse backgrounds onto the political and social agenda of businesses and governments both nationally and internationally. Businesses and Governments have recognized and responded to the changing nature of the State's social environment by moving from an approach based on assimilation, integration and ethnic affairs to one of multiculturalism, community relations and civic responsibilities. (Http://www.eeo.nsw.gov.au/diversity/whatis.htm) 

Managing Cultural Differences in Workplace: 
As competition becomes more keen and stiff in international business, so also is the environments make it imperative and pressing on businesses, especially the multinationals to strive to operative successfully in the midst of different attitudes, norms, values and tastes that the businesses found themselves. Businesses have come to appreciate the fact that to be successful in today's global economy, their managers have to be trained on how to adapt to different local cultures and participate well in local community events. 
For instance, for telecommunication companies with global ambitions, success in the next twenty years will stem from successful joint ventures and alliances. But while it is a simple matter to draw lines across the globe in the manner of the nineteenth century colonial powers and to devise a Concert, an Atlas, or a Unisource, there is no guarantee that such alliances will thrive - or even endure. Where once a global company such as Coca-Cola simply sold its product or imposed a taste, and multinationals geared the names or colors of identical products to the results of market research, the survival of transnational telecommunication companies will depend on flexibility in managing cultural diversity. 
Essentially, this entails the successful management of a multi-cultural workforce in a global context. But it also means being able to vary services across cultures: not simple marketing ploys imposed from outside, but an understanding of how culture drives differences from within. A simple example of this is the way in which different cultures use the phone: an American walks into his apartment after a week away and switches on the answering machine; an Italian rings his mother. One requires an add-on device; the other needs single number dialing and favored-number discounts. These differences may appear trivial, but they are profoundly culture-driven. 
The development of genuinely transnational business organizations, therefore, requires managerial approaches and systems, which allow for variations deriving from such diversity. This might be "national" cultural diversity between nations, races or ethnic groups (e.g. in a two-nation joint-venture), intra-national diversity involving the range of cultures within a single nation (e.g. in the USA), or internal cultural diversity where managers need to deal with foreign-owned transnational companies in their own country (e.g. a British telecomm manager dealing with a Korean manufacturer in the UK). All this is well known, and there is indeed a burgeoning literature on the management of cultural diversity. But the problems go deeper than is often appreciated: it is not simply a matter of minding manners or learning to deal with varying attitudes to punctuality. These are the surface manifestations of much deeper differences in mental structures. ( Http://www.workinfo.com ). 
A good example will be negotiating alliances in diverse cultural environments. In a world in which cross-cultural joint ventures and alliances are essential, problems of ethics and trust will loom large. How is it possible to achieve a balance between the necessary and the contingent in business ethics, or in other words to allow for flexibility between a strong corporate ethic and the need to adapt to difficult local conditions? And how can we learn to build a lasting trust relationship with people from a different culture? How can managers going to the negotiating table be prepared for the very different styles they will face? It is not merely a question of setting bargaining ranges, toning down confrontational styles, or following pre-established rules. That is sufficient for making a deal, but not for setting up a permanent alliance. It is essential to grasp the deep structures - religious, social, ethnic and ethical - which influence the way the opposite party will reason, the way they will react to different presentational styles, what they expect and how they listen. 
This requires a level of genuine understanding, which goes beyond rapidly-acquired skills. Recent studies have shown how an inherent sense of cultural superiority is often enough to undermine European joint-ventures in Third World countries even when extensive training has been provided. Such "superiority" emanates from non-verbal aspects of behavior like the tone of voice and body language, which few people other than accomplished actors are able to control. If, then, as this would suggest and has recently been asserted in telecom documents on cultural diversity (e.g. by BT and France Telecom), humility is a key factor, how is it possible to inculcate this quality in managers whose education has often prepared them for anything but humility? 
Another crucial example is recruiting and managing human resources. The global operator obviously needs managers capable of working globally. Some European telecoms are now recruiting "non-nationals" in order to resolve their problems quickly, but how does a human resource specialist trained in his own culture, who can make a rough assessment of a candidate's capabilities in a brief interview, deal with the problems of recruiting staff in other cultures? How valid is psychological testing when applied cross-culturally? How much do most human resource managers know about other school and university systems? Suppose a German manager needs to choose between, say, a Finn, an Italian and a Portuguese. That would require an awareness not only of the very different education systems in European countries but the ways in which educational background influences patterns of thought and managerial style: how, for example, education underlies the way in which the same conflict might be addressed in France by seeking orders from a superior, in Britain by sending the people in conflict on a management course, and in Germany by employing a consultant. 
Assuming for a moment that these problems can be resolved, how might the issue of dual allegiance be tackled? For the employment of local managers necessitates the creation of loyalty on their part to a distant entity with culturally diverse norms and assumptions. Even a long-term expatriate who is nominally still of the same nationality but has in fact "gone native" might respond to an order in this way: "I'm sure my local employees won't like this, so I won't tell them and try to smooth over the issue in some other way." It can be much more difficult for the locally employed manager, especially under stress. 
Also, an inevitable aspect of this issue is the day-to-day interaction at the workplace. There is the nitty-gritty of everyday working together, the problem of creating the rituals, the back-room humor and the "off-stage" relationships, which are so vital to harmonious corporate life. Company jokes and in-group stories, for example, are notoriously difficult to translate into other cultures: what sounds laudable to a Briton can seem risible to an Italian. Companies that contrived to impose a global corporate culture, such as IBM, did not face the insidious cultural problems of a transnational organization. 
Language is another problem. Although it might appear that the use of English as the common working language of the international telecomm community favors native English-speakers, this can turn into a disadvantage when one of them is unaware of the problems that a regional accent or rapid speech might create, and how linguistic confidence can be perceived as a manifestation of quasi-colonial arrogance. Non-conformity with what might be termed the "industry pidgin" can also generate unexpected tensions. 
Worse still, behind the words on the surface lurk centuries of cultural and ideological rivalry which has often exploded into war. At moments of strain, when a minor conflict might have irreversible consequences, simmering stereotypes and prejudices boil up. Studies of cross-cultural teams indicate that often it is the most superficially similar cultures which in the end experience the greatest traumas: while differences such as those between the US and Japan are obvious, serious problems often occur where they are least expected - say, between Britain and Denmark - and warning signals are neither perceived nor acted upon. In a world as competitive as that of the telecommunication will be in coming decades, nothing may be taken for granted. 
Conclusion: 
Being successful in one country or region doesn't automatically implies that one will become successful in another region or workplace. We are living through a political, economical and technological globalization. There are still a large number of factors to be taken into consideration when planning the strategy for global (international) activities. First, there is cultural diversity. The main problem with culture is that it is intangible, and you have to work with it systematically. Another issue is that most literature written about strategy development and international business management are American, and American ways of doing things are far from being universally true. There is no comprehensive solution to the problems of cultural diversity and human relation management has yet been conceived. Of course, a comprehensive one is very unlikely in the near future. It is, therefore, very imperative on the part of especially business and projects managers to think globally in the design and making up their strategies for business activities that extend beyond their national shores. 
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