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diversity. These articies and books generally
reflect devotion to the cause and welf
considered models for introducing, imple-
menting, and rewarciing ciiversify in orgarnza-
tions (Ar:redondo, 1,996; Cox, lg94; Cox &
Beale, 1991; Ferdman &, Erociy, X 9g6;
Gardenswartz & Rowe, 1g9B; Hawley, Banks,
Fadilla, Pope-Davis, 8L Schofield, 1995;
Flayles & Russeltr, l9g7; Jamieson & O,Mara,
L99L; Lodgn 2 tggq Thomasz i 995j, Thls
chapter witl itiemtt to ili;;d# severai of
these perspectives by suggesting both a
constructivist approach to the definition of
culture and a related developrnentai approacir
to understanding cultural identity and intercul-
tural competence. The developmental model
will be used to examine how and why resis-
tance and "pushback" occur at vat:,orrs stages
in individual and organization development
and to suggest tirat diversity initiatives work
most effectiveiy when sequsnced to the
deveiopmental readiness of the client.
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After the impact of the Hudson Institute
report (Johnston & Packer, 1987), that oft-quoted,
seldom-read document, 79% of 406 companies
surveyed in one research project either had
implemented or were planning on impleqenting
diversity rraining (Wheeler, 1994). These data
are somewhat comforting, Corporate America
has gotten the message" The data are also some-
what disturbing: What did these companies
rnean by "diversity training"?

The answers are as varied as diversity itself
(Carter, 2000; Henderson, I9g4; Nor:ris B{,
Lofton, 1 995). R.ecogRLztngthat diversity initia-
tiues are not qmonymorls with training, never-
theless it is instructive to examine the varieties
of perspectives that have influenced both train-
iog and development during the past two
decades. For manyl training and development
focused on equal empioyment and affirmative
action, what one rnust know, and why one must
know it. Although ftequently diversity profes-
sionals contest this linkage, in the minds of
many clients, the topics of diversify and compli-
ance are inextricably intertwined (Thomas,
1995; Wheeler, 

'1 
994). For others, diversity was

based on inequities in the organization due to
race, class, gender, d+e, sexuai orientation, and
so on. For still others, it was a cause for cele-
brating, valuing, and 'oharnessing the rainbo\^,."
At this stage, there was a movement from
o'awareness-based" 

to "skill-based" training
(Camevaie & Stonq 1995, p. 104)- As needs
became more clearly defined, we rnoved
"beyond race and gonder" (Thomas, 1991),
beyond rejoicing at to managing diversity, with
an emphasis on productivify, "effectiveness"
and competitive edge. Sorne suggested that
diversify was not merel;r a"management issue,"
that what we ate about was a "marketplace
nrodel" of using diversify to build inclusive
arganizations g{orris 8c Lofton, 1995).

As the diversity movernent matured,, an
awkward issue became more apparent. Large
corporations designed highiy effective initia-
tives, but as the home office exporte-d the
prograrn to other sites around the world, the
ethnocentrism of the u.s. perspective became

evidsnt (Solomon, 1994). Not only the c

culturally insensitive. The approaches ten

need (Wentling &, Palma-Rivas, 2000). Th8$

What about the non-English-speaking, recentffi
arrived "Asian Americ an"? Is she Asian? Is sheil*
American? Do we base her identity on her pu*iff
porl culture? Clearly the marketpiace model ha
to account for how these globai differ*ndqg$ti
affect the organrzation (Wentling 8L Palrn#
Rivas, 2000). Tire questions then become these":',-ii'
What is domestic? What is global? .;fi

Leaders in the fieid began ernphasiziffi
"consistent focus anC integration" for all aspeffi
(both dornestic and international) of the organiga{}1
tion (tr{ayles &, Russell, lggT , p. 1S1. 

-euf.erii$

(1996) called for developrng'b broader and moffi
sophisticated conceptual framework for the analy.liii
sis of dlvers4r issueslr $- f51)- Asd, * ffi
Workforce 2020 report so succinctly states it, "thgtiij
rest of the world matters" (Judy S. D'Amisojitr
1997, p. 3). Thus it was in the 1990s that rhii$t
literature in diversify deveiopment began toiui
emphastze "culture" as professionals sought to:ii
integrate the conrplicated mix of race, ethnicig;-l
eEC, gender, ciass, nationaiity, sexual orientation;''1
physical ability, and other aspects of differenca, i'

both domestically and globally (carr-Ruffiao',' ni

2000; Gardenswartz & Rowe, 1998; Jamieson d! '".

C'Mara , L991; Loden, 199d). 
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nication, cognitive, and learning styles. ,;!
ln addition to this culturally unrespoos$

pedagogy, the ambiguous position of severi

tional transferees rvas left.out of diversity initffi
tives, seemingly because there u/as no obviouffi

tional sojourn, not on appreciating or managidfii:$
(-/ ;:'Gr,j:.:i;

diversity. ' ,if+l



ittium coming to terms with the diversity needs of

ffisafizattolls, professionals drew on academic
tg,rb?"'*

,{i[tiotines that were wide-ranging, including edu-

fibi&, psychoiogy, sociology, counseling, organi-
,ii,7#oo development, communicatior; rnanagemen!

iitLiano*im, antlropology, and others. Each of
ir:r;*,.,-^ +Lnn*atlCal pefSpeCtiVeS haS COntfibUted tO'::j.:'.fLl'gf-re | | lftt tl L.

iiii,Hll'Y''-

$iffi'sJate of the art and importantly influenced the

fiifu diversity is approached today. In addition,
: . ; : ; i . : : : : ; . l i : ' , :  {  ^  , r  s  .  1_^^- :_ -

,lffiarch*t: fro* ffitt countries 
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giffig to reflect on their own dornestic and giobal

$ltffility issues. $owever, itls not sufnf.ff-}":
ffi this cornpetitive arena, the cross-fertilizrrion
;liiffiong these perspectives is somewhat less than
,ifi,*r. +"^rE *^Yev

iffiti*al. From res'earih on coqporate activities, it

iffiiifiould be relatively easy to slmthesize benchmarks

fii tn*people are doing (Gaskins, 1993;Rynes &
,: l f i t i .,,s*f 

'WIIGLL yvLtyrv t*rv r+vrr^6 \\JwruuL', 
Lt / e ) ^\J Yvv

[ti&snt, 1,995; Wentling & Palma-Rivas,'2000;
i i i l ' i i i l tr::. ' I ' !r..Dvlr, 
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|iif,',Wheeler, 1994).It would be less easy to ascertain

lli-uffieir theoretical rationale for why they are doing

ffiirWirat they are doing at the time they are doing it.

irt': ,fiiiqs other authors preceding us, we have a
, r i . i i ; . ; ,  ,  . .  . r  ^

fii.,,' fiscipiinary pelspective that inforrns our work
+ii*t,' in diversity and that, in our sase, ernerges from

#.1 r,,': the sosiai science field of intercultural cornmu-
; i" .11+111," ( ^^ ,  F

,:,, nicationu the study of face-to-face interactions
l i : ; i r : i : . r l i : . ' t :  i r  1 .  ^ ^

iffi'' between people who are culturally different.
#i++j,, Since intercultural communication draws

nffi, memb-ers of underrepresented grouPs, manage-
: t i l j i i . . i , , , , i t :  a  ^  r  , .  . ,  I

iiffit, ment of a diverse workforcee productivity of

igit'.;'. multicultural teams, marketingicross cultures,

f*ifu' and to the development of a clirnot* ofrespect

Mindset and Skillset

Although the primary emphasis of intercultural
communication is on behavior,, no behavior exists
separately from thought and emotion. This neces-
sary unity can be called the intercultural mindset
and skillset The mindset refers to one's aware-
ness of operating in a culfural context. This usll-
ally entails sorne conscious knowledge of one's
own culture (eultural self-awareness), some
frameworks for cre attng useful cultural conffasts
(e.g., communication styles, cultural values), and
a cLear understanding about how,to use culhrral
genoralizations without stereotlplng. The rnindset
(or, better, "hsartsef') also includes the mainte-
nance of attihrdes such as curiosit'y and tolerance
of ambiguity, which ast as motivators for seeking
out cuitural differences.

The intercultural skillset includes the
abiiity to analyze interaction, predict misun-
derstanding, and fashion adaptive behavior"
Tlre skillset can be thought of as the expanded
repertoire of behavior-a repertoire that includes
behavior appropriate to one's own culture but
that does not thereby exclude alternative
behavior that might be mors appropriate in
another culfirre.

The irnplication of tiris approach to intercul-
tural competence is that knowledge, attifude, and
behavior rnust work together for deveiopment to
oscur (J. M.Bennett,2AAS; M. J. Benneff, 2001;
Klopf, 200i; Lustig &, Koester, 1999; Ting-
Toomey, 1999). So, although the overt'goal of'a
diversity effort may be stated in terms of one of
these dimensions, the overall initiative entails a
coordination of all three. As we will see later,
this coordination takes the forrn of a sequentiai
curricuium that introduces issues only when
learners are ready to engage therrr-

Culture

The ability to comprehend cultural diversify
depends on unclsrstanding the idea af culture
itself. A constructivist def;nition cf culture
was estabiished by the socioiogists Peter Berger
and Thomas Luckmann in their serninal work
The Social Con.struction af Reality (1966). This
definition, which is commonly used by inter-
culturalists (Triandis, 1994), distingr,rishes
t'retween objective cwlture and subjective culture,



Objective culture refers to the institutional
aspects of culfure, such as political and economic
systerns, and to the products of culture, such
as &fr, music, cuisine, ffid so on. Insofar as
history traces the developrnent of a sociefy's
institutions, it also refers to objective culture.
This idea of objective culture is good for under-
standing the cultural creations of other groups,
but it is not necessarily very useful in the work-
place. Such knowledge does not equal intercul-
tural competence. Knowledge of objective culture
is Recessary but not sufficient for developing
professionals.

