TOLERANCE AS CIVILITY IN CONTEMPORARY WORKPLACE
DIVERSITY INITIATIVES

A

Valuing diversity emphasizes the awareness, recognition, understanding, and appreciation of human differences
and revolves around creating an inclusive environment in which everyone feels esteemed. This generally takes
place through a series of management education and training programs that attempt to improve interpersonal
relationships among workers by asking participants to become more tolerant—generally understood today
as an approval and acceptance of others’ practices, opinions, and beliefs. Because tolerance is such a highly
desirable quality in U.S. society, and seemingly one of its few non-controversial values, rarely is its significance
questioned. Nevertheless, contemporary interpretations of tolerance may be problematic for multicultural
programs. Tolerance understood as respect and civility toward others is offered as a more appropriate and
effective tool for easing hostile tensions between individuals and groups and for helping communities move
past intractable conflict.
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INTRODUCTION

Figure 1. Calvin and Hobbes and Tolerance
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CALVIN AND HOBBES © 1996 Watterson. Dist. By UNIVERSAL UCLICK. Reprinted with permission. All rights reserved.

of a 6-year old named Calvin. In the comic above, Calvin presents a lame defense to his stuffed tiger companion,

Hobbes (who is real only to him) for not doing the right thing. Further, Calvin goes on to deny moral value
having meaning for a philosophically urbane person such as himself. Hobbes serves as Calvin’s (often sarcastic) alter
ego and expresses misgivings about Calvin's concept of tolerance.

B illWatterson (1996), creator of the well-known comic strip Calvin and Hobbes, entertained us with the adventures
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The authors agree with Hobbes concerning the current view of tolerance and tackle this controversial topic and
its role in American society and business practice. We begin addressing the topic of tolerance by providing a brief
discussion of the concept, identifying the classical meaning as involving forbearance and the contemporary meaning
understood as including acceptance. In the next section, we review the idea of intolerance and then offer a discussion
on the value of dialogue. The authors then present tolerance interpreted as civility, which falls somewhere between
tolerance regarded as forbearance and tolerance viewed as acceptance, as a more appropriate construal of the term.
Finally, we address tolerance within the context of diversity training in the workplace and conclude with a summary
that emphasizes respect and dignity of all persons, rather than required acceptance and affirmation of everyone’s
beliefs, opinions, conduct, or entire ways of life.

DISCUSSION

Although held in high regard by Locke (1689/1983), Voltaire (cited in Guterman, 1963), and Mill (1859/1985), the
concept of tolerance often lacked widespread recognition. Colesante and Biggs (1999) noted that early Western
religious scholars St. Augustine and St. Thomas Aquinas viewed tolerance as a vice that could corrupt society and
harm innocent people. Later, tolerance was seen as a permissive practice of allowing a person, practice, or thing of
which one disapproved. Rather than being perceived as an evil, tolerance was seen as a relatively detached attitude
incorporating the idea of forbearance, in which tolerant individuals “put up with” or endured what they found to be
offensive in order to coexist with others (Schwartz, 1996).

While it may once have been good enough for minority groups to be tolerated or “put up with,” today such an
understanding of tolerance has become insufferable. What these groups now demand is not tolerance as endurance,
but tolerance involving acceptance and celebration: “Who are you to ‘tolerate’ me? Who are you to say that my way
of life is inferior to yours? Who are you to judge?” (Schwartz, 1996, p. 27). Today, some reject the orthodox definition
of tolerance because it is only a half measure (Oberdiek, 2001). This has led Weissberg (2008) to claim that tolerance
appears to have changed definition over the years from the obligation not to tolerate the perceived immoral and
depraved to the requirement to accept the legitimacy of the morally different.

Contemporary understandings of tolerance involve “the ability to accept the values and beliefs of others” (Lickona,
2002, p. 1) and can be considered“indispensable for any decent society—or at least for societies encompassing deeply
divergent ways of life” (Oberdiek, 2001, p. 23) characteristic of many Western cultures. Schwartz (1996), observed, “I
think that most of the time what we have in mind when we speak of tolerance is something closer to ‘acceptance, or
even‘celebration! Acceptance implies approval, and celebration implies enthusiastic approval” (p. 24, italics in original).
Moreover, the absence of tolerance may well be considered the root of much evil: hate crimes, religious and political
persecution, and terrorism (Lickona, 2002).

