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Cross-cultural competence in an organization
In a group of people, there are usually some things that are shared, and at many times they define that particular group. These shared aspects might be folklore, traditions, beliefs, institutions, history, as well as customs, among others. All these shared things are what constitute the culture. It is important to note that people who shared culture belong to the same religion, ethnicity, customs, or language. Competence, on the other, means having the right experience, skills, and knowledge to work and deliver in different situations. Therefore, cross-cultural competence has the right experience, expertise, and knowledge to work and deliver with people of different religions, ethnicities, customs, or languages. Cross-cultural competence is very crucial in an organization as it plays various roles. 
Cross-cultural competence has the value of assisting us to appreciate both the views and perspectives of others. For unity purposes, cross-cultural competence enables employees to be open the perspectives of others regarding the issues relating to the organization. It is, therefore, right to say that intercultural competence instills the value of unity in an organization that vital in achieving goals for the organization. 

A culturally competent workforce will always look out for each other and be ready to do it for the benefit of the organization. Also, once the workforce is competent culturally, the values of adaptability, empathy, and flexibility are instilled (Gassam, 2019). These skills come as a result of acquiring proper listening skills for every employee or any company's stakeholder. Through its values of inclusion makes the organization to run well and move in the right direction since chances of unproductive stereotyping, as well as racism, are not there. All these have a considerable positive impact on the organization.
There are various features within an organization that describe whether the organization is culturally competent. One of these features is that all of the company’s staff are treated with some acceptable level of respect (Patrick & Washington, 2018). It beats logic to say that you are culturally competent anytime you manage all your employees with decency and civility. Very few chances you will have as a person where a person is discriminated, yet he is not respected. Also, an organization that values its employees for their strengths and abilities is culturally competent (Patrick & Washington, 2018). The reason for this is that it creates an environment where there are no insecurities at all. Another characteristic of a culturally competent organization is that its leaders do what they are supposed to do every time. These leaders intentionally make the work environment inclusive by giving the employees the freedom to express themselves (Patrick & Washington, 2018) safely. Once employees are listened to, at no point will the employees ever feel like they are discriminated against since they feel respected equally. 

Cultural competence will always have a positive impact on the organization's success. As a result of this fact, employees and other individuals within the organization have to understand that it is crucial to internalize cultural competence not just for the organization but for their sake (Hutheesing, 2019). The reason why this is important is that it creates an environment where people can live harmoniously with one another since they can listen to one another and solve any issue in the organization (Hutheesing, 2019). Once the interpersonal relationship is good, the success of the organization is almost mandatory. Through listening to one another due to inclusivity, employees get to be empathetic, adaptive as well as flexible with any decision in the workplace. All these works best for the organization’s success. 
Human resources play a very critical role in fostering cultural competence in the organization. One way through which these human resources promote this is by valuing diversity. Valuing diversity means that, even in recruitment, diversity will be part of the factors to consider (Mitchell & Cleary, 2009). Also, while in practice, human resources can pursue a diverse-oriented organization by ensuring that every department in the organization is diverse. There are funny situations where specific departments in an organization contain a particular group of people. Such a human resource is not diverse at all since inclusion, and cultural competency should be even at the departmental level.
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