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Humiliation and Human Right in Diverse Societies:

Forgiveness & Other Solutions from Cross-Culturas&arch

ABSTRACT

Living in a multicultural society like the Uniteda&es leads to sampling a range
of experiences that vary from being extremely defig to excessively stressful, with
many types of experiences in between. | presesgiscaf positive experiences of
immigrants that provide positive feelings of freedaquality, fairness, and due process.
| also discuss negative experiences of minorities ¥ary from having their names
mispronounced and their accent criticized to ottrrgcial discrimination and hate
crimes. How should the individuals navigate thitotigs minefield of humiliating
experiences? | present four theoretically meanirgifategies — Learning to Make
Isomorphic Attributions, Learning to Extract Hehprn the System, Developing a Shared
Network, and Using the Acculturating Strategy delyration — that are derived from
cross-cultural research that may help a society®rity members to maintain human
dignity in a multicultural society without feelirexcessively cynical. | conclude the
paper with a suggestion that, perhaps, we needet@ur spiritual strength in dealing
with humiliating situations and that forgivenesshis ultimate ointment, which allows us

to heal from the wounds of humiliation.
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Humiliation and Human Right in Diverse Societies:
Forgiveness & Other Solutions from Cross-Culturas&arch

Researchers have consistently identified the thoeeains of cognition, affect
and behavior (Triandis, 1977; Brislin, 1989; Lan&li8hawuk, 2004; Bhawuk, Landis,
& Lo, 2006; Bhawuk, 2009) that need to be addresséutercultural training programs
to prepare people to be effective in intercultumégractions. However, not much exists
in the literature that addresses the affectiveassaced by sojourners. In the
acculturation literature there is more researchaulturative stress that captures the
affective issues faced by immigrants (Berry, 20804d refugees (Fangen, 2006);
however, they are often presented as the pligheople facing marginalization, and
others are assumed to be following the culturahieg paradigm of acculturation (Berry,
2004). An attempt is made to fill this lacunalue titerature by presenting positive and
negative experiences of a successful immigrantsajaurner.

Another critical topic that is neglected in botkeirtultural training and
acculturation literature pertains to the notiorhomiliation (Hartling, & Luchetta, 1999;
Lindner, 2006; Rutan, 2000; Statman, 2000). Ie ratations literature there are some
indirect references to humiliation (Bergman, Palmierasgow, & Ormerod, 2007,
Clark, Anderson, Clark, & Williams, 1999), but g also not at the forefront of the field.
Despite the preponderance of evidence supporteg@rissence of humiliation as a
common feeling experienced by immigrants and membeminority communities (hate
crimes, see Jacobs & Potter, 1998; racial slues|.sader, Mullen, & Rice, 2009; and so
forth) and women (sexual behavior in the workplaes Berdahl & Aquino, 2009, glass

ceiling, and so forth) in multicultural societigie field of intercultural training has not
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addressed this common experience. This paper pisemfill this gap in the literature

by presenting a critical incident capturing the fliating experience of a successful
immigrant instead of the experience of marginaligedple who are more often the target
of such research. It also presents some qualitdtte that captures the reflections on the
incident of two minority members of a multicultusaiciety.

In this paper, | take an experiential approacthéstudy of social psychology and
share some of my positive experiences — the ganda-multicultural society, and how
that leads to positive feelings, a sense of digiaity extreme satisfaction with life in
general. | also share an extremely devastatinghandliating experience — the bad —
that ate at the core of my being for a long timdis is what ethnographers call evocative
autoethnography (Ellis, 1997). | present the commnef two independent people on the
negative experience to be able to reflect on my experience with some objectivity. In
so doing | combine autoethnography (Ellis, 2004hwnterview, and used written
response from the participants instead of oraligrinewing them and transcribing their
response.

Following the discussion of the good and the bgukernces, | present four
strategies to navigate the multicultural minefielthese strategies are theoretically
meaningful as they are derived from the cross-aallfiterature, and have been found to
be useful in many other domains like preparing petplive abroad, dealing with issues
of racism, and so forth. Thus, | synthesize atmoagraphy and reflections from other
observers with the existing literature to derivensadheoretically meaningful practical
solutions to the field of intercultural interactsnlt is hoped that these cross-cultural

ideas and methodology will be examined in futuseeech for their usefulness and
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validity in dealing with humiliation, and in creatj a multicultural society where human
right, dignity, and self-respect are valued. Hinalsing autoethnography again, |
conclude the paper with my personal experiencergiiyeness, and its usefulness in
dealing with humiliation.
The Good