Weissberg (2008) believes that this new interpretation of tolerance requires affirming the rightness of the
nonconventional and nontraditional. We believe that the U.N!s decision to declare 1995 “The Year of Tolerance”
confused toleration and affirmation when it declared tolerance as “respect, acceptance and appreciation of the rich
diversity of our world’s cultures, our forms of expression and ways of being human.... It involves the rejection of
dogmatism and absolutism” (United Nations Educational, Scientific and Cultural Organization [UNESCO], 1995). Such
a definition, we believe, goes too far.

This newly fashioned tolerance often raises suspicion of the idea that something—or someone—may be offensive
and rejects the idea that one can be free to express such distaste. To evaluate something as questionable or wrong
and publicly say so can be considered xenophobic, insensitive, and offensive. Few ideas or behaviors can be opposed,
regardless of how gracious the attempt, without inviting charges of being hateful or some other harsh accusation.

Tolerance as practiced today goes beyond respecting a person’s right to think and behave differently. It demands
that practically every ideology, value claim, or personal practice be made morally legitimate. It relentlessly promotes
the idea of acceptance and discourages the questioning of other people’s beliefs and lifestyles. Such affirmation
and acceptance can be seen as a way of avoiding making difficult moral choices, and a way of disengaging from the
challenge of explaining which values are worth upholding. It is far easier to dispense with moral judgment entirely
than to explain why a certain way of life or belief should be embraced. In a world where all values are inherently equal
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and a proclaimed hierarchy only reflects power, not demonstrable worth, why should anyone embrace capitalism
over socialism, Islam in favor of Judaism, or the Democratic Party instead of the Republican Party? Indeed, why hold
attachments to anything, since nothing could be better than anything else? To hold strong convictions in today’s
relativistic world subjects one to charges of bigotry, dogmatism, and fanaticism where few things can be worth
defending.

Hallemeier (2006) suggests that tolerance today is considered essential, a highly desirable quality in U.S. society and
one of its few non-controversial values (Kreeft, 2007). Many people insist that, in a world burdened by injustice,
inequality, and related bigotry, the best solution to address these evils involves a greater degree of tolerance,
generally understood today as an approval of others’views and behavior (Outcome Document of the Durban Review
Conference, 2009). Within the last generation, tolerance rose to the apex of America’s public moral philosophy. Today,
many believe a good, moral person to be tolerant, considering tolerance a virtue essential for democracy and civilized
life. The lexicon of today’s tolerance supporters requires approving others’ principles and standards. Weissberg (2008)
believes that to argue otherwise would invite charges of engaging in “mean-spirited, right-wing polemic endorsing
hatefulness” (p. xi). Indeed, one of the worst things that could be said of a person today might be that they are
intolerant. Such a moniker helps demonize certain individuals and groups by faulting their worldview as ignorant
and bigoted.

FAILYHLISINIWAYVY

Today, many consider tolerance so important that museums dedicated to it can be found in Los Angeles and in New
York City. There is even an International Day for Tolerance that is observed on November 16 to educate people about
the need for tolerance in society. Vogt (1997) believes that nowhere is this growing emphasis on tolerance more
evident than in the prominence given it in education and training programs addressing issues of multiculturalism,
inclusion, and diversity.

The modern interpretation of tolerance, however, poses a dilemma: how can individuals be asked to accept all
people’s values and practices when they may believe some of those ideas and behaviors to be wrong? How, for
example, can one ask supporters on opposite sides of the abortion and gay marriage debates to accept the validity
of each other’s perspectives? Recall the highly publicized case of Carrie Prejean, a contestant in the 2009 Miss USA
Beauty Pageant. When openly gay pageant judge Perez Hilton questioned her views on gay marriage, Prejean replied
that she believed marriage should be between a man and a woman, thus failing to approve gay marriage. Mr. Hilton
called Ms. Prejean “the B word” on his popular blog and said he would have liked to have called her something
stronger (Hilton, 2009). Consider also how Harvard’s former president, Lawrence Summers, caused a furor in 2005 by
speculating, at a private meeting, that innate gender differences might contribute to the paucity of women in top
positions in math, science, and engineering at elite universities. In addition, Dr. Summers questioned how much of a
role discrimination plays in the scarcity of female professors in science and engineering at such universities. It seems
that even broaching the topic was enough to force his resignation (Mansfield, 2006).
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These examples seem to suggest that certain views are unacceptable and that, if one sanctions them, they could be
considered bigoted, ignorant, and worthy of derision—and could even be terminated from a job, as in Summers’case.
A key question becomes, should everyone be required to approve, affirm, and celebrate all beliefs and conduct, even
the following, in the name of tolerance?