Subjective culture refers to the experience :

of the social reality formed by a society's
institutions-in other words, the worldview of
a society's people. According to Berger and
Luckrnann (1966), objective and subjective
culture exist as a dialectic, where objective
culture is' intenr-aiized through sociaii zation
and subjective culture is extenraltzed through
role behavior. Thus, in a circuiar, self-referen-
tial process, the institutions of culture are
constantly recreated by peopie acting out their
experience of those institutions. Subjective
culture gives us direct insight into the worlcl-
view of different culture groups, and it is this
insight that translates into rnore effective
interaction. The real crux of creating a clirnate
of respect for diversity is demonsffating under-
standing and appreciation for the different
beliefs, behaviors, and vatrues of varying
subjective cultures. Such understanding and
appreciation can provide access to the differing
cultural experienoe of others and enable
mufual adaptation.

This idea of subjective culture is also the key
to comprehending the juncture between global
and domestic diversity" Although some people
hare fuistories tffi ms farrnsr€ exterm"ive thafi
others', and although some people carry
unequal burdens of oppression or perquisites of
privilege, they are altr eqr.ral (but different) in
the complexity of their cukurai worldviews. trt is
this "simitrarity of difference" that aliows us to
respect the equal complexity and potential use-
fuiness of each of our perspectives. tsuilding
on this foundation of acknowledgment and
re speot, diversity initiatives can then m ove lnore
effectiveiy in acknowledging poiitical and
historic al inequaiify"

ffi
, , : f f i

Diversihr ,*jffi
u l r  v ' v ^ w J  , t j i # i 1

Based on this subjective culture persp..tffi
diversity is defined as cuhural differences,,ffi
values, beliefs, and behaviors learned +ffi
shared by groups of interacting people defin ffi
by nationality, ethnicity, gender, &ge, physioffi
characteristics, sexual orientation, econotfiffii
status, education, profession, religion, orguigffi
tional affiliaiion, and afty other grouping ffi
generates identifiable pattems. This definition'iii$$
rsasonably consistent with those of other ffi
ers, who charactertze diversity as "differ.no$Fri
in people based on their various identificatiail$$
with group membership., .a process.6$i
acknowledging differences through aclio$til1
(Carnevale &. Stone, 1,995, F. B9); "a multiffi
mensional rnixhre" (Thomas, 1992, p. 307); ffi
"every individual difierence that affects u tuffi
or relationship" (Griggs & Louw, 1995, p. 6), .'u,' 

.U,r.:,
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Althougli the provided definition of subje$$,,
tive culture is fairiy standard among diversffi
professionals, it does stimulate a variety of otheiii
questions about the meaning of culture. The fir$t'
of these questions immediately arises froffi;
reading the list we have given: Where is race''iii
this configuration? Two of the most chaliengl#
issues in diversity work are overcoming the ideai
that race is culture and overcCIming racisnr
itself. The laffer issue will be examined later in,
this chapter, but the definitional foundation g"f
culture must be clarified, and the distinctioh
between culfure and race must be established, ,.

The outdated view that biological characteji*
istics somehorv define the way peopie beh
thini(, and interact has now been thoroughly;
diseredited by**e reeer*f €eaoffie s$Idi€s, RaqS
has fypicaliy been defined "in terms of physicfil;
characteristics, such as slcin coior, facial feamres;
and hair type which are cornmon to an inbre$
geographically i soiated populati on" @ etancourt &
T,6pez;, 1993, p. 63 1), a bioiogical ciassification
that is now recogntzed as obsoiete (Dobbins &
Skillings, 199i; Lock, 1993). Feople do not
behave the way they do primarily because 'of

race but rather because of cultural factors. Jones

tI972) contrasts race, &s a group that has beet]
socially defined based onphysical criteria with



ffiris vitai for the diversity professionaL to recog-
'#,.t|tize the distinction between self-identification
r i ; i l t : i : l t ' - . < . a r I r r , a - T T - r - - . -  - t t l n r \ r t \;i"'and that designated by others. As Helms (1990)

ii'.j' i,, :two is not wise.
i;i;il':..,,.

iil;i.,,' Finally, just because race is not culture does
'],i,,i:'Ir "
ffi" not rnean that the impact of color and White
iirl]q:;r'.5;ii.r; l , ^. , ^ t.

itffii,. privilege can somehow be lefr out of diversity

ffi'. training. Our worldviews are heavily stnrctured

fffi" by our experience of cultwe, but they are also

i+ltr, formed by our experience of color (Ilelms,
l ri , 1994)" The di.stinction between these two kinds

ffi of experience does not elevate one above the

ffi, other; in fact, it is a nscessary first step in the

$ffi.,' difficult task of minirnizing the incidence of
iffi' tacism and privilege and simultaneously maxi
ffi', mizing the appreciation of diversity.
ffi T'he seconrl rFresiio:r eheited from thesq
i"':i'r ':; definitions relaies to the interface between the
; i ;: ' . f i : ., .:, t ' t t-t : J - ,, r1 ^r. - - *i ^-^ T-C

ffi individual and the group identifisation. If an

;lffi individual "belongs" to multiple cultural groups
i?:ir;r '1i. i.,, 

r rs$w^ v v^v'^t v

iiii;tt. at once, to rvhat extent does the person identify

F.iiii''.. with various aspects of this multilayered cui-
I i ; ; : . , .  .  r

i|iit.,.. tural identity? Further, how do we explore the
*.r'tr.,
L'iiliii. .i::r'!

i+jl,::i.i.:l:. 
.;rfi' range of alternatives within any given culfure

irt:.ii;' group? This "individual uniqueness as the

ffii,. constellation of social identities," as Ferdman

*irl1' (1995 , p. 45) describes it, presents a challenge

group pafferns and their irnpact in the workplace

and acknowledge the compiex icientiry issues

relevant to any given individual? The skillful

use of research-based cultural generalizations

can address this concern.

Stereogpes and Gener abzations

Participants in diversity programs some-
times resisi ihe idea of subjective culture

because it seems like a "label." They justifiably

ure trying to avoid ci,ultural stereatypes.
'Unfortunately, the anstl/€r to how such stereo-

Sping may be avoided is often to "treat every
person as an individual." This is its own form

of culfiral chauvinisrn, imposing as it does a

Western notion of individuaiisrn on every situ-
ation. It is more beneficial to avoid cultural
stereotypes by using accurate cultural general-

izations. Lisefirl cultural generalizations are

based on systematic cross-cultural research-
Thoy refer to predominant tendencies among
groups of people, so they are not labels for indi-
viduals. A given individual may exhibit the pre-

dominant group tendency a lot, a little, or not at

all. So cultural generahzatrons must be applied
to individuais as tentative hypotheses, open to
verification.

F'urther, culturatr generaltzations can be
used to describe cultural groups at varying
"levels of abstraction." For instance, it is possi-

bie to make some cultural contrasts between
peoples of Western cultures and' peoples of

Eastern cultures. Such cultural gtoupings are
at a very high tevei of abstraction, so they

support only very general conttasts, such as
o'more in{ividualistic" versus o'mort collec-
tivist." Toward the other end of the absfraction
ladder, a relativeiy specific cutfural groupitg,
gUgh as African Arnericaq, rmght_be copgared
with a simiiarly specific grouping, such as
European American. In this case, it wsuld be
possible to mai<e rnore specific oontrasts in
culturat style. trn the rniddle of the abstraction
ladder iie groupings such as U.S" American
versus I{orthern European. Eecause people
have multilayered cultural identities, it is
appropriate to use generaiizations at several
levels of abstraction simultaneousiy. For
instance, someons could at once be described
as belonging tothe groups of "U.S. /trnerican$,"

i i i , j i i ; , , , ,  \rrJJt l l .  -- tS tJlDt"/I lL/vD lL, y"tvovuLo L'L vr ' t t*rrvu&v
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"Latinos," o'southwestefilers," "malesro' and
"engineers." Genetaltzations at all these levels
of abstraction might be appropriate to
understanding the person's cultural experience.

The ability to make and use culturar general-
izations responsibly lies at the heart of an inter-
cultural approach to diversity. Because of their
similarity to stereofypes, generalizations need
to be used cautiously. First, generalizations
should be based on research, not just personai
experience. one's personal experience with
another culture is likety to have been with only
certain fypes of. people-for instance, people
who are willing to spend time with an outsider.
As a result, generalizations to the whole popula-
tion based on only that sample are likely to be
inaccurate. An example of such faurty gener-
alization seems to occur among sorne police
ofiicers, whose primary contact with people of
other culfures may be restricted to one subset of
the population. General tzations based on expe-
rience with that particular subset might worlc in
the particular grouF, but outside thatgroup they
beconne the stereofypes, or "profiling.,'

The use of generahzations also requires us to
maintain concepfual equivalence; that is, to cre-
ate a conceptualiy level playing fierd. This
means that culfural contrasts should be made at
sirniiar levels of abstraction. u.s. Americans
should be compared with other national groups,
not with more general groupings, such as
"Asians," or with more specific groupings, such
as "Ilispanic immigrants." trn the latter case, the
implication is that u.s. American culture
excludes people of Flispanic descent. The fail-
ure to maintain sonceptual equivalence is par-
ticularly troubiesome in comparisons befween
dominant-cukure ethnicify and other ethnic
groups-'In the united states, members of the
dominant culture tend to see themselves in rela-
tivelv ;dCific ethniC fems, iuCh ui c*#u
Arnerican (one country), although they see
others in more general ethnic terms, such as
African Ameri can (an entire continent). The
greater specificify accordec to one's o\Mn group
implies more "realness" and acts as a subtle
cievaluing of the less specific group, For this
reason, the teru "European Americ aA, is a
more appropriate contrast to other general
ethnic groupings in the United States.