When | completed my Master of Business Administra(iMBA) program at the
East-West Center (EWC) and the University of Hawai1990, my mentor at the EWC
asked me, "What will you miss most about the UnB¢ates?" | answered
spontaneously, "Freedom.” Over the years | haflected deeply upon my response, as
objectively as | can. | find that my experience && organized into three areas where |
experienced an enhanced sense of freedom — expeiiethe academic world, social
experience in the real world, and the experientétlia the basic value of fatalism.
These are the three areas in which | felt thatuld/oniss freedom upon returning to
Nepal.
Experience in the Academic World

Freedom came to me in many ways, and most of thera unexpected and
liberating. | was born and socialized in a Brahffaimily in Nepal and went to Indian
Institute of Technology, Kharagpur, in India whéreceived my first degree in
mechanical engineering. | was an MBA student atithiversity of Hawai‘i but | was
able to specialize in cross-cultural training, ettesugh there was nobody at the College
of Business Administration (CBA) who was an experitthe topic. The flexibility
allowed by the University of Hawai'i to its gradeattudents, which is a strength of the

American graduate studies, made it possible fotariake a summer workshop and do a
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directed reading in conjunction with it to learr titerature on cross-cultural training. |
could take a course on cross-cultural researchadstiwhich further allowed me to
delve more deeply into the cross-cultural trairliteyature. Finally, | was able to do my
master's thesis on intercultural sensitivity, dmelcommittee worked with such an open
mind and allowed me to work with my EWC mentor,ugb he was not a faculty in the
CBA at that time. This experience gave me an tpgjffeeling of freedom, a taste of the
“can do" attitude, and a flavor of what it means&we an internal locus of control and to
do what one wants to do. | was rewarded positiwelly the publication of a chapter on
cross-cultural orientation programs (Bhawuk, 1994) a paper based on my master’s
thesis on intercultural sensitivity using the theof individualism and collectivism
(Bhawuk & Brislin, 1992). This early success paded the foundation of my research
career.

This is not to argue that there is no bureaucradiie university. There is, and |
had to fill out forms that had strict deadlinedlda procedures, and so forth. However,
the academic freedom to do what | wanted to dotamdrry it out when | wanted to do
it, was extremely satisfying. For example, | took electives before my core MBA
courses were done. | actually did my statistia microeconomics courses in the last
semester, which people usually do in their firghgster. The ability to choose courses
and to do projects in those courses that enhangddaming objectives led to this
feeling of freedom beyond learning the prescribedemal in the way the teacher

imposes, which is the standard way of teachingepalland India.
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Social Experience in the Real World

Another area where | experienced a sense of freadasrin the social
interactions in the EWC community in Hawai‘i. TB®VC is a federally-funded
international research and education organizatiddawai‘i, and it was the source of my
grant to study in the United States. When | watident there, there would be upwards
of 300 students and scholars from the United Statgia, and Pacific Island Nations
pursuing degree studies and research projectdt that | was accepted for my
achievements, rather than what family or countgrhe from. My wife and | invited
many professors, graduate students who studiednagthand other people we came to
know in the community to our place for dinner, d@nely were all very warm, friendly,
and accepting. Even the professors treated ugtjkels, and many reciprocated by
inviting us back. We became a family to our hastity, and they even visited us in
Nepal when we returned to Nepal. Thus, we felt Wecould move around in the
society freely, despite being foreigners and nethéosociety, and there were no
hierarchical or other barriers in our way despgel a poor graduate student with no
status in the community. The acceptance amelidihie feeling of being a peodhobi
(washerman), janitor, and driver, since | did thelseres in the United States, which | did
not have to do in Nepal (Bhawuk, Munusamy, & Sak@{#®9).
Moving Beyond a Fatalistic Attitude

The biggest freedom came from the liberation froemdeterministic grip of fate,
which | realized only toward the end of the two4ypeogram. In Nepal and India,
people always talk about their destiny and fate, @ften think that effort only counts so

much, and in the end it is fate that takes us wherare going. From day one in the
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USA, | took charge of my learning and started luessting a change in my assigned
advisor, which was immediately accepted with warmnittook two years of French
language, and was encouraged to do so, thouglsiheiaa part of my graduate studies.
Of course, | had to take it over and above my Egiciof graduate studies, but | was
happy to make that extra effort, if the systemvaéild me to do what | wanted to do.

| worked hard and earned an “A” in all coursesgradied all cross-cultural
seminars organized at the East-West Center, wakgutesident of the Nepalese student
chapter at the EWC, joined the International Toaster's club and became a competent
toastmaster. | also won the district level spemmitest, and came second in the state-
level contest, served as a faculty member on therser workshop on intercultural
coursework development at the EWC, wrote a chdptean edited volume oApplied
Cross-Cultural PsychologBhawuk, 1990), wrote a chapter for a microecorusnext
book at the invitation of the professor, dancedilite Nepalese group during the
International Fair at the EWC, and did many othaivdies.