‘“3311OVHd

«  Condoms should be available to elementary school children.

« Islam should be banned because it is the carrier of different values and practices that are so alien to U.S.
society that they are a threat to our national cohesion and even to our security.

«  People with HIV/AIDS should be sterilized to help prevent the spread of the disease.

HOUd4Vv3is3id ANV

«  Gay marriage should be banned in all states.

While many might find these comments abhorrent, are those who disagree with such statements prejudiced, hateful,
bigoted, rigid, and intolerant? We suspect that this is not the case, since not all beliefs, behaviors, or both must
be endorsed—only those largely sanctioned by those within the liberal tradition. Some researchers (e.g., Roberts &
Lester, 2006) suggest that tolerance is universally recognized by both critics and supporters as central to liberalism.
Self-proclaimed progressive professor Barry Schwartz (1996) noted that “As good liberals in a liberal society—and
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especially as citizens of that bastion of liberalism, the academy—we value tolerance.... we deeply believe that
tolerance is the one virtue of character on which a liberal, pluralistic society most depends” (p. 24). Unfortunately, the
graciousness implied in the “appreciate differences” brand of tolerance may be selective, with only those residing on
the political spectrum’s progressive flank deserving acceptance. For example, while gays and civil rights groups are
generally applauded, one might typically find silence when it comes to fundamentalist Christians or the military. Such
a one-sided interpretation of tolerance as acceptance of primarily liberal views often engenders the very divisiveness
it proposes to eliminate.

Beliefs and conduct not aligned with more liberal leanings are readily dismissed. This was illustrated by Professor
Schwartz (1996) who stated that “It is simply not possible for me to approve of committed anti-abortionists
demonstrating outside abortion clinics. And it is simply not possible for me to approve of Jews who won't allow
women to seeg, let alone read from the Torah” (p. 28). We agree, and feel that there may be issues and beliefs that
one should not be forced to approve. Furthermore, we concur with Oberdiek (2001) who argued that “It would be
unreasonable—worse, utterly wrong—to demand that we should tolerate every divergent belief, or practice” (p. 4, ).

DIVERSITY TRAINING

Promoting and advocating tolerance as acceptance is widespread today and continues to be taught extensively with
its endorsement central to many diversity and multicultural training initiatives (Clements & Jones, 2008). According
to Lansing and Cruser (2009), diversity training is considered so important today that it can be found as a common
topic now incorporated in nearly every major collegiate and graduate business program. Benjamin (1996) observed
that, in higher education, students are told that diversity training should emphasize “tolerance... and respect for
differences in appearance, values and attitudes, perspectives, assumptions, and conduct” (p. 155). Additionally,
Teaching Tolerance Magazine showcases innovative tolerance initiatives across the U.S.

Diversity training can also be found in the workplace. An industry report on training in the United States prepared by
the widely circulated practitioner-oriented Training Magazine indicated that 72% of responding companies offered
some form of diversity training (Galvin, 2003). Additionally, the Society for Human Resource Management found that
67% of U.S. organizations provided multicultural training program initiatives (Esen, 2005). A key component of such
programs involves teaching tolerance. For example, when the key terms “diversity training in the workplace” and
“tolerance” were recently entered in the Google search engine, about 250,000 hits registered, illustrating tolerance
as a key component of inclusion and multicultural training (Von Bergen, 2012).

In these developmental efforts to value diversity, it is often common to hear that individuals should recognize and
acknowledge differences and be inclusive and open to them (Gardenswartz & Rowe, 1993). Hence, trainees are
encouraged to applaud differences and to create a climate of tolerance that entails appreciation, approval, and
acceptance of a myriad of dissimilarities despite some authors'warnings that excessive emphasis upon the differences
between Americans could produce a Balkanization of U.S. society (Schlesinger, 1992).