THp DevsropMENTAL Monsl oF
trxrencuLTURAL S pwslrrvrry

Cveruiew .,

The Developmentat Model of Interculturalll,
sensitivify (DMIS) was created as a framewom
to explain the observed and reported e*peri*i,
ences of people in intercultural situationdi
(Ivi. i. Bennett, ig93'). srucients lrere observeff
over the course of months and sometimes ye
in intercultural workshops, classes, exchange$if
and graduate programs. It appeared that thes:6..
students confronted cuhural difference in sorne',
predictable ways as they learned to becorne.i
more competent intercultural comrnunicatorsit
using an elaboration of grounded theory, obsef*ii
vations were organi zed into six stages oft
increasing sensitivity to cultural differenc.#,
(see Figure 6.1). The underlying asswnptiffii
of the rnodel is that as one's experience of cul*r'
tural dffirence becomes more sophisticateo;ii
one's cornpetence in interculfural reiatio"Eii
increases. Each stage is indiiative of a parti i.,
lar worldview canfiguration, and certain ldffi$
of attitudes and behavior are fypically assooi;.t
ated with each such configuration. The DMIS is, ;
not a model of changes in attitudes and beh
ior. Rather, it is a model of the development otri
cognitive structure. The staiements abom;:
behavior and attitudes at each stage are indisa*rl
tive of a particular condition of the underlyingii
worldview. *J

The fi.rst three DMIS stages arc ethnocentri,gr",,
meaning that one's own culfure is expetirn*#
as central to realify in some way. In the dercta,l;;!1
stage, one's owrl culture is experienced as the.r
only real one? and consideration of other culiiif,
iures is avoicied by maintaining psychologic#
or ph1'sical isolatign &qlq differences. In qft;l
defense stage, ons's o'wn cutrfure (or an adopffil
culture) is experienced as the only good o"qi*i
and cultwal difference is denigrated. In mini'n;lr.
mization, elements of one's own cultural worldt$Ji
vieur ate e4perienced as universal, so tn'a.t#
despite accepiable surface differenoes witgiii
other cutrtures, essentially those culfures ai]#i
similar to one's own *tili

The second three DMIS stages arc ethnorelafive,ifi
meaning that one's own curture is experienc'e#



t . - J v .  v w l c w J  W a ,  L - , ( . , J T  J O O y O f y

DEVELOPMENT OF II{TER.CUTXURAL SENSITTVITY

ETHNOCENTRIC STAGES ETI{NOREL,AHVE, S TAGE S

""-"

--*"

"9
,.tS-

^qR"
Y'"dg^O

e&f

EXPERIENCE OF DIPPEN.ENCE

F'igure 6.L The Developmental Model of Intercultural Sensitivity

in the context of other culfures. rn acceptance,
other cultures are inciuded in experience as
equally cornplex but different constructions of
reality. Tn adaptation, one attains the abiiity to
shift perspective in and out of another cultural
worldview; thus one's experience potenti a\ly
includes the ciifferent cultural experience of
sorneone in another culfure. In integration,
one's experience of seLf is expanded to inciude
rnovernent in and out of different cutrturai
worldviews.

In general, the ethnocentric stages can be
seen as ways af avoiding cultural dffirence,
either by denying its existence, by raising
defenses against it, or by minim rzing its impoi
tance. The ethnoreiative stages are ways of seek-
"ing cultural riffirence, either by accepting its
importance, by adapting a perspective to take it
intc account, or by integrating the whole concept
into a definition of identity.

The theoretical underpiruring of the DMIS is
psrsonal- ssn$tfiJ€t theery md #s extertsior; r€d-
ical constructivism. personal construct theory
was formulated by George Kelly (1963), who
held that experience is a firnction of our catego-
rization, or construing, of events. A,ccording to
this theory,

A person can be a raritness to a tremendous parade
of episodes and y€t, if he fails to keep making
sometiring out of them . . . he ga"ins little in the
way of experience from having been around when

they-happened. It is not what happens around him
that makes a man experienced.; it is the successive
construing -and reconstruing of what happens, as
it happens, that enriches the experience of his liie.
(p .73)

In other words, if we irave no way of constru-
ing an event, we will not experience it. stated
differently, the existence of phenomena in a
woridview depends on the extent to which
we can discriminate those particular phenom-
ena. This idea is paralletr to one stated by
Benjamin tr-ee wirorf (1956) in his work on
linguistic relativity:

The categories and types that we isolate frorn the
world of phenomena we do not find here because
they stare every observer in the face; on the con-
ffury, the worid is presented in a kaieidoscopic
fiux of impressions which has to be organized-by
our minds. (p. 213)

Denial

The DMIS assumes that in the earliest sthno-
centric stage, denial, other cultures are either
not discriminated at al!, or they &re construed
in rather vague ways, As a result, cultural dif-
ference is either not experiensed at all, or it is
experienceci as assooiated with a kinc of undif-
ferentiated oth:er such as ..foreigner', 

or .,immj.
grant-" Thus, people who view the worid



through a denial template are tikely to avoid
the subject of diversify altogether if they can, or
they may refer to "thern" rather than using spe-
cific group names. (Ferhaps it was their impticit
recognition of this indicator of denial thattio an
audience of African Americans to take umbrage
at u.s. presidential sandidate Ross perot,s use
of "you peopleo' in a speech.)

other manifestations of denial in the context
of divsrsity include the impiicit use of genetic or
social Darwinisrn to justify the existence of nat-
uraliy superior people who are either born into

, or achieve membership in the dominant group.
This in turn supports an attitude of ..benigR

neglect" toward people lower in the social hier-
archy ("it can't be helped"). Fower is mors
likely to be exercised as unabashed exploitation,
with the rationaie that "they don,t value life the
way we do.o' These assurnptions and attitudes
are largely out of consciousness for people at
this stage, so attempts to address the* rrrud-on
in a diversify effort are met with bewilderment
ffid, eventualiy, hostilify.

organizational Implications of D eruial

when a significant nurnber of people in an
orgaurzation have worldviews at one of, the
DMIS stages, the org anrzatton can be said to be
characterized by that stage. slhat constitutes a
"significant number" may depend on a number
of factors, such as the formal and informal
power of those particular people and the extent
to which they constitute a critical mass in the
organization.

An organization characterized by denial is
basically ignorant about cultural issues e.r/en
though it rnay be quite sophisticated in its
techfiical business" trf any preparation for inter-
national cross-culfural conf4g! is pffered at all_
ii is basiC tans*$ t 

"ili"s. 
S;;d;;;

diversify is usualiy not defined iq cultural terms,
no diversity work beyond basic training in the
legal aspects of diversify is likely to be offered.
suoh organizations are susceptible to being
blindsided by poiiticar or legal action 

"rorndraeq gender, and immigration issues. There
probably is no system atic recruitment of a
diverse workforcee and arry cultural diversity
that . does exist is defined as a "probl**.!,
Neediess ro s&y, this kind of organization does

fi
not have access to culfi:ral diversifv as a resourd8
either internationally or dornestically. .u*

'  
: : . r ,1:,.:;,
r,:ii

Defense rl
:l+

In the next ethnoceutric stage, defens., om$i
cultures may be discriminated in more cornffi
ways, but they stitl do not appear to be u* ,"#
plicated as one's owrl. For instance, peopr, mafr
object to generahzations about their'o*" grJi**
("each one of us is a unique individu utt ;ffi
simultaneously stereotype peopre of ;ffi
goups. The defense worldview is poruriffi
into us-them distinctions, so the prrruiling ffi
tude is one of being under siege. In the case i4
people from the dominant culture, the sie il
attitude is indicated by staternents ,.r"h 

'iE'*l
o'They're taking all our jobs." power is ,nu l
cised by afrempring to exciude the intertop'6#$i
frorn instifutions, From an outside persperffi
what members of the dorninant cutture ,*i6i
defending is their cultural privilege, bffii$f.
course it is not experienced that way from ffi
interior of the group. For nondominant gro*#$it
the siege attitude at this stage is similar,lut:ffi
assumed attacker is different. people here a$8j
more iikely to be protecting their culfural id
tities from the dominant group's pressuf;$dj
assirnilate, In extreme casese nondo*lo gi
group members may stereotype everyone in ffidominant culture as engaged in intentiouq#
oppression, which may give rise ro 

"*ai$ijtheories of genocidai conspiracy. *.#
An interesting variation on defense ,i$,:

reversal, where the "us and thern" are switchqd:;
ir the polarized woridview. The culture ,,ffiii
which one was originalry sociali zed becomp$i!
the tmget of simplifying stereotypes, and ffi
previously derogated culture is smbraced u, tlig,l,
gonc- ffrc- ln ar+ iM eenrexf, +i
procsss is generally referred to as .,goi$g$
native." In a ciomestic context, the same;rffi
view configuration underiies the phenomurEhl;
of dominant group members adopiing the tr
pings and issues of a nondominant gro$jiii
Feople with this attitude mav someti#* b:6
seen by nondonrinant group rnembers as alli#
but they are more frequentry perceived d#
meddlers. This does not stop them fro* engagi;#
in self-appointed representation of, oppres*ion tdilit
other ciominant group members. i$

''llti
;i11li;1
' i l : , .4 : . .

"iiliir
t j
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i#iCorporations - 
characterized by defense

j;..ii':'.';' .
+lffiay be overconfident or amogant, leading to
i i i 'ri i l i ir.t^t-^^ l*' t^r....Jrr^* Ao^i ^* ^- J -^-1 -^:.i- ^ 't--
i;,ffistakes in product design and marketing. In
fliffincies and other nonprofits, the assumed

ffieriorify of defense may look insensitive to
l"dlients. Inside the organization, culturat differ-

i ; ,#i.. lYf^t". 
^^^sr$v e"v v^Er..urtJr*Lr\.tII, vl l l l , l l lCtI \If l . l-

i'l€fice is seen as an obstacle to be avoided,

ffir*itment of underrepresented groups is

*iiffiui avoided because it is seen as necessarily
firlifO*les ome . Internationally, combativenes s may

ij.liiji#Y-- 
7 Yv'rv

$fi;;dam age valuable internati onal partnerships .
ir'iiii,lri .: .r i , :

ii:j.ii; ; 
r''

*o",;;;',K',;:^:',;',:::::J;
people in their organuzation must have equal
opporfunity. unless they see themselves as
having a particular culture different from that
of others, they cannot see that their dominant
culture has been used as a rnodel for success in
the organization.