| was driven and kept myself busy. | did not reafihat | had not heard or talked
about fate or destiny for two years since nobodguksed it. | did well in my quizzes
and tests despite black cats crossing the stréeinhof me, almost everyday while |
walked to campus. The saying in Sanskrit, whichumgie had said many years ago to
assuage my concerns originating from a fellow sttid@egative astrological forecast,
that a man or woman makes his or her own destamgecto be true to the letter in my
two-year experience in the USA during 1987-198%a$ able to do what | wanted to do,
with effort and hard work, and with the blissfupgwrt of my wife, who took complete

care of the newborn baby and a five-year old douring these two years | experienced
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the true meaning of what | now call the theorkafma— once we are born in a certain
family, we are free to do what we like to do, anelmecome what we want to become.

All relationships are our own creation. All acheewents are our own doing. We are who
we have made ourselves. We are free to act dkqdng and we reap the harvest of the
seeds we sow and nurture. This experiential maxggy drom fatalistic attitude to
believing in my own theory ofdema’ was the crown jewel of the freedom that |
experienced in my first two years in the USA.

The above case study clearly speaks of a multibfig@sitive experiences;
experiences that capture extreme productivity, veaabling, and empowering to the
core of being human. This is an example of whauéicultural society can offer to
people of different ethnic backgrounds who comméke such a society their new home.
Such experiences reflect the high standards of huights practiced in these societies.
However, without being cynical, one could also arthat | was using self-deception, the
tendency to use one’s hopes, needs and desiresstruct the way we see the world
(Triandis, 2009). After all, there is another sale¢hese societies where minorities and
women are treated poorly on a daily basis and hihgve been spared such an
experience simply by chance. Even one such expmrief humiliation can overwhelm
us and wash out all the positive experiences iroatmo time. Indeed, such experiences

often happen when we expect it the least.

2 My understanding of the theory kdrmahas transformed since the first draft of the papss written in
2004. | have no doubt whatsoever in my mind theve no control over my life, and | am happy toegt
life as a gift of God. Whatever happens and whatédo is a gift of God. And | am grateful to God
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The Bad: Experiencing Humiliation and Some Analyses

The following incident happened in 1999 at thevérsity of Hawai‘i where |
returned as an Assistant Professor of Managemehf95. Unfortunately | was a
victim, and the incident remained unresolved fonyngears. | present below the
incident as it happened, and also the responsecofitanagers with whom | discussed it
in some detalil.
The Incident

| was proctoring the examination for a course aslsstitute for an Indian
colleague for his class. Three of the studentsived questions that were blank on page
two. So, | needed to make three copies of the exaian questions. | came out of the
room and wanted to ask someone where the departofimetwas. | saw a room nearby
open, and so | knocked on the door to ask for tloles. The following dialogue took

place between the two of us (B for Bhawuk; DF famOroX).

B: Excuse me. Where is the department office?
DF:  Why?
B: I need to make some copies.

DF:  Who are you?

B: | am giving an exam.
DF:  You son of a bitch.
B: Excuse me?

DF:  You are the son of a bitch who is giving anrexaday.

3 | found out from the Dean'’s secretary, after thgident, that | was talking to Professor Don Foot (nis
real name). Chris Lee is not the Dean’s real name.
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B: | am not the teacher.

DF: Yes, you cannot be a teacher. You are a sarbitth. You don’t know what our
students are going through.

B: | am proctoring the exam. You are barking upwrong tree, sir.

DF: Idon’t know.

At this point he turned his back to me and didenan tell me where the
department office was. | looked for another perisaie corridor, who directed me to
the third floor of the building where the departrmefiice was. | asked the secretary to
make three copies for me. She did. | asked herwads in Room 205. She told me that
it was the office of Professor Don Fox.

As | returned, | approached Professor Fox agaid tlad following dialogue took
place:

B: Professor Fox, is that how you talk to a strafige
DF:  You are the one who came to my room.
B: Yes sir. | knocked on your door and said, “Es&me.”

DF:  Who are you?

B: | am a professor of management.
(Pause)
B: | am going to complain to the Dean.

DF:  You go complain to Chris Lee. He shruggedasfif he did not care.
B: I will.
After the examination, | walked back to my officewent to see Dean Lee, but

learned from, his secretary, that he was not ilc@ff | consulted with two colleagues and
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a friend. | called Campus Security to find ouitlifad been subjected to a verbal assault.
Officer Smith consulted with someone and told na thwould be considered verbal
harassment. He asked me if | would like to préssge. | said | would. Officers Smith
and Jones came to my office and talked to meldlttem what had happened. They
went to get papers for me to file the complainhey came back and gave me the paper
to write my statement, and went to take Professardstatement. When Officer Jones
returned, he informed me that he had talked taAgs®ociate Dean, but could not take the
statement from Professor Fox since he had alregftfol the day. Officer Jones took
my written statement and said, “I will forward tregport to the Dean tomorrow.”