In diversity training workshops, participants are frequently told that everything should be considered different—not
better or worse, but equivalent—and that a person’s view should automatically be considered wrong if it rejects
the equal legitimacy of all views. There is a litany of words and phrases that, like bullets from a machine gun, are
shot in rapid fire reflexively to assault the character (using slander, coercion, and pejorative personal attacks) and
motivations of those who may question such an understanding of tolerance (see Figure 2). Supporters of tolerance,
today regarded as acceptance, tell individuals who may question or disagree with them that they should __ (pick one
or more of the verbs in Column 1 from Figure 2) others’__ (pick one or more of the words in Column 2) and that, if they
do not, then they are subject to being called one or more of the names listed in Column 3. For example, an individual
may be told that if they disagree with a belief in man-made global warming then they are ignorant, uninformed, and
stupid. If someone thinks another is wrong, they are called intolerant (Kouki, 2003).

Those who oppose an understanding of tolerance as an approval of unconditional liberal-leaning opinions and
perspectives are often considered legalistic individuals with non-negotiable doctrinal convictions, deserving, in
some cases, to be terminated from their job. It seems that having firmly-held beliefs inconsistent with politically
liberal biases is problematic. Henle and Holger (2004) indicated that AT&T representatives seemed to have thought
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this when they fired Albert Buonanno after he refused to agree to portions of the company’s employee handbook
that he believed violated his religious beliefs. At AT&T, all employees were required to sign a written acknowledgment
that they had received the firm’'s new employee handbook and sign a “Certificate of Understanding.” The certificate
contained a statement that the employee signing it “agreed with and accepted”all of the terms and provisions of the
handbook, including its policies and rules. The handbook contained a provision that “each person at AT&T Broadband
is charged with the responsibility to fully recognize, respect and value the differences among all of us,” including
“sexual orientation.” However, Mr. Buonanno’s strongly held religious beliefs regarding the homosexual lifestyle
prevented him from approving the practice of homosexuality.

Figure 2. Sequence of intimidation regarding tolerance

Tolerance requires Others'’ Or, be considered
individuals to
Accept Actions __ phobic
Affirm Attitudes Bigoted
Agree with Behaviors Dogmatic
Appreciate Beliefs Hateful
Approve Conduct Ignorant
Be open to Customs Insensitive
Celebrate Ideas Intolerant
Embrace Lifestyles Judgmental
Endorse Opinions Misguided
Recognize Perspectives Offensive
Respect Practices Narrow-minded
Sanction Values Prejudiced
Support Viewpoints Racist
Value Ways of living Stupid

Buonanno shared his concerns with his immediate supervisor and informed him that he had no problem declaring
he would not discriminate against or harass people who were different from him, including homosexuals, but that
he could not sign the statement because it contradicted his sincerely held religious beliefs. Mr. Buonanno stated,
“As a Christian, | love and appreciate all people regardless of their lifestyle. But | cannot value homosexuality and
any different religious beliefs.” AT&T informed Buonanno that they would terminate him should he refuse to sign the
certificate. He declined to sign the document, and AT&T immediately terminated his employment. Mr. Buonanno
then sued AT&T, resulting in his winning an award of $146,260.00 in damages (Buonanno v. AT&T Broadband LLC, 2004,
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p. 155). According to Hudson (2004), employers should not force workers to adopt beliefs inconsistent with their
religious beliefs, and “employees shouldn’t be forced to forswear their religious values in the name of tolerance” (p.
1C). Must we embrace difference or does it suffice if the occurrence of difference is considered to be a normal state
of affairs?

TOLERANCE AS CIVILITY

We believe that it is extremely important to preserve a notion of tolerance that is neither “putting up with,” which
demands too little of us, nor “acceptance,” which demands too much. We offer tolerance incorporating civility as
occupying a middle ground which lies somewhere between traditional and contemporary interpretations. This
view involves treating people with whom we differ neither with appreciation, acceptance, nor endorsement, but
with civility, dignity, and courtesy even as we recognize that some conflict and tension is inevitable (see Figure 3).
Individuals, we feel, should be shown basic respect as human beings even if they hold beliefs that others may not
value. Like Ury (1999), we believe that “tolerance is...showing respect for the essential humanity in every person” (p.
127).

Figure 3. Three interpretations of tolerance

Tolerance as Tolerance as Tolerance as

Endurance Civility Acceptance

Billante and Saunders (2002) surveyed the literature on civility and suggested three elements that together constitute
the term. The first element is respect for others. The second element is civility as public behavior towards strangers.
This is similar to Carter’s (1998) view that “civility equips us for everyday life with strangers.... We need neither to love
them nor to hate them in order to be civil towards them” (p. 58). The third element is self-regulation in the sense that
it requires empathy by putting one’s own immediate self-interests in the context of the larger common good and
acting accordingly.