Org aniz ati on a I I mp li ca tio ns
of Minimizarion

organizati ons characterized by rninirnizati on
rnay overstate their sensitivity to diversity
issues, claiming to be "toleranf' and 'icoLorblind.,'

This leads to poor retention of workforce ciiver-
srty, since people from nondsminant culfural
groups often interpret these claims as hypocriti-
cal. An extreme emphasis on corpCIrate culture
creates strong pressure for culfure conformtty,
which generates an atmosphere of assimilation
domestically and creates international antago-
nisrns where the corporate culture clashes with
local cultures.

Acceptance

The move to acceptance represents the
initial reconfiguration of worldviern' into cul-
tural contexts-the essence of ethnoreiativism.
All values, beliefs, ancl behaviors are organi zed
into contextual categories that differentiate one
set frorn another. what is being "accepted'o at
this stage is the equai but dffirent complexity
of others. This acceptance does not necessarily
mean agreement or liking. so, for instance, orle
could be ethnorelative and still dislike a partic-
uiar culfure or disagree with the goodness of its
values. Because such disagreements also exist
in cultural oontext, peopie at this stage do not
think firat aII people in- rh-e ot&-er Culrure #ouia
share their view if they could.

The inherent cultural relativity of the aooep-
tance configuration marks the major issue that
emerges at this stage: how to exercise power in
terms of one's own values without imposing on
the equally vaiid viewpoints of others. cne
rssponse to this dilemma is paralysis-the
inability ta r-naintain any value position at all
{"whatever"). In referring to this condition as
multiplicity, william Ferry (iggg) suggests thar
it is the norrnal stage of ethicatr development out

i l j i : i + : j j ' : j . ; .

cit'l'':':
' - t l i F i : 1 : . : i .

: i : i . i i , l : j . j : . '

iffffiintmtzation
: : i : , . j i r i : :  :  . r

{ili'-ii:'r:;': " 
'

;[,ltt'., The final stage of ethnocentrism represents

'q*iffi rnost complex strategy for avoiding cuhural
li#,i"difference. In mintmtzation, superficial cultural+jli"$ifterence. In mrntmtzation, superficial cultural
ffi,,,'gjfferences in etiquette and other customs are
itlilr.'r' l"'

dirg.Sknowiedged, but the assumption is made that
i :r it ici,; l  ^ ^-^ -i - rl r! -.q ff i .

$+ffiatep down, we are all the same." This assufirp-

fi#fuo of basic similarity counteracts the sirnplifi-
;iifi.gations of defense, because others are now

l',id; r;:-:: it : ''r'
j l i r l l i . , : . ,  , : . .

$ffi,-perceived as being equaliy as complex as ons's
;i# ,.:self. Flowever, they are complex in the same
iiiii;i'#".i .. r r^

;g#rway as one's self. The similarify may be stated
iin tenns of physical commonality, or it may take

fi;.u,.,the forrn of spiritual or other forurs of philo-
',i ;, $Qphical comrnonality assumed to apply to all
ffi-ipeople. ("Y* are all God's children-whether

i.iii'Iiffi, ,we know it or not."). The attribution of similar
ffiiliff''tteeds, d.esires, and values to others in fact
ffi" moves simplification to a higher level of
,Hiff ubsfraction. ]*{ow it is not the people who are

ij"ii;i:Jri, :'::

;g,il ,,,.stmplified but cultural difference itself that is
ffi,pubsurned into the familiarity of one's own
illl ,', ,ruorldview.

i.,l:fi;.-1;l''" 
vY'L'r' lll v

[r+li.' People who are operating at minimization
fitiri... ere g:enerafiy very nieo" fi-ry livo in a *small

ffi,,*orld" where peoptre are naturally drawn
; i i+: i i . , ,  .4^^^r '  a .a .iffi,, together by their essential humanity. Few

#i- ir : , i l i l ' ,  f ,r lFyrr lrero n€ n^*J^*l*^-* ^ J---^Ir - t  z7-; ^,

fiiiiiu=, members of, nondorninant groups dwell at this
f i* l i l l , ; , . , .  , , .  

sv!a^4aa**v 
&r\ ' ! ly ' ,  . ,rvYwrr a

iffi" stage, since it is generaliy discrepant with the
i i l , ' i , i l€;L';1.:, ...----^ . oiffi,. experience cf prejudicial discimination. But
: f * : : i i i i ' : ' . " '  a L ^ - -  n  r  . r  Jffir lhory few are heaviiSz ssrlght after by dominant
fil*,i,,,r tnstitutions seeking to justiSi assirniiation. Atiiii,,:.,,.,i *rulrrLrrr$ns seeffing rc Justtly assumlahon. At
$tfi..", this stage, the power of the dominant group
i i i r i : : l l ' '  fenr {o  l -n  1 -o  ^* ,o*^ l^^ - ' !  +1^-^ - -^L  ) . - - -2 , - t , r :  ,1  .

ffi,. fnds to be exercisec through institutional priv-
t'iir,,, llege. Dorninant group 'nembers who enjoy
ffil institutional privilege are unaware that they dc
*$rt'



af dualism. His developmeqtal sequence seerns
to parallel that of intercultural sensitivity at this
point. In denial and defense, the exercise of
power is rsoted in unquestioned truths that are
organized into categories of us and them, good
and bad; in short, dualism. In minimtzatron,
dualism is mitigated by universalism, but the
truth of one's own position remains unques-
tioned. Then, in acceptance, one's own ethical
position becomes one of several possible posi-
tions, depending on cultural context. The tem-
porary effect of this relativity is to make all
positions seem equally valid and thereiore to
preclude a choice of position based on the old
dualistic criterion of absolute truth. In Peny's
terms, people need to develop contextual rela-
tivism so they can move on. That is, they need to
reacquire the ability to rnake ethical choices
based not on dualistic criteria but on their own
judgments about the appropriateness of context.

Arganizational Implications af A ccep tance

Organizations characterized by acceptance
recognize the value of diversity and rnake active
effons to recruit and retain a diverse workfcrce.
There is likeiy to be iively discussion about
what changes shouid be made in policy and pro-
cedures to accornmodate the more rnulticultural
workforce. International marketing and training
efforts acknowledge the local cultural context,
but appropriate action may be unclear.
Managers are encouraged to recognize cultural
difference, but they are not trained in intercul-
turai skills. In other words, the organization in
acceptance knows how to "talk the talk," and
they do so with sincerity, if not with much
sophistication.

AdapffiioR

The movement to a&aptation occurs when we
need to think or act outside of our own cultural
context. This need fypically occurs when casual
contact with other cuXfures besomes rnore
intense, such as in a posting abroaC or when
working on a multicultural team. At this point,
the simple recognition of cultural contexts is
insufficient to guide behavior" initially, adapta-
tion iakes the form of cognitive frame shifting,
where one atternpts to take the perspective of

:.i

another culture. Elsewhere we have discusffi
this abilify as cultural empath), (Bennett, 1998$
In worldview terrns, culfural empathy is tfib
atternpt to organize experience through a sei i8:i
constructs that ate rnore characteristic d1
another culture than of one's own. For i"rtug$i
a tJ.S. American who typically applies the cOffi
struct of "reducing obligation" to friendsffi;$
might shift to a more Japanese consfiurt l6J
"reciprocal mufual obligation" when tr:vine ji6
understand Japanese friends. 

-,*it

The goal in the above example is to feel $e
appropriateness of"mutual obligation in friffi
ship. In this way; knowledge moves towaifi
behavior-one can begtp to "walk the talk." ffi
course ) an outsider never experiences the offi
culture in the sarne way as a mernber of that i fi
ture. This is because facsirnile constructs afip
seldom as richl,v discriminated as construoi$
acquired in prirnary sociaiization. It is rnot6
iikely that outsiders' perceptual shifts will",rble.
targete d at particular dimensions of experien6d
that are relevant to their interaction in the offi
culture '{i

In the behavioral code-shfting form of aO6*
tation, the feeling of sorne aspect of another ffi
ture is given form in appropriate trehaV$
(Bennett & Castiglioni, 2003). This deveffi
mental approach to intercultural adaptatiffi
stresses that code shifring should not pt*ce#
frame shifting. In other words, it is impottant,s$
adapted behavior to emerge because it "fe6ffi
right," noi because o'that is how one is supposeol{,
to act." One should i<now what the range ff
appropriate behaviol is but should not seek,*$,
generate the behavior based only on that knffi
edge. The extreme cases of behavior ftq#"
knowledge arelhe ubiquitous iists of "tips" ffi
"dos and don'ts" that flow from amateur int
cultural seminars. Excepf fcr superficial
quette, following these rules without a cl
feeling for their appropriateness is iilcely to lodk
contrived and possibly patronizing to rnembot$
of another culfure. ,',*ir:;

The major issue at adapiation is, indeqdi
authenticify. F{ere the question is, "}trow can I,'$p
myself and stili behave in all these altenlatiry:
ways?" The answer is that one's definition, ,of
self is expanded ta include ths uhsrnatig
contexts. For most people at this srage of dev-#
opment, &o expanded self means mainly ra$



i,.,,,;p,.4panded reper-toire of behavior appropriate to

*1*rp,'arious cultrnal contexts. But in some cases,

Itii:prnple become biculRral or multicultural. In

$iiffiost cases, the altetnative worldview con-
F*u cts are discriminated at more or less the

i$ill", :P-eople do adapt to other culfures without
i'*iiffiy cbnscious intention to do so. This process is

ii;:i1,i1.1',:. . 
'

ffiWtoally closer to assimilation, as adaptation is
ffiiL.rufined by intentionality. In any case, there
gli'i" ;certainly are people around who are bicultural

tttt+;,1r.r,, r:-

liil;,,,,,:,arrd who could not articulate the cultural
i,;tt.,,,,ussumptions of either of the culfures in which
it',il ri,:: 

' 
-

ii#o''ftey operate quite easily. The limitation of this
ii|p :,,kind of unin:tentiorcal adaptation is that the

ffi:u*ptation is not generalizable. In other words,

in the developmental

I,iffi. 
' One last note on adaptation concems the use

i,,,,ffii .of power. At this stage, people cal once again
i1;;i;,p;r 

-- -r --'o-) )

rii. ,'"'"exercise the nower of thei;,,i,-ffi''"exerclse the power of their convictions. But they
lii:", ilo so in ways that are appropriate to the cultural

flm, ffis abilit5r as "commitment in reiativism," and

$fini-.'. .in the context of' the DIvIIs it represents thel i : , i i , tr::r, i.rr.::,: ^-f * 
""

fiiitr1,, highest form of ethnorelative ethicality.