On a Saturday shortly thereafter, | saw Professardt a major social event of
that department to which we were both invited. ditenot say anything to me. The
Associate Dean took time to speak to me and readsue that he did not expect any
trouble at the social event, since Professor Faxned aware that | had filed a complaint
with the Campus Security.

| talked to Dean Lee on March 24, 1999. He advisedo write to the Associate
Dean about this incident, and | wrote to him givailigthe details of the incident as
reported above. | also learned from the Campusr@gcthat the Associate Dean would
have to write to them to obtain the report thaad filed with them, and that it would not
be sent to him as a routine procedure. The repods told, was confidential, and stayed
with the campus security.

| found the behavior of Mr. Don Fox offensive. ctaally did not feel
comfortable going to the department library, asabwiot sure how Mr. Fox would

behave toward me. In my letter to the AssociatarDédemanded an apology from Mr.
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Fox. |said, "Please note that | am a very peapafson, but civility should not be taken
as weakness. Mr. Fox needs to understand thainglbgmmeone’s mother is a very
serious offense, and | expect a written apologgnftom. He should be given a written
reprimand so that if he behaves like this in thare, more stringent action can be taken
against him. He should also be required to takéegsional counseling to demonstrate
that he is capable of handling his personal probleffectively without directing his
anger to innocent people who may seek his helpeatiniversity, and should submit
evidence of such help received."

The Associate Dean and the Dean took no actiotwimiyears, and never tried to
resolve the problem. The Dean retired, and th@diate Dean stepped down from the
position after completing his term. | saw Don Fam time to time in the parking lot
since our offices are in adjacent buildings, arahitays made me feel humiliated. 1
simply did not feel comfortable in his presenceoing to the building in which his
office was located.

| wondered if Don Fox was racist, and why the Daad the Associate Dean did
not take any action. | wondered what | should hdmee to get justice. | wondered if in
such situations it is even possible for someoretile to get justice. | wondered what
organizations should do to prevent such incidewts foccurring again. | decided to find
out what others thought of my experience and regddsvo South Asian managers to
share their perspective on the incident by ans\yesoome questions after reading it.
Analysis of the Case by a Male Manager

“There is not enough information in the case tedaine whether Don Fox is a

racist. He was VERY RUDE, but I'm not sure if tliptalifies as being racist.”
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“Why did the Dean and the Associate Dean not talkea&tion?” “Your guess is
as good as mine. It could have been any numberasbns. May be they knew that it
would come down to being your word against his, sinde he had been there a lot
longer (assumption), it wouldn’t actually solve gmmpblem. However, it would get the
school a whole lot of unwanted publicity. It coadlldo be that they knew that Don Fox
was an accomplished professor (assumption), amtgléém would be a huge blow to the
school. Like | said, your guess is as good as rine.

“What should | have done to get justice? What wowdu do?” “l would have
written to the Dean and Associate Dean every wasedt,paid them a visit every week,
and left them phone messages every week, baskmabypain in their butts, until they
finally give up and are forced to deal with theuissl might have even done a column in
the Honolulu Advertiser to that effect. I'm suretbampus security must have given you
a copy of their signed report (as proof that theedent was indeed reported). When you
cannot get something done in a simple way, you bawe crooked way$

“In such situations, is it even possible for somebke me to get justice?” “Of
course it is! You just have to be willing to getwoto your opponent’s level and fight
the battle. A squeaky wheel gets oiled. Of couyea, must make sure you are not
making too much noise, because if that was the tlase a REALLY squeaky wheel
WILL get REPLACED!”

“What should organizations do to prevent such ieetd from occurring again?”
“To start-off, organizations must have a policyt@rassment (all kinds, even yelling).
Once the policy is in place, there must be procesiput in place, in the event this policy

is violated. It is not enough to merely set thagyoand procedure in place. The
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organization must drill it into their employees’dus that any type of harassment will not
be tolerated. Furthermore, the organization shaldd make it known that it HIGHLY
encourages all of its employees to file a complairite/she feels that he/she has been a
victim of any such harassment. After all, the empmust feel confident in the policy
and procedures that are put in place. He/she nalistvb that if they file a complaint, it
will not be filed away somewhere, but will be givilie due diligence that it deserves,
something that the School apparently lacked.”
Analysis of the Case by a Female Manager

“First of all, | am sorry that you ever went thrduguch a nasty experience;
academia is the last place you expect these thinlgappen.”