Note that respect is accorded the person. Whether his or her ideas or behavior should be tolerated is an entirely
different issue. Tolerance of individuals requires that each person’s viewpoint receives a courteous hearing, not that all
views have equal worth, merit, or truth. Rejecting another’s ideas or practices should not be equated with disrespect
for the person. The view that no person’s beliefs may be any better than another’s can be considered irrational and
absurd. It would be inappropriate to tolerate such things as racism, sexism, or hate speech. This view is consistent
with renowned psychotherapist Albert Ellis’ (2004) concept of unconditional other-acceptance, which declares that
one is not required to “tolerate the antisocial and sabotaging actions of other people.... But you always accept them,
their personhood, and you never damn their total selves. You tolerate their humanity while disagreeing with some
of their actions” (p. 212, italics in original). Ellis’ observation is consistent with the Kantian perspective that “human
beings are to be regarded as worthy of respect as human beings, regardless of how their values differ and whether or
not we disapprove of what they do” (Hill, 2000, p. 69). Simply by virtue of their humanity, all people qualify for a status
of dignity that should be recognized by all.

Tolerance as advocated here incorporates civility and involves treating others with respect and dignity without
necessarily agreeing with or accepting their values, practices, or the importance of these practices to the way of life
of the people who engage in them. Key components of tolerance construed as incorporating a large dose of civility
include dialogue and openness to others. The richest form of civil dialogue should not be construed as merely an
exchange of information, but rather a process in which the participants actively question their own perspectives and
include the other as a partner in their cultural self-exploration and learning (Richardson, 2003). Dialogue involves 1)
self-exploration, as much as learning about the other, and 2) the articulation of one’s own previously implicit values
and assumptions, as much as learning what might be valued by others. This type of exchange can lead to greater
self-understanding as well as a thoughtful consideration of another’s perspective. It can also help one recognize
and begin to address inconsistencies, tensions, and blind spots in one’s thinking. This kind of dialogue can be a
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productive way to question the values and standards of one’s cultural community in light of other viewpoints. At its
best, dialogue can be challenging and enriching and can result in greater clarity about, and sometimes alterations
in, one’s own worldview. Such dialogue introduces profound possibilities for self-examination and transformation in
ways that members of diverse groups understand: what might be good for them, what might be praiseworthy, and
how to bring that goodness into being.

Of course, some may hold certain beliefs or practices that are so unacceptable that others who do not share those
beliefs cannot enter into dialogue with those who keep them. Covey (1989), in his very successful text, The 7 Habits of
Highly Effective People, referred to a similar concept when he suggested that people should “seek first to understand,
then to be understood” (p. 235). This is similar to empathy and can be intended to improve communication by
suggesting that individuals listen with the intent to understand others’ perspectives; not listen solely with the intent
to reply.

Tolerance as civility allows differing views to have an equal right to exist, although not necessarily to have an equal
share in truth. These are different issues. Indeed, the view that all values are equal and immune from criticism might be
intolerant of the belief that moral judgments can be made. Tolerance suggesting civility does not excuse individuals
from resolving conflicting claims to truth. Can it be considered intolerant to claim the sun as the center of our solar
system because others might think the earth to be the center? Should scholars be considered intolerant when they
believe one hypothesis true and another false?

Tolerance comprising courteousness recognizes the rights of others to both have and express their opinion. If
individuals can learn to respect the rights of all human beings to have and express their understanding of reality,
whether they agree with them or not, then everyone will be one step closer to living in a truly charitable world.
People can respect those who hold different beliefs by treating them politely and allowing their views a place in
community discourse. Persons may strongly disagree with each other’s ideas, and vigorously contend against them
in the public square, but still display respect for individuals despite those differences.

Tolerance as civility does not mean accepting another person’s belief; only his or her right to have that belief. It is
similar to the famous words (some say falsely) attributed to Voltaire: “l detest what you write, but | would give my life
to make it possible for you to continue to write” (Guterman, 1963, p. 143). We can strongly disagree with others’ ideas
or conduct and forcefully oppose them in the public square, but we still must show respect for individuals in spite of
those differences. People should be inclusive of others, but they should not be required to incorporate those beliefs
or approve the behaviors (Kouki, 2003). Persons should listen to and learn from everyone, but not feel obligated to
agree with every person, accept their viewpoints, or approve of their conduct. It can be considered a disservice to all
when believing that tolerance, respect, charity, and dignity imply never saying or doing anything that might upset
someone. Indeed, Barrow (2005) goes so far as to say that protesting that one is being offended by our interpretation
is “one of the supreme self-serving acts,” and “that taking offence, when it means treating one’s personal hurt as
grounds for punitive response, involves a refusal to show tolerance, to allow freedom or to play fair—for why should
you be allowed to say what you want, when others are denied that right by you” (p. 273)?