Organiz ational Implications of Adaptatian

Crganizations sharacter::zed by aciaptation
ercourage educational training for executives

and _:;:":' : :;' ;': :ffi:;;;
of intercultural competence. Typically, upper
ievel executives take a leading role in support-
ing interculturatr development in the organLza-
tion. A strong climate of respect for diversity
Ieads to high retention of diversify in the work-
force. Both dornestic and internationai cultural
differences are routinely used as resources in
multicultrrai teams.

integration

At the final DMIS 'stage, integration, the
developmental emphasis is entirely around
cultural identify" By "identity" in this context,
we mean the rnaintenance of a metalevel that
provides a sense of coherence to one's experi-
ence. People dealing with integration issues
are generaliy already biculfural or multicultural
in their worldviews. At some poinr, their sense
of culttnal identity may have been ioosed from
any particular culturatr mooring, and they need
to reestablish identity in a way that encompasses
their broadened experience. in so doing, their
identities become "marginal" to any one culture
(J. M. Bennett, 1993).

One response to the decontexting of identify
is encapswlated marginalit.v, In this cond"ition,
one's ssnse of self is stuck between culfures in
a dysfunctional way. People with this worid-
view condition may return to a kind of multi-
plicity in their inability to select appropnate
cultural contexts. For instance, someone who is
encapsuiated rrray shift into a fonnal cultural
mode in sifuations calling for infonnaiity, or
vice v€rsa. More seriously, such a person rnay
fail to recognize when the behavior that is
benign in one culfural context becornes danger-
ous in another. In general, people with this con-

..4:!::----l:-- .----.. 1 /- __{___-*___-l_..-..4- .+ngurarlon are seti-aDsofbed a,nd BTrendted trom
their broad experienos. Another response to the
loss of identity is constructive rnarginatity.
Here, identify is aiso defined on the margins of
two or urore cultures, but the ability to move
easily in and out of culfuratr context is restored.
Feople with this configuration report that theSz
oa& always l'look down" on events, which is
probabiy an indication of their maintaining
the integr:ative nnetalevel toward their experi-
ence. By "iooking down," they do not rnean
that they are disengagecl, butrather that th.ey are



iiii

intentionally flexible in their movements
arnong cultural contexts.

Organizational Implications of Integration

organizations characterized by integration
are truly multicultural and globat. Every poiicy,
issue, and action is exarnined in its culfural con-
text and assessed for its strengths and limits.
Foiicies anci procedures, including performance
appraisal, include accornmodations and rewards
for using diversity effectively" There is little
emphasis on the ethnicify or national identify of
the organtzation, although its cultural roots and
influences are recogni zed. :

InnNrrry DBvsropMENr MopELS

The development of general intercultural sensi*
tivrty is paralleted.to a. large extent by identity
development. In the past two decades, there has
been a proliferation of identity development
models, psychosocial stage modeis describing
the process of coming to terms with one,s
identity as a cultural or racial being. The models
fypically fall into three categories: culture-
general models, appropriate for many cultural
groups (tsanks, trg88) or for gensratr .,minority-
majority" identity development (LaFromboise,
Coleman, &, Gerton, Igg3; phinney, lg95;
Finderhughes, l99S; Smith, l99I; Sue & Sue,
1999); culture-specific models, descriptive of
a particular culture group (cass, LgTg; cross,
1995; Kim, 1981; Ruiz, 1990); and raqtal iden-
tity models, directed toward visibie differences
and their inrpact on identiry (F{ardiman &
Jackssn, IggZ; FIelms, 1990, \g94; Sabnani,
Ponterotto, &, Borodovslcy, 1 gg 1 )"

For the diverstqz prof,essienaf ffify
with these models provides a number of bene-
fits, First, awareness of the client's ethnic and
racial identify profile informs an essential
aspect of the needs assessment. Identity modeis
can provide a frarnework for diagnosing
potential resistance to the subject matter, the
particular trainer, or the training apprcach. For
instance, depending on ttre ethnic identity
stage of the ciient, a sarne*culture trainer may
be most appropriate. Thus a trainee in cross,s
immersion stage, where .,the experience -is an

iig
imrnersion into Blackness and a liberation fiH
Whiteness," may be poorly served U$;;
Ernopean Arnerican trainer promoting the vffifi
of diversity (Cross, 1995, p. 107). ffi

second, awareness ofthe identity devetop f$
process addresses the professional,s 

".e,,H*attend to the within-group differences in uar.ifft
ethnic and racial groups. The nuanced ffi
standing of cultural identif-v precludes stereo#
about a cultue soup, bringing to the surfaffi
ineviable within-goup contradictions. 

'ffi

Third, the very i'acknowredgment offfi
sociopolitical influences shaping minority ffi
t*w" (sue & sue, 1999, p. tzi) contriblteE:f$
the diversity professional's own develop*ffi
pursuit of deeper understanding of the r"$iH
affecting the individual and the org anrzatio#$il

within the culture-general and curru#e
specific categories, there are sirnilaritie, inffi
identity development pattems researchers h fi
described (Ponreroffo & Federsene 1993). ts$i
often characterlze an initial stage of ,o"n*itil
to institutionalized norTns or beliefs, *o#ffi
through to a dissonant stage, where that ueirt$
gets called into question. The first stase or aafi
forrnify resembles the DhdIS stage or orruu$je;
reversal, identising with the other cultue,lffi
this case the dorninant culfure. It comes -
surprise to most mernbers of nondo*ffi
groups that the deniai stage of the DMIS is tsti
evident in the ethnic identity rnodels, in ffi
acknowledgment that such groups have iffi
opportunrt)' to assume that cultural differenceii$
irrelevant in their lives. ;in;

while this dissonance is being resolved,",thi
individual may engage in ethnic exclusiveno$$:
a position calle d immersion (Cross, I ggl p. ffi
The person tends to use the time for inttosp
tion and identity formation in the 

"o*iffiof rffernbers frrym tfie same ffinie sroun. n5;*
stage in the ethnic identity rnodels r*f"*ules:rh€.
stage in the Dh,{IS in whic}r the person stffi
out an oppositional stance to other culturd$;i
has few constructs for construing their cultur#
differences, and intentionalty iirnits ,"ffi
with rhem. 'iil

Emerging frorn this innmersion positioo, ffi
individual achieves an integration of tnr bi
tural seld perhaps eventualtry constructing,,iai
multicultnral idenriry. once again, with dffi
notabie exceptionse the minimi zattarc stage of,

' t t

:.'. ....
'.'.:'.'

I,r:i:. i ,

,ir.i..rii::ir.

il l'i,,:.'
:;,i , ,,,
i . t i i : :  

: , ; . . . . : .

i.:::.'if i'

i ' . ,r j: i . l :.

i ' i . i  , ,

l l i : ;; i ' i . ..,.:.
I . r i t i : :  i :  :  .

iil:';;i.:i,
r f i : : : : . . .
:.:Jj:t:,r

P' . * : t : i "

iil*:r.
: i : . ,  : . : : . . .

5 : : r : i : :  r .
:.:ji: lr':.: j:. I
: i : :  t  r ,

i.'n.':.:r.:

:;:ii'l:l;.
. : i : r : . : . : . :

,i:+lri i
::;rr..

i : . : i : i ' :
: i : i : f . '

l';: :il : r:'r'

*arj:r,:i

i:t:i,'



is somewhat iess salient to nondominant

rOgps, who tend to rnove out of immersion

ther more directl)' to ethnorelative stages. The

feistages of ethnic identity models more f5rpi-
6iL1r resemble the ethnorelative stages of the

ffiS, particularly adaptation and integration,
] l i i r i ' , i r r r i 1 ^ ' ^ L  : . ^ J : * ' j ' . " ^ l ^  L - ^ ^ l ^ -  * L  ^ j -  - r - : t t  -  - L

*ffiich individuals broaden their skills at
ffie-of-reference shifting, adapt their styles
rieffectirre interaction, and rnay eventually

rlevetoptng IW9TCUEUTAL ,JenilnVtlTt " l)y

White identity mociels. They suggest that
vlhites move through a stage of precontact
(similar to the DMIS denial srage), followed by
a conflict stage drning which the dissonance
between self-identify as white and the existence
of racism becomes evident. The next "prorni-
nority"-antiracisrn stage is often marked by
guilt and possibly overidentificarion with
oppressed groups. once again, this is siinilar"
to the DMIS stage of defense-reversal, taking
on the worldview,of the other culfure, ffid deni-
grating CIne's own ethnic or racial group. There
rnay be a retreat, stimuiated by difficult chal-
lenges frorn nondominant group nnernbers,
before reaching the final stage of, internalizing
whiteness.

The racial itientiry frameworics are also essen-
tial framewortrc for working successfully in the
field of diversity. Many of the per$pectives in
the racial identity iiterature were developed in the
context of the lJnited states; nevertheless, the
salience of the issue in worldwide human retrations
.is incontrovertible, cf course, how we train, when
we train, and what we train in regarc to these
powerfiri issues must vw with the cultural
context of the programming.