“Is Don Fox a racist?” “Based on his comments gasy to assume DF is a racist.
At the very least he does not seem to like foraigindowever, the case does not mention
DF's nationality and race. Is he an African-Amemigdf yes, then it would be hard to say
he is a racist guy; he might be just an extrematierperson. Assuming DF is Anglo-
Saxon, why did he behave in this manner? A higtlycated academic person usually
does not conduct himself in this manner. Is heesunf§ from some kind of illness? Could
he be phobic of foreigners?”

“Why did the Dean and the Associate Dean not talkea&tion?” “This is the
part that confounds me. My elementary school g&idg know that they deserve respect
from everyone -- family members, classmates, teadmed other school staff. They also
know that their parents and/or teachers will tgigrapriate action if someone is being
offensive to them (there have been examples ofritise past). So, how come we as

adults have no similar support system at work? Déan and his associate took the easy
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way out. They chose to ignore the incident anddeaiany conflict. The case incident
happened in 1999, not 1969, so | am sure the wiiyafficials (even in Hawai‘i) were
aware of racism and its repercussions. There dmilthiree rationales for their behavior:

a. The dean and associate dean are also racistsendndoning that kind of
behavior on campus.

b. The dean and associate dean are aware of DF lwigrier-phobic or
having another psychological disorder. Knowing thaty do not want to take
any action against DF. Even then they could haveast mentioned that fact
to you.

c. The dean and associate dean are passive persamaliiey might have seen
similar incidents in the past, and noticed thatiisee somehow got resolved.
They might be afraid of opening the Pandora's Bexgetting into a
potentially expensive lawsuit (expensive in terrharaversity reputation as
well as staff time and money). So far all the disanation/racism cases that
have been covered by media seem to involve a lbtdaucracy — long
lawsuits and bad publicity for all parties involvé@ithey just want to serve
their term peacefully and leave this battle for sonme else. They are setting a
very bad example, but unfortunately a lot of upp@nagement folks do this.”

“What should | have done to get justice?” “Inityayou did everything right. You

tried to talk to the offender and make him awagd tte was being offensive (many
people never realize how churlish they are). Yaosotted with campus security and
filed the complaint; went to the Dean, etc. If Ireén your shoes, | would have waited

for a few weeks; then | would have sent a letteh&oDean and gone to the next higher
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official at the university. If no one at the unisgy showed willingness to address this
issue, | would again have given a written noticeveryone | had met with, and then |
would consult a lawyer. | realize this is takingraat risk; these things are in general
hard to prove and you might have lost your job;dmriting justice is never easy anyway.”

“In such situations is it even possible for somelikeme to get justice?” “At the
risk of sounding dramatic, do you think Rosa Pagker doubted her right to justice?
Thankfully we live in modern times and justice @spible for everyone. It is a question
of what price you are willing to pay for it. Are yavilling to go against your department
and university? Can you handle a potential logslwincome/career?”

“What should organizations do to prevent such ieetd from occurring again?”
“Organizations should have a clear policy agaimptieit or implicit racism and
discrimination. This policy should be clearly commuated to all staff members
periodically. There should be a clear step-by-gt®gess and a small team to handle any
such incidents. For example, your complaint wapsd at the Dean's level. Most likely
a copy was never sent to his boss, and there wesanoto deal with it. One person
might be passive or timid, but a team of threeooir people will not behave in the same
manner, especially if they have clear guidelinewdsow an offense should be defined
and dealt with.”

From the comments of the two managers who couldaémyge with me as a

South Asian, it is unclear if the offender was @sBor not. This is not unusual since

these issues are always confounded by multipl@bkes. It is also clear that humiliation
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(i.e., disgrace, shame, mortification, embarrasspteshonor, or degradation, as the
dictionary defines the term) can happen even imthst unexpected place, the academic
institution, and even to professors, supposedhhipgkest in the food chain in the
university system. Statman (2000) defines hunmlraas an injury to self-respect of the
victim by the offender who intentionally degradbes victim by sending the message of
subordination, rejection, or exclusion. It is clézat in this case the offender sent a
message of degradation and subordination by usmddnguage, ignoring the authority
of university administrators, and refusing to agite. Organizations often ignore such
incidents and let the victims suffer without angatkition though it is plausible that they
may be able to develop enabling procedures, wtocidcavoid such events to recur.
And this incident is mild compared to physical astsa sexual harassment, repeated
racial insult, and other such behaviors, whichsditenot uncommon in the USA or other
liberal democracies. Humiliation clearly is assded with disconfirmed expectation
(Bhawuk, 2009) and much emotional stress. Thoughimpossible to turn it around into
a positive experience, it nevertheless needs taldeessed for the sojourner or
immigrant to be functional and without stress. tié&attempt to develop strategies to
deal with these minefields to be able to build lva positive experiences discussed
earlier.
Navigating the Minefield
Living in a multicultural society like the USA lda to sampling of experiences