Tolerance as Civility in Other Cultures

The conceptualization of tolerance as civility presented here seems consistent with Eastern and African thinking.
Asian societies, particularly countries like China, Japan, and South Korea, stress building harmonious interpersonal
relationships through avoidance of conflict and compliance with social norms. Jiang (2006) observed the atmosphere
of harmony in the teachings of Confucius, from whom tolerance implies harmony without conformity. Lo (2006) stated
that a true Confucianist or Confucianism-inspired person would graciously allow for differences in beliefs and values
for the sake of harmony based on benevolence and love, but would but not necessarily feel obligated to accept and
endorse them. Similarly, Kani (2006) describes how the concept of Ubuntu is woven into the fabric of South African
society. Ubuntu represents a collection of values for treating others with harmony, respect, sensitivity, dignity, and
collective unity simply because of a person’s humanness. The Ubuntu value system provides a framework for how
people should treat others and values a collective respect for everyone in the system. An imperative delineated from
Ubuntu can be that it remains important to treat others as family, i.e.,with kindness, compassion, and humility. Indeed,
Mangalisco (2001) noted that “treat[ing] others with dignity and respect...is a cardinal point of Ubuntu. Everything
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hinges on this canon, including an emphasis on humility, harmony, and valuing diversity” (p. 32).

We believe these African- and Asian-based principles to be clearly consistent with and present a strong argument
for tolerance viewed as civility as presented here. As such, there could be important implications for a cross-cultural
managerial practice of tolerance construed as respect for others. Managers in charge of multinational firms with
operations in African or Asian countries would be well-advised to take heed of the concept of tolerance promulgated
here and develop their corporate diversity programs accordingly.

Good people will sincerely disagree, and the issues that divide them by their very nature impassion them. Individuals
can, however, disagree without demonizing those with whom they differ. In civility, persons affirm the dignity and
essential worth of others even when they express ideas deemed disagreeable or offensive. It is understood that
compromise solutions or common ground cannot be found for all issues, but that does not justify engaging in the
harsh, vilifying, and over-the-top rhetoric often seen today.

Rising Incivility: An Impediment to Dialogue

Unfortunately, the recent increase of incivility—insensitive, impolite, disrespectful, or rude behavior directed at
another person that displays a lack of regard for that person (Cortina, Magley, Williams, & Langhout, 2001)—appears
to have quite the opposite effect as increasing levels of boorishness steal from people their dignity and humanity.
Indeed, Cortina (2008) views incivility as a form of modern discrimination in organizations. Americans believe their
countrymen are “becoming more rude and less civilized,” and a poll by Weber Shandwick (2011) revealed that 94%
of respondents considered the general tone and level of incivility in the country to be a problem that has increased
over the last several years.

This level of discourteousness fueled the creation of several civility-enhancing institutes, including the Workplace
Bullying Institute (n. d.), the Civility Institute (n. d.) at Johns Hopkins University, and the National Institute for Civil
Discourse (NICD; n. d.) at the University of Arizona. The NICD, with honorary chairs Presidents George H. W. Bush and
Bill Clinton, stands as a national, nonpartisan center for debate, research, education and policy generation regarding
civic engagement and civility and constructive engagement in public discourse, where discussion and vigorous
debate can take place in a polite and courteous manner. One of the key goals for the institute is to connect with
people with diverse viewpoints and to offer a venue for vigorous and respectful debate while allowing for structured
dialogue and deliberation that ensures all points of view are expressed and understood. It is through the clash of
conflicting ideas and opinions that insights into truth may be gained. Even erroneous views, in the act of their being
challenged, can contribute to the overall clarity of public life (Furedi, 2011). The institute inspires the search for more
informed and creative decision-making, but does not expect people to change their values or perspectives. Certainly
tolerance, understood as involving civil, respectful relationships, can be a useful instrument utilized by the NICD.