There is a final observation on a distinction
among the DMIS, the ethnic, and the racial
identify models that is useful to the diversity
professional. The DMIS and the ethnic models
consistently share the essential value of adapta-
tion to other culfure groups, not merely accep-
tance or understanding of their worldview. It is
not enough simpiy to have more culfurally
appropnate attifudes; rnore intersulturai ccrnpe*
tence is required. Many of the ructal rnodels dc
not demand this skill, which may very weLl be a
core requirement for diversity.

The DMIS gives tire diversity professiona] a
rationale foi structuriog fi* iniiiatitb and fri
sequencing elements based on worldview.
Familiarity with the psychosocial ethnic identify
niodels enriches tbat anaiysis with further
understanding of how that worldview is clrr"-
rently afiected by grcup identification. Finally,
the racial identity mocels bring home a core
issue in building an inciusive organization.
In cornbination, these frameworks supply the
organizatian dwelopment professionai with
theoretical perspectives usefui in strucf-uring
the initiative, enhancing the needs analysis,

ize two or rnore cultures.

$i{,ffost important overall, the ethnic identity
ffib.d.lr tend to lead to a similar final develop-
ffital stage, regardless of the ethnicify of

#.e' author. A11 such comparisons should be
i ' i J i , , l -  , .  . . r  . r

ff e with caution; nevertheless, a wide variety
ffi authors who have examined a broad range

ffi, ethnic experiences have come to a similar
iffipclusion that typically matches the final stage

Si{:i i iY:iYf-r*v'v*' 

vJ 
I 'LvwLrJ 
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ii{ffi,integraiion in the DMIS. As ethnic identity
i.,. .''resolved, individuals tend to exhibit attri-

$;l$.Utrs variously described as integrated., syner-
t*i:rytic, culturally self-aware, ethnorelative,

iii cations of racial-group membership; that is, belief

iit",' ' essential aspect of the rnultilayered individual
l i Y  t .  . i i { r r r r + i + ,  ,  * n n . , i o n n  ^ ^ ^ L  r - ^  , -  - ,  L - . ^ :  -  -  t  c ( -

lltt,.' identity requires each person to participate "in
riii;:' the process of developing a mafure racial iden-ffi,1:,,, 

ullv pruusss or oevelopmg a manrre raclal tden-

ffi," tily" (Jones & Carter, Igg6,p. S). Sabnani et ai.
ii*,i,. (1991) synthesize seveftll of the better-lcrown
Xiri ' i ' : ,,. ' : .
i r l l ' i : i : : ;



designing the training sequence, and assessing
the developmental revel of individual learners
and clients.

IupucATroNS FoR
TnenqrNc AND EnucarroN

In terms of organization development and diver_
siiy work, cieveiopmental perspectives from
both the worldview rnodel (the DMIS) and the
ethnic and racral identity models help us to pre_
vent excessive resistance and deal with it more
effectively when it occurs. In the next section,
u.sing these perspectives, we will consider-
familiar forms of diversity efforts, assess possi_
ble causes of resistance, and suggest develop-
rnental sequencing as an overall strategy.

The range of approaches to diversity training
and development is far too wide to create a com_
prehensive overview. However, there are sev-
eral styies of training that are more &equentiy
used than others and therefore merit our atten_
tion. These perspectives will be drawn from
both u.s. domestic diversitv contexts and inter-
national contexts. For each of these approaches,
we will discuss the focus, the seope, the content,
and the attitude toward conflict.

"Capital C" Culture Approach

The first of these is what we call the ,,caprtal
c" culture (objective culture) approach, *t irt
focuses on the culturai creations of diverse
people. It usually buiids farniliafity with ..heroes
and holidays ," may involve 'iethnic', 

food in tire
cafeteria, and often has a dedicated rnonth for
highiighting the confributions of nondominant
groups. Art exhibits, cosftmes, concerts, lecfures,
and newsiefter glgleg alt gasverge_ Lo increase
the tilibirity;#;"* Jnri" groups. Generany,
this form of diversity work is opon to all,
although frequently it is not man dxory. conflict
is perceived as resolvable through inciusivify.

There is a temptation to be disrnissive of such
attempts as not having any substantive vaiue.
FIowever, there is a place for this sort of activity.
For those in the darial stage, where culturai dif:
f,erence is "out of sight" out of mind', and gov-
erned by the dictnm "don'.t aslc, don-,t telf" such
efforts can bring culfure into consciousness"

However, because farniliarity rryith
creations does not in itself enhance in
cornpetence, the clear lirnitations of this
development are evident: the afiempt is:
not sufficient.

The resistance to this kind of efforf i$
tively mild, as it scarcely chaltenges *ootd
or identify. However, resistance may
nondominant group mernbers in the i
stage, who privately berate such eff,orts
little, too fate. Flowever, if handled resp
objective culture activities can confri
increased awareness of other ethnic gro
their contribution to the organization and

The Assimilationist Approach
.. ': '.'.itk:

This approach focuses on preparing th.;$
sider to the dominant culture to intenialia#
culture's values, belioft, and behaviors. It is.oi
directed one-way, to facilitate the newcorni
assirnilation into a new country or a new effi
group. In intemational contexts, predep,rffi
preparation for transferees often rut ru thil #ffi

or, in the case of intemational sojournersffi
may simply refiect the sranciard clicfi#
"when in Rome, do as the R-omans do.,, 

" 
*dii{fr

intentioned but rnisdirected recosnition,ffi
diffeses.ee. Effe€five ;

,di;;;;fffi
ing with differences and no constituencffi
excluded. For development of white ,;ffi
identity, this is particularly imperative, ,.,F$ilt
instance, culfure-specific seminaru ;;;' ;*Aurt
on working with particular groups *u;* ffi
ceded by culturai self-awareness trainins ,o tnbffi
members of the dorninant culture ̂ iu *ffir Lrrri trutnulanr culture may m.O,V:F;,1;l
bey,ond thinking their culture is uniquelv.en*e;i#
to reaiity, before rhey consider ;d;i;";il#f#j
interface with others.



third approach is often the firsr step
ty initiatives. Particularly in the iast

$ears, within the lJnited States, there has

in a recogntzed need for acquainting

ldfif r in organtzations with the changing

$jkforce and the globalizing economy. The

$u"q highlights the importance of diversity,
1....;:'i: t':'"

;drcases participants' familiarify with what
r .  . . ,  ! i .  . .  '

f*sity ensompassese suggests a few of the

lsUes that rnay affect the workplace, and pre-
inis a business case for supporting the ini-
*i*I-.. FF,r . r.

$Qve. This approach is directed at all employees,
fid confiict is perceived as a failure to be
| j : : ' : : . r

ffi"boatd,"
ffiot those at the DMIS position of mini-

i#,ii-ation, this approach is comfortable and
f f i i i i r r : ; .  , .  r ,  a

ffifesting. It appeals to the "small world,,
:;i...;+i..+i, 1

i;pfiilosophy and frequently creates acceptance
+ffie diversiV,yause, provided ttr_e initiative is
ffi too demanding of change within the orga-

ffiadon. Greater demands rnight force those at
flfo+rymization to regress to defense, rnaking
iritlffim wonder about "special rights" and "unfair
";i ii:li;;:, 

ir;,.
1,j_li:iJ:li1 r'..- .-- ,t t.t ? ?

$+jruS" against the majority. Ilowever, for those

*=tnffiO{ in defense, even Diversity Lite rnay
t+ sh them beyond their readiness. This of

1ii+e.ourse does not mean eiiminating the prograrn;
i1.+1::  ; ; . . ,

ii.n.rattrer it suggests we need to be prepared for
,1ii:;l!:;fi;;

$ffiit resistance. For those in ethnorelativism,
ffi:this stvle of diversitv worlr is e lrit rrnnhqlto.yr."-t+;li s sfle of diversify work is a bit unchalleng-. 

if,+s. Mennbers of nondominant groups see thisf i i ,1;"r, : . : t i l . i ' ,p 
vvap vr ^r\ ' ' rr \ ' \ , 'ui l l lq 'uL 
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1i1'tr1-+fuind of work as less than is needed (particu-
*; i ; l r i : i ,n^-  ^t- .  ,1tilffi,latly those in immersion) but are often willing
ffii#';fo'view it as a first step (particularly those in
ilfi;t:r later stages of ethnic identify development).

Ai,_rj;i;ll+:.-','iii:
ir*#i,l' ':,,' "

ii#..,r,''cerved here as a necess&A, health;, concomifurrt
i;1-"". Of growth.

ffi, It is this rnodei that is particularly sensitive to
ili .;':., .. +T^ _ ., -

Devetoping Intercaltural Sensitivi4t . 161

effective diversify woric must inciucie these
issues, but they are very time sensitive.
selecting a powerfutr movie on interracial
dialogue and showing it at a iunch meeting
is virtually guaranteed to create more walls
than windows for the diversity initiative.

Those in stages of ethnocentrism are less
iikely to see isms training as a growth opporfu-
nity and more likeiy to see it as a threai.
Anicies in trade pubiications and even entire
books describe patterns of backlash against
political qorrectness, White rnale bashing, and
guilt-producing: programrning (Hernptritt &
Ilaines , 7997;: Karp &, Sutton, 1993)" These
articles provide evidence that participants
had not reached the 'tcrucial threshold in order
for the change to occur" (Henderson, Igg4,
p. 134), However, if we systematicaliy move
individuals througir the ethnocentric stages,
using activities ttrey are able to handle, and
.reach ethnorelativism before tackling the most
powerfutr aspects of isms, the initiative is rnore
lihely to transform the organization (and less
iikeiy' to engender baoklash). participants in
acceptance (at least) demonstrate a readiness
that increases receptivity to even the mcst
difficult topics. There is truth in ttre idea of
"tsachabie moments."

some diversity professionals have been
heard to comment that such cautious sequencing
"lets the white folks off easy." Although it may
feel like that to some, keeping our eyes on the
prize suggests that ttre ultimate goal is transfor-
mation. If we understand developmental peda-
gog)' {Bennett, 2003; Bennett, Bennefi, &,
Allen, 1999; Perry, 1999), attention to learner
readiness is clearly defensible.