that are as extreme as the two cases presented.a@ovthe one hand, there are

* Rosa Louise McCauley Parks (February 4, 1913 -el2ct24, 2005) was an African American civil
rights activist whom the U.S. Congress later catler"Mother of the Modern-Da@ivil Rights
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experiences that provide positive feelings of frradequality, fairness, and due process.
However, on the other hand, minorities and womsea hhve to deal with a host of
negative experiences from getting their names raspnced, their accent criticized, to
outright racial discrimination and hate crimes.wHghould the individuals navigate
through this minefield of humiliating experienceslanaintain dignity? | present here
four theoretically meaningful strategies from tleggpective of cross-cultural research
that may help the minority members to maintain haighignity in a multicultural society
without feeling excessively cynical.
1. Learning to Make Isomorphic Attributions

Isomorphic attribution refers to making a corredttilaution of the behavior of a
person from another culture in an interculturalteah(Triandis, 1975). In a
homogenous culture, and to a great extent evemmal@cultural society, it is often not
so difficult to make the correct attribution abeuty people act in a certain way,
especially if people share the same cultural mohestudents stand up when the teacher
enters the class, the teacher makes the corrabuétin in India that the students are
showing respect to him or her. In the USA, if stedents do not stand up when a teacher
enters a classroom, continue to eat their lunckijtdrowever they feel comfortable (e.g.,
putting their feet on the table), the teacher wanbike a correct attribution that this is a
normal situation, and the students are not beisgedpectful. However, an Indian
professor is likely to make an incorrect attribatia the USA by thinking that the

students are rude, and an American professorefylib make an incorrect attribution by

movement' http://en.wikipedia.org/wiki/Rosa_Parks
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thinking that the students are being inauthentistapding up. When we make the
correct attribution about a behavior, it is refdrte as isomorphic attribution (Triandis,
1975). To navigate in a multicultural society, albneed to learn to make isomorphic
attributions, especially while dealing with peopleo do not share our cultural values,
beliefs, and norms.

Making isomorphic attribution is particularly chatiging when there is a history of
conflict between two communities or ethnic groupstory of Conflictusually refers to
a long tradition of fighting between two or morémt groups (Triandis, Kurowski, &
Gelfand, 1994). In the context of the U. S., EwapAmericans have had a long history
of conflict with both the African Americans and tNative Americans (Bhawuk, 2007).
Similar conflicts exist within the boundary of mangtions. For example, the Tamils and
the Singhalese in Sri Lanka, the Hindus and thelikhigsn India, and the British
colonizers and the Aborigines in Australia, havwéhatl a long history of conflict. To be
able to make isomorphic attribution in such sitagi one often has to rationalize the
history of conflict.

It is not easy to rationalize a long-standing dohtbetween two ethnic groups. It is
frequently the case that people of different etlgnaups would talk about how they have
suffered, especially because of the powerful gredmen they are in the presence of their
own people. To be able to bridge this gap, onel:iézlook at the individuals as
individuals, as professionals, as tax payers, arfdrgh, so that they can focus on the
similarities between them, and discount the histdrgonflict as the only explanation of

their behaviors. Thus, by rationalizing the higtof conflict between groups one is able
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to make isomorphic attribution about the behavigreople who are ethnically different
from themselves. This also applies to gender wiffees in a similar way.

Cultural Distances another source of difficulty in making isomoipAhttributions.
This refers to similarity (small distance) or ditaces (large distance) found among
cultures when comparing their objective (like sbstauctures, religion, political systems,
and economics) and subjective (like attitudes, ptmeliefs, values, and so forth)
elements. For example, the cultural distance bevilee U.S. and Western Europe is
small and there is evidence that it is easier imefAcan managers to adjust to Europe
than to other parts of the world like Asia, Afritae Middle East, and so forth. Clearly,
cultural distance has a direct relation to the @etion of dissimilarity; the larger the
distance, the more dissimilar people perceive sttebe (Triandis, Kurowski, &
Gelfand, 1994), and the harder it is to make isqiigrattribution across such large
cultural distances.

To be able to make isomorphic attribution one lbdsarn to deal with cultural
distance. One approach is to suspend judgment #®other person's behavior,
analyze the situation from one's own cultural pectipe, analyze the behavior from the
other person's cultural perspective, and thenyttotcome up with a way to communicate
the cultural difference without offending the otlperson (Bhawuk & Brislin, 2000).
Another approach that is relevant here, espeardtly rationalizing history of conflict,
pertains to what is referred to as rationalizinguihin the interpersonal work context
(Bhawuk, 1997). There always is an occasion whaeea is rewarded a trip, training, or
promotion that one strongly feels he or she deserliea worse situation, one may receive

a derogatory or insulting remark by the superlarsuch situations the subordinate is better
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off accepting the situation and working at thetrefeship with the superior with a positive
attitude rather than with frustration. One hatak® any such situation as a bitter pill or a
tacit suggestion for improvement. This is whabratlizing insult means, and it can also be
used effectively to make isomorphic attributioririnng situations.