SUMMARY AND CONCLUSION

Tolerance historically meant that persons must be willing to put up with others’ beliefs and conduct that they found
objectionable. Today, however, tolerance increasingly means not only approving those views and behaviors with
which one may disagree and find objectionable, but also celebrating and endorsing them—at least those having a
decidedly liberal tilt. Nonetheless, some (e.g., Lickona, 2002) seem to question the tolerance as acceptance rhetoric
imposed on the public today.

Tolerance must incorporate respect and dignity for everyone. Individuals can be tolerant without the requirement
to adopt others’ thinking or convictions. Inclusiveness should not demand that differences be denied or proscribed.
Tolerance as endorsed here employs respect and civility for persons, since every individual possesses inherent value.
It does not require embracing another’s belief; only affirming his or her right to have that belief. Tolerance as civility
entails no obligation to esteem others’ ways of life as a morally informed way of life, nor does it decree that we be
silent about our differences. Tolerance interpreted as civility does, however, strongly encourage us to explore the
terrain between forbearance and acceptance, exploring possibilities of mutual understanding and accommodation
along the way.

We advocate civility toward others with whom we disagree—a civility that includes courtesy toward others and
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the approval of them as a basic object of moral concern. Civility permits conflict and criticism of others’ beliefs and
practices, but it limits the ways in which this conflict can be pursued. For criticism to be civil, it cannot be blind, based
on stereotypes or debasing opposing viewpoints, but rather requires knowledge and basic concern for the identity
and voice of others.

This approach is similar to various presidential appeals for civility. As a teen, George Washington copied into a school
workbook “110 Rules of Civility & Decent Behavior in Company and Conversation.” The first of Washington’s rules of
civility said, “Every action done in company ought to be done with some sign of respect to those that are present”
(Washington & Brookhiser, 2003, p 1). President George H. W. Bush, in a commencement address at the University of
Michiganin 1991, indicated that“We must conquer the temptation to assign bad motives to people who disagree with
us” (Bush, 1991/2010). In spring 2009, amid much public controversy and protest demonstrations, President Obama
delivered the commencement address at Notre Dame University. Some “pro-life” persons thought that the president
should not be invited to speak at a Catholic university because his “pro-choice” position on abortion contradicts
Church doctrine, and many objected to the university awarding him an honorary degree. President Obama devoted a
section of his address to the protests—not on the merits of one abortion position over another—but rather on public
discourse; i.e., on how Americans should engage in public debate on issues with which they fundamentally disagree.
Mr. Obama observed that while opposing views would and should be presented with passion and conviction, they
could be done“without reducing those with differing views to caricature” (Obama, 2009). Then he suggested a model:
“Open hearts. Open minds. Fair-minded words"in the context of“... friendship, civility, hospitality and especially love”
(Obama, 2009). These presidential words are remarkably consistent with the interpretation of tolerance as civility
suggested here.

We support the idea of a truly pluralistic society, in which differing views have an equal and legal right to exist, but
not a society in which ideologically driven interest groups require all to accept their worldviews, where disagreement
is often misconstrued as bigotry, stupidity, and hatred, and where tolerance simply means required acceptance. We
are reminded of the words of noted English philosopher William Rowe who said: “... those who are most eloquent
in demanding freedom for their own views and practices are the first to deny freedom of thought or action to their
neighbors” (1930).

Implications for Managers

Weissberg (2008) suggests that those attending diversity workshops that encourage tolerance should respectfully
engage trainers regarding their definition of the term and question interpretations that imply that participants
should appreciate and affirm all differences and “accept everything” (p. x). We agree with Bennett (2001) that “properly
understood, tolerance means treating people with respect and without malice; it does not require us to dissolve
social norms or to weaken our commitment to ancient and honorable beliefs” (p. 138). Such an understanding of
tolerance, what we refer to as tolerance as civility here, can enhance diversity training program effectiveness and can
be a valuable approach to addressing inclusion in organizations and institutions. Tolerating or respecting people,
however, must never be confused with accepting and endorsing all their ideas and practices.