T.he LegatAppreael+

since the legal approach is not generally
considered diversity work, it really beiongs in
a category by itself" Most diversity profession-
als prefer to detach the legal issues &om the
cultwal issues. Reviewing what not ta do sel-
dom inspires cornfort with cultural difference,
which requires learning what to ds. Typically,
all employees are rnandated to attend training
sessions tjrat focns on stafutes that require
compiianoe, and conflict is seen as a source cf
potential litigation.I'li',,, the developrn-ental readiness of the iearner. All



The Intercultural
Developmental Approach

The final model to be discussed here is the
intercultural developmental approach, which
focuses on subjective cultural differences.
Based on developrnental theory, the approach
suggests that we can increase the long-terrn
effectiveness of diversity initiatives by carefully
assessing the reaciiness level of the individuals
and the organtzation. It has been said that "you
can do .anything you want in diversity work,
as long as you do it right." Essentially, this
requires preternatural wisdom and skill. But part
of that wisdom is within the grasp of all of us
if we support our learners sufficiently as we
systematically increase the level of challenge in
our work with them.

Further, using intersultural relations as the
overarching perspective allows the diversity ini-
tiative to be compietely inclusive, using the
broad definition of culture discussed eariier.
white males are then part of the constituency, as
are people from other national culrures who are
not typically considered part of "ncinorify
groups." By establishing, the need for mutual
adaptation (and fuliy acknowledging that non-
dominant groups have aiready done most of the
adapting!), we can weave in all culture groups
as part of the process.

Psychologist R.oberr carter (2000) expresses
concern that in the interculfural model, "ress
awarsness exists regarding the influences of
the dorninant culture on the various groups,"
suggesting that "by its very nature [it] de-
ernphasizes preferences and influences of the
dominant cultural pattems" fu. 13). Although
carter's concern is worthy, such a iirnitation is
not inherent in an interculfural perspective.
Rather* bJ starting tire :nnrlr with- acknswied*-7 _--2r --------p ....!.ffi.= 

v

ment of all culture groups, the diversit5r pro-
fessional is able to prepare indivicuals for
complicated dialogues with the neces$ ary cul-
tural frarneworks and skilis. such prsparation
allows the discourse tc proceed witir less heat
and rnore light.

srhen sequencing interventions to panici-
pant receptivity, the diversity professional
begins with user-friendly topics and efforts,
such as those appropriate in the denial stage.
For those in d.sfense, activifies that emph asrze

,,t'ffi{
cornrnon humanity or cornmon organizuffi
goals (team projects, personality inventdffi
etc.) will build the affect around similariffffi
is necessary to move to rninirnization Effi
to increase culfural self-awareness ptouittffi
foundation from which those in minimi4$ffi
can recognize that they have a culturr, ffifi$:
matters, and, evenfually, as they move to,ffi
norelativisrn, that others have a culture thffii
substantially different, which also ntaiiiBff
Many of the aspecrs of the organizatianal d[$'8]
siry initiative wittr sucseed only if the atffi
tance level has been achieved or, ideffi
adaptation. Recruiting, interviewing, hiffi
retaining, coaching, participating in team*, i_Hii
ducting performance appraisals, and managffi
all aspects of cultural difference require effi
relative individuals. Those who do not rreTi#,
that they have a multilayered cultural and ffi
identify are obviously not yet prepared to handir
these functions. As previousiy suggeffi
when a majorify of the participants ars rffi
relative, the readiness has been achieved for woij
on the profound and compiicated power isffi
Finally, very thorough programs also addressi,ifi
unique concerns of those at the integration stadt
who live in trvo or more cultures, shifting &iij
between home and worlc and surveying the woiiii
through multiple frames of reference, .i'

Each of these models sarL be useful wffi
appropriately sequenced to the readiness ler?;e
of the participants and the org antzation. It is ofi-
contention that atrending to this greAtl!
enhances the effectiveness of diversity work, '.

-  
. i . . .

' '  ' ' '  
: 1 t : : ' :
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Furrrnr IupucATIoNS 'i'

The increasing interconnectedness of giobal ant
dssesti+ e.rgar+izafionat needs suffiests +hat t
need for diversify work will be increasing, no,
decreasing, if the profession can deliver sulturr
ally responsive programs for a gtrobal clientelg
Although the terrn dtversity has engenciered.,a
good deal of bad press in the unitecl states, th_€
rest of the world is increasingiy reoognizrr_*E
that international effectiveness depends on an
intercultural mindset and skillset. civen this
ne$/ clirnate for interculfural diversify work, w,g
speculate that firture trends in our fieid will
include the foliowing:



will receive

RgpBng].icns

iL,- , 
hnplementation. Thousand Oaks, CA: Sage.

{ir,li Baker, C. (1996). The managing diversity movernent:

ii:.. Origins, stahrs? and c*rallenges. In B. P. Bowser &

ij^ul, R.. G. Flunt (Eds.), Impacts of racism on lIlhite

iil.', Americans (2nd ed., 139-156). Thousand Oahs,

(Ed.), Educatiorc .for the intercultural experience
{Znd €d., pp. 109-135}. Yarmouth, ME:
Intercultural Press.

it,j,, Bennett" J. M. (in press). Turning frogs i.nto inter-

culturalists: A student-centered development

approach to teachiug intercultural competence.

In R. A. Goodman, M. E. Phill ips, &

1{. Boyacigiller (Eds.), Crossircg cultures:

Insights fro* rnaster teachers. London:

Routledge.

Bennett, J. M., Bennett, M. J., & Allen, W. (1999).

Developing intercultural competence in"the tan-
guage classroom. In R. M. Paige, D. L. Lange, &

Y. A. Yershova (Eds.), Culture as the core:

Integrating culture into the language curriculunr

(CARLA working paper No. 15, pp. 13-46).

Minneapolis: University of Minnesota.

Be,rurett, M, J. (1993). Towards ethnorelativism: A

developrnental model of intercultural sensitivity.

in R. M. Faige (Ed.), Education for the intercu{-

tural experience (Znd ed., pp.21 77) Yryouth,

ME: Intercultural Press.

Bennett, M. J. (1998). Cvercoming the golden

ruie: Syrnpathy and empathy. In M. J. Bennett
(Ed.), Basic concepts of intercultural communi-

catian: A reader (pp. l9I-214). Yarmouth, ME:

lntercultural Press.

Bennett, M, J. (2001). Developing intercultural

competence for global ieadership. In

R.. D. Reineke & C. Fussinger (Eds.),

Interkulturelles Management: Konzeption-

B eratung-Training $ntercultural managernent:

Conception-consul.ting-trainingl (pp. 2A7 -226),

Wiesbaden, Germany: Gabler.

Fennet! M. .I., & Castiglinni, n. i2004). Embodied

ethnocentrism and the feeiing of culture: A trrey

to training for intercuhural competence. In

D. Landis, J. Bennett, & h4. Bennett (Eds.),

Handbook of intercuitural training (3rd €d.,

pp,249-255). Thousand Oaks, CA: Sage.

Berger, P., &. Luckmann, T. (1966). The sociai

construction af realifu" Garclen City, NY:

Doubleday"

Betancourt, H., &. L6pez, S. R-. {1993). The study

of culture, ethnicify, and race in American

psychology. American Psychologist, 48(6),

629-637 "
€amevale; =4- P., &,Stene, g €.. {1995F Affieri&-ru

mosaic: An i.n-depth report on the fwtowe af

diversitjt at work, New York: McGraw-Iiill.

Carr-Ruffino, N. (200A). Mana,gtng diversity: Feople

skills fo, o mwiticultural worlqlace (3rd ed.).
Needham Fleights, 1\4A: Fearson Custom.

Carter, R. T. (Ed.). (2000). Addressing cultwral issues
in organizations: Bevond the corporate context.
Thousand Oaks, CA: Sage.

Cass, V. C. {1979). Homosexual identity formation:
' A theoretical model. Journal of tlomosexLralit3,.

4i3), 279-235.



Cox, T., Jr. (1994). Cultural diversiq, in organizations:
Theory, research and practice. san Francisco:
Berrett-Koehler.

Cox, T., Jr., & Bealg R. L. (1997). Developing
competenet to manage diversity: Readings, case.r
and. activities. san Francisco: Berrett-Koehler.

cross, w. E., Jr. (1991). shades of black: Diversity in
Afri c an-Ameri c an iden tity. phitadelphi a : Templ e
University press.

cross, w. E., ir. (1 gg5). The pqychology of nigrescence:
R.evising the cross moder. In J. G. ponterotto,

J. M. Casas, L. A. Suzulci, & C. Vi. Alexander
(Eds.), Handbook of multicultur:al counseling
$p. 93-LZI). Newbury park, CA: Sage.

Dobbins, J. 8, & skillings, J. H. (1991). The utiliry
of race labeling in understanding cultural iden-
tity: A conceptual tool for the social science
practitioner. Jaurnal of counseling and
Development, 7A,3744.

Ferdman, B. M. (1995). Culturatr identit), and diver_
sity in orgawzations: Bridging the gap between
group differences and individual uniqueness.' In
M. M. Chemers, S. Cskamp, & M.A. Costanzo
(Eds.); Diversity in organizations: AIew perspec:
tives for a changing worlqlace (pp. 37_61).
Thousand Oaks, CA: Sage.

F'erdman, B. M., & Brody, S. E. (1996i. Models of
diversity training. ln D. Landis & R. s. tshagat
(Eds.), Handbook a.f intercurturar training
(2nd ed., pp. ZBZ-203). Thousand Oaks, CA:
Sage.

Gardenswartz, L, & Rowe, A. (199g). Managing
diversity: A complete desk reference and plan-
ning guide (Rev. ed.). New york McGrau,-Hi1i.

Gaskins, R. (1993). Diversity; lgg3 report to bench-
mark partners. Minneapoiis, MN: IDS Financial
Services.

Griggs, L. 8., & Louv,r, L. (Eds.). (1gg5i. I/a,lutug
diversity: New tools -fo, a new realie.
New York: McGraw-I{ill.