It should be noted that it requires more than ngakimisomorphic attribution in
situations such as the one described in the case ali he perpetrator may be racist, sexist,
and so forth, and the victim has to come up witvag to deal with the humiliation. Perhaps
accepting the person and not accepting the behiavioe way oUt(Gandhi, 1953), which
clearly leads to the notion of compassion (Thurm&g,7), self-compassion (Leary, Tate,
Adams, Batts Allen, & Hancock, 2007) and forgiven@dcCullough, Bono, & Root,
2007; Zechmeister & Romero, 2002). | will retuorthis at the end of the paper.

2. Learning to Extract Help from the System

When a humiliating event occurs, it is importankimw what formal course of
action is available to the person. For exampla\ifoman suffers a sexual harassment
episode, she should know what avenues are avaitatite organization for her to
proceed with the complaint. Often large organ@a&ihave an ombudsperson who is
specially designated to deal with cases of disp8@ne organizations have a specially
designated person to deal with sexual harassmees cathers have a designated person
in the human resource management department tovithaduch cases (Bhawuk et al.,

2002). lItis important for all of us to know whair rights are, and also what avenues of

®“Man and his deed are two distinct things. Whsr@@ood deed should call forth approbation and a
wicked deed disapprobation, the doer of the dedeéther good or wicked, always deserves respedtyr p
as the case may be. ‘Hate the sin and not thesiisna precept which, though easy enough to stded,
is rarely practiced, and that is why the poisohatfed spreads in the world.” Gandhi, 1953, p. 276.
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adjudicating complaints are available to us. Krmagpthis prevents us from becoming
cynical about humiliating events, using these aeerta pursue justice allows us to stand
up for ourselves, and it also helps in having afied experience in the workplace and
the society. However, help from the system mayneotssarily be forthcoming
(especially if you do not have any clout in theamgation) as managing humiliation
cases often requires a huge investment of timeeardyy on part of the organizational
leadership, and shortsighted leadership may net thes as a necessary investment for
the organization. Hence, when institutions do mobe to help us, as was evident in the
above case, we have to go beyond them and delv@umtspiritual strength calling on
compassion and forgiveness to make oursglees) a Hawaiian construct that means
becoming right again after the wrong is undone witmeself througlho‘oponopono
(Vitale & Len, 2007).
3. Developing a Shared Network

When we meet people from different cultural or @tgroups in different social
settings, we learn to appreciate the humannedbsohwas (Bhawuk et al., 2002). An
Asian engineer may realize that a Caucasian engihieds much like him or her, and
male and female engineers may realize that theglaser to each other than accountants
or human resource specialists because of the sityilia their training. Such overlap of
networks between different groups of people leadbé broadening afategory width
(Detweiler, 1980), and people develop toleranceatdvdifferences of all types (Triandis,
Kurowski, & Gelfand, 1994). This in the end hetpgleal with humiliation at the
individual level, instead of the group level. Fxample, if | think that Don Fox is a

unique person, then | do not feel the same hunahats | do when | think that Don Fox
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is a representative of white males and his behayeaerally represents people of his
ethnicity.
4. Using the Acculturating Strategy of Integration

Integration, which refers to people choosing eletmé&om both their native
cultural values as well as the values of the hosiominant culture, is the strategy
recommended in acculturation literature as the reessible approach to adapt in a
foreign culture (Berry, 1990). When people assteil rather than integrate, they
sacrifice their own cultural values. When theyasape from the mainstream culture,
they are not taking advantage of the good valuéseoflominant culture, and they also
miss out on many of the support systems availaibtba society. When people are not
able to accept the dominant culture, and are alsalvie to stay with their own cultural
values, they are not able to function in the neliuce effectively, and become
marginalized, often requiring therapeutic help (Bbk, Landis, & Lo, 2006). Thus,
compared to all these approaches, integration seebesthe most productive when
adapting to a multicultural society. The concdphtegration, which suggests that
minority group members maintain aspects of thdliucal heritage while participating in
the larger social network, is similar to positivelticulturalism (Triandis, 1976), whereas
assimilation, in which ethnic group members congbjeadopt aspects of the dominant
culture, is similar to negative multiculturalismri@ndis, 1976).