Not only is civility an important interpersonal value in the workplace, but it is also a meaningful predictor of
organizational performance (King, Dawson, West, Gilrane, Peddie, & Bastin, 2011). Subtle mistreatment characteristics
of incivility have been shown to negatively impact job satisfaction, job withdrawal, career salience, psychological
distress (Cortina et al., 2001), and self-reported physical health problems (Lim, Cortina, & Magley, 2008). King et al.
(2011) observed that firms can improve performance by creating and maintaining norms of civility. Training programs
and leadership activities may help employees overcome their (often unconscious) behavioral tendencies to disfavor
out-group members by encouraging—indeed demanding—civility in all interactions. Given the resistance and
backlash that sometimes arise in response to terms such as “diversity,” “inclusion,” and “discrimination,” it is possible
that focusing on civility instead could improve the efficacy of existing multicultural training programs. Some research
suggests that addressing civility, incorporating empathy or perspective taking skills (Galinsky, Wang, & Ku, 2008), and
reciprocity (Kolm, 2000) may be effective in enhancing civility.
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Implications for Further Research

Asthediscussionand debate ontolerance continues, moreresearchis needed to examine various workplace situations.
For example, it would be interesting to know how intolerance and incivility impact customers, suppliers, and other
relevant stakeholders in the business. Should diversity training workshops be modified or improved to include
more discussion on tolerance? How are bullying and lack of civility related? Do employees and others understand
that diversity of thought and ideas could be considered equally important to diversity of gender, race, religion, and
other demographic characteristics? Additional research in these areas could help lead toward a breakthrough in
understanding the importance of tolerance in the work environment—and in society in general.

REFERENCES
Barrow, R. (2005). On the duty of not taking offence. Journal of Moral Education, 34, 265-275.

Benjamin, M. (1996). Cultural diversity, educational equity, and the transformation of higher education: Group profiles as
a guide to policy and programming. Westport, CT: Praeger.

Bennett, W. J. (2001). The broken hearth. New York: Doubleday.
Billante, N., & Saunders, P. (2002). Why civility matters. Policy, 18, 32-35.
Buonanno v. AT&T Broadband LLC, 313 F. Supp. 2d 1069 (Denver, Colorado. 2004).

Bush, G. H.W. (1991/2010). President George H. W. Bush’s Commencement Address at the University of Michigan, May 4,
1991. Retrieved from http://www.michigandaily.com/content/president-george-hw-bushs-commencementaddress-
university-michigan-may-4-1991?page=0,0

Carter, S. (1998). Civility. New York: Basic Books.
The Civility Institute. (n. d.). Retrieved from http://krieger.jhu.edu/civility

Clements, P, & Jones, J. (2008). The diversity training handbook: A practical guide to understanding and changing
attitudes (3rd ed.). Philadelphia, PA: Kogan Page US.

Colesante, R. J., & Biggs, D. A. (1999). Teaching about tolerance with stories and arguments. Journal of Moral
Education, 28, 185-199.

Cortina, L. M. (2008). Unseen injustice: Incivility as modern discrimination in organizations. Academy of Management
Review, 33, 55-75.

Cortina, L. M., Magley, V., Williams, J. H., & Langhout, R. D. (2001). Incivility in the workplace: Incident and impact.
Journal of Occupational Health Psychology, 6, 64-80.

Covey, S. R. (1989). The 7 habits of highly effective people. New York: Simon and Schuster.

Ellis, A. (2004). The road to tolerance: The philosophy of rational emotive behavior therapy. Amherst, NY: Prometheus
Books.

Esen, E. (2005). Workplace diversity practices survey report. Alexandria, VA: Society for Human Resource Management.

Furedi, F. (2011, February 7). Don’t Blame Tolerance for this Multicultural Mess. Retrieved from http://www.spiked-
online.com/index.php/site/article/10163/

Galinsky, A. D., Wang, C.S., & Ku, G. (2008). Perspective-takers behave more stereotypically. Journal of Personality and
Social Psychology, 95, 404-419.

Galvin, T. (2003). Industry report. Training, 40, 21-36.

Gardenswartz, L., & Rowe, A. (1993). Managing diversity: A complete desk reference and planning guide. Homewood, IL:
Business One Irwin.

Guterman, N. (1963). A book of French quotations, with English translations. [A line in a February 6, 1770 letter from

Von Bergen & Collier
DOI: 10.5929/2013.3.1.6



Voltaire to M. le Riche]. Garden City, NY: Doubleday.

Hallemeier, J. P. K. (2006). Tolerance, Respect, and Charity: A Virtue-ethical Account of Interaction with the Other.
Retrieved from http://www.dominican.edu

Henle, C. A., & Holger, R. (2004). The duty of accommodation and the Workplace Religious Freedom Act of 2003:
From bad policy to worse law. Labor Law Journal, 55, 155-165.

Hill, T. E. (2000). Respect, pluralism