Hu'ai*h,, R.; & i;rk;;;; B # ii ggz, #i"irrt.
Racial identity deveropment: LJnclerstanding
racial d5mamics in coliege classroorns and on
campus. New Directions .fo, Teaching and
Learning, 52, 2l*37.

Hawley, W. D., Banks, J. A., Fadilia, A. M.,
Pope-Davis, D. 8., dc Schofield, J. W. (1995).
strategies for reducin g ractal and. ethnic preju-
dice: Essential principles for program design. In
rv. D. Hawley & A. w. Jackson (Eds.), Tbward
G commorz desfiny: Improvirzg (ace_and ethnic

.ii$
relations in America (pp. 42i423)ritffi
Francisco: Jossey-Bass .,t;5g

llayles, V. R., BL Russell , A. M. (lgg7). O;v$fi$
directive: WIry some initiatives fait anri *,ffi
do about it. Chicago: Irwin. ffi

Helms, J. E- (Ed.). (1990). Blacle and white iffi
identie: Theory, research a 

- irirrjli

New york: Greenwood Fress. 
nd erffi

llelms, J. (1994). The concepfuaiization or,gfi$
identity and other ,,racialo, construr#
E. J. Tnckett, R. J. Watts, & D. Birman ffi
Human diversfty:: perspectives an peopl, ffi
tex,t (pp. 285-31 l). San Francisco: Joss.ffi

Henrphill, H., & Haines, R. (1gg7). ots*imrnafta' 
harqssment, and the failure of diversity trqiffi
what to da now, westport, cT: Greenw""jiftt

Henderson, G. (lgg4). cultural diversitj, ,iffi
worlplace. westport, cT: euorum gooks,,i$iii

Jamieso&, D., & O'Mara, J. (1991). Managing *:ii,
,force 2000: Gaining the diversity a.dran ,
San Francisco: Jossey-Bass.

Johnston, W. 8., & packer, A. E. ( LggT). Wrrffiii
2000: Work and workers .for tlze twenry|ffi
centuryt. Indianapolis, IN: Hudson institute,i.ii

Jones, J. M. (1972). Frejwdice snd t e,cism. Readi$1
MA: Addison-Wesley. ,,it

Jones, J. N4., &. Carter, R. T. (1996). Racisrn#
white racial identity: Merging reaiitierrid
B, P, Bowser & R-. G, Hunt (Eds,), Impagtry
racism on white Americans (Znd ed., pp. 1ap
Tlrousand Caks, CA: Sage. 'i:.,t

. :.1,:r

Judy, R. W., & D'Amico, C. (lgg7). Wbrkforce 20irA,
work and vvorkers in the 2 r st century. Indffi
apolis, IN: Hudson Institure.

Kurp, H. 8., 8. Sutton, N. (1993, juiy). W$er{
diversity training goes wrong. Trai-ning, slo
32*34.

t '  s l

Keliy, c. A. (1963). A theory of personality: r.ffi
psychologlt of personal constntcts. New y0*

1 . ' 1 ' : ! . : ]

Norton-

Kim, J. (1981). The process of Asian Ameriebf
identify development: A sfucly of Japan#
American'women's perceptions of their stnrgglr
to achieve personal identities as americaiii
of Asian ancesfry. Dissertation Abstracts Intp,ii
nat ional ,42,15514.  ( I IMI  No.  g1_lg0g0) :1, .

Iilopf, D. w. (2001). Intercultural encounters: Tlie
.funciamentals of intercultural communicattah
{5th ed-). Englewood, CC: Morton. ,.

tr-aFromboise, T,, Coleman, FI. L. K., &, Gerton,.i,;
(1993). Psychologicai irnpact of bicuhuralismi



Pq;clzalogical Bulletiri,

ffi M. (1993). The concept of race: An ideological
i ; ' : l r :  4 1  ,  ,  1 ,  7  1 - \  t .

,i'ii' igonstruct. Transcultural Psychiatric Research,

rstig, M. W., & Koester, J. (1999). Intercultural corn-
petence: Interpersonal comnxLuzication across
gultures (3rd ed.). l*iew York: Addison Wesiey
Longman.

il ' Washington, DC: American Society of Asso-
iiiii.il.t. i

lii.r: ciation Executives Foundation.

i:irouoP,",fry', !V. G., Jr. (1999). Forms of'ethical and intel-
:*v;:,r,.i it;:' 

' '

*irri lectual development in the college years: A

i:il-' and educators. Newbury Park, CA: Sage.

ffi,,. 'Ruiz, A. s. (1990). Ethnic iclentity: crisis and resolu-
,i,F#;- tion. Journal af Multicultural counsettng and

Development, 18,2940.

ffi;";, , diversify training . personrcer Fsycbology, 4B(z),
ffi 247.-27a.
il,';,i r"::; 

^r , .

l' ,.,1, $abnani, H. 8., Ponterotto, J. G., & Borociovsky, L. G.
(1991). White ractal identiry developrnent and

Ltevercprng tnterculturat Sensitivity o 165

cross-cultural counseior iraining: A stage
model. The Counseling psychologist, j g(I),

7 6-rA2.
smith, E. j. (1991, seprernber/october). Ethnic

identity development: Towarci the develop-
ment of a theory within the context of majority/
minority stafus. Journal af Counseling and
Development, 70, 1B l-188.

solomon, c. M. (1994, *fuly). Giobal operations
demand that riR rethink diversity . personnel

Journal, pp,40 50.
Stephan, \&r. G., 8t Stephan, C,. W. (2000). The

measurement of racial and ethnic identity.
International Journal of Intercultural Retations,
24(5), 54r-552.

sue, D. w., & sue, D. (1999) . cou*seling the cultur-
ally dffirent Theory and practice (3rd ed.).
New York: John S/iley.

Thomas, R. R., Jr. ( L9g1). Beyand race and gender
New Yorl<: AMACOM.

Thomas, R. R., Jr. {lgg|). Managing diversity: A
conceptual framework. ln S. E. Jackson &.
Associates (Eds.), Diversi4t in the workplace:
Human resaurce initiatives (pp. 306_31 7).
New York: Guilfbrd.

Thomas, R. R., Jr. (1995). A diversity frarnework. In
M. M. Chemers, S. Oskamp, & M. A. Costanzo
(Eds.), Diversity in organizations; New perspec-
tives fo, a changing workplace (pp. 245_263).
Thousand Oaks, CA: Sage.

Ting-Toomey, s. (1999). communicating across
cultures. l.{ew York: Guilford.

Triandis, H. c, (1,994). culture and social behavion
New York: fuIcGraw-I{i11.

wentling, R-. M., & Palma-Rivas, N. (2c00). current
status of diversity initiatives in selected multi-
national corporations. J{utnan. Resource Deve!-
opruent Quarterly, /(11), 35-60.

wheeier, M. L. (1 994). Diversity training: A research
iupiorr G*e. l\To. 10Brq4.nR). New Yoii<:
Conference Boarci.

whorf, B- L. (1956). Language, thought, and reality:
seiected writircgs of Ben"ianti* Lee whorf
(J. B" Carroil, Ed.). New yortri: John Wiieru.

i,jii
i :1 :x l

iilil
i,Tli
!rii;l
! ; j 1 : I

, : f . i

ri$i
Hil
iti:!
i li
:  i : i : :1
: ' . ; l i '

iiii,l
lrrii,i
iii:1i I

iri:ii .
i ii:ii
li:iiil
i-.r.1;:.1
i';i.1
1. , . , t  : l

r . , i !  r :

iflii
i : ( ; ; l

illi;;i
i,r'. ''lr:).: I

il;li j
: i i , i i i

ii;ij
: i  j i !

i i ; ; l l

l:!iil
. : i : i t l ,

j,i'i'ii
i iii;J

iiit i
I  t : : t

!ix:i
iitiii'
iiiiii.
il i;ii'
i:l'i.il:
I i:r ll;
i . :  I , r , i :

ii;ii:
i:iii:ii

r i t i r -1 ,

i i !1 t ! l :

i,:"li'
i i,irii:
1:i:;ii:
lj.1:i.ir
1 . . : . . : : i .

1i;:liit

l:li i't:il

;lii,!.
i illirli' ! ?i;l tj
lillttlt

irii{:ii
;."1i: jh

il i i i i j t
l1',? !i1j

iiitii
lii;Li' '

iiri
iriiii.
!.jji:irii

tr:ati: r.
! i :  r :  r

ii'ii:i,

iilii,
. : . .  

t t i ) ,

ll'i ilii:
ii,l*i
i . . : : : i

ii i,i,
; iiil:ii
r i i i ; !;:

ti*iii''
t.r:: i  i ;.

i',iiJi;
iritli'
iiriiiil'
l i i r i : :
l . i ' : 1  i .

i I lj:,ii
liiii li
r : ! l : i . i

l:,iiiil

ii:irii
lr':i!1.
,: l i :. i i i

iir;il:
i:iiiiii

,i,r,iii
i.'i 1' r.i; 

i

L1i:jii .

iiiiii
I ' i  i : . t j j  I
r ! : :  i I '

t: i i , '1,

. i:, i .:"!n
:: .-.,. l t i

;t,i.,ii
i l , , ' , f l

.:i l i: i,
i : : i i ,'  ' ' : 1 . : i " i - '
i  r ! :  : : :  :
'  

i  
. : i : : . i  

j

'i,!j,l:;
i , , i i t
i r,i il,
. : ,  i r , i i

:,iri.
, ri.ii,i
Iri,.i:,
,i''. ii i:

i i i i t

,iii
i , , j : i ,
, , : . j : i : l

.'i iiii.'
l i : , i i ,

r. i  l : i . i , : :

'....''i 

j

i ,  i , i i i :
. ttti
,  i . r ,  .

. ;  i : : : 1 . ,

iiiiil,t : , , ' : . . i

i i i ' ; i.,
:i .t11,,

: ,  r ; i .
I ' .:, i l

i,.il'
:,'' iii '
: i :  l ' : : i  :

":.-j:'