Positive multiculturalism is proposed as the psjyodical consequence of
intergroup interaction if those interactions aaeded. Triandis (1976) defined positive
multiculturalism as the condition in which indivials acquire additional skills and

perspectives that improve their chances of relagiifectively to other ethnic groups.
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Unlike negative multiculturalism in which an ethgioup must lose some of its essential
self-defining attributes in order to relate to atgeoups, positive multiculturalism is
additive, in the sense that one maintains the &ésssglf-defining attributes and adds
skills that facilitate relationships with other gps. As evidenced in the case cited above,
humiliation can shock even those of us who areguamintegration strategy of
acculturation, and the literature is quite sildmb@ how one should proceed in such
situations. As noted above, compassion and fongis® seem to be the way out of such
situations.
Summary and a Coda

This paper makes a number of contributions. Fir§tls the lacuna in the
intercultural literature by providing thick desdigns (Geertz, 1973) of situations that
lead to positive and negative affects on immigramis sojourners, which has been
hitherto neglected in the literature. Second piyger introduces the concept of
humiliation in intercultural training literature,hich can be useful in studying that
negative affect. Third, it shift the focus to #»gerience of interculturally successful
sojourners from whom there is much to learn, wlighin has been missing in the
literature. And finally, the paper presents autoegraphic story of the author’s
subjective experience (Ellis & Bochner, 2000; EI#804) to highlight both positive and
negative affect, opening the door for inclusiorira personal journey as a research tool
in intercultural training research. Reflectingmusitive and negative experiences helps
us avoid self-deception since we learn to live witbderation and develop a moderate

worldview without leaning toward either the posgtior the negative extreme (Triandis,
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2009). Thus, the paper presents a strong casesifog analytic autoethnography
(Anderson, 2006) in intercultural training research

Living in a multicultural society is both a joyrfthe diversity that it offers, and a
pain for the humiliating encounters or dreadfuleotption of such encounters that life
offers on a daily basis. Diversity offers to hurkia a new social environment where
we can learn to live with differences, unlike trespfive thousand years during which
people got away with viewing the world from an Wessus them" perspective.
Humiliating experiences will continue to plague mich like the minefields we have
created in many parts of the world, and we willd&v be prepared to deal with them as
they happen. It would not be worthwhile to go bexkhe disconnected world of
yesteryears, since the benefits of diversity oufiveis costs. We hope that the cross-
cultural research literature will provide us meafiuh ways to deal with the difficulties of
diversity. | presented four such strategies is g@per. But now | would like to share
how | dealt with the experience with Don Fox, whisimore spiritual in its nature than
cross-cultural and may offer another valuable meisma to us.

One day | saw Don in the parking lot and, withgt@emach protruding
excessively; he looked very sick. | had also ledrftom some others that he was having
serious health problems. | wondered if | was sepdiegative energy to him because he
had never apologized to me. | asked myself whettyebad feelings toward him might
be a "supernatural” cause of his poor health.aklt wlear to me that | did not wish him
any harm, despite how he had treated me, and Weeldadly if something injurious
happened to him. It was not a minor incident fe, eind it had remained unresolved for

many years, but still | knew in my heart that | diot wish him misfortune. In Nepal and
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India they say that Brahminshould not harbor evil thoughts about anybodyd,An
decided to forgive him.

To my surprise, the event stopped bothering me dronsciously and
categorically forgave him in my heart with an opeimd. | talked about it with a good
friend, and he thought that it was a decent thinga. About two years after the event, |
wondered if | should have walked to his office @old him that | had forgiven him and
whether he would have appreciated it. It becamardb me then that it was not
important for him to know, as much as it was fortm&now that | had forgiven him.
Almost a decade later, today | do not even thinkualt and | am at complete peace with
Don and the institution. If anything, | have coms stronger from this experien€end
| am grateful to Don for what he did. He gave ime dpportunity to learn experientially
the Native American wisdom: | have no friends; Vé&o enemies; | have only teachers.
Or, in my own tradition, | had an opportunity taptice the wisdom presented in
Manusmriti(2.162): ABrahminshould get agitated when receiving honor as tfide
been given poison, and he should always seek iliseilhectar (Buhler, 1969).When |
reflect on this today, | still feel good about fivigg Don, and moving on.

Thus, perhaps we need to practice forgivenesssive such humiliating events,
for it brings the spirituality within us out to gland, conceivably there is nothing

material — good or evil — that can survive thesb$ spirituality. Perhaps the wisdom of

® Rutan (2000) proposed that it is possible to paignowth through shame and humiliation, especially
the context of group therapy. It is plausible thaelf-reflective person can also grow by deatiity
humiliation in his or her own unique way, much likeas able to do.

" sammAnAdbrAmhaNonityamudvijet viSAdiva; amritasy@eAGchedavamAnasya sarvadwhile
receiving an honor a Brahmin should always geéeyit as if he is served poison; and he should away
desire insult likeamrita or immortality potion.
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compassion and forgiveness has always been knotie teaints and the messiahs, and
that is why they are ever forgiving, even when they crucified. Forgiveness is possibly

the ultimate cure for a victim who has suffered Hiaton.
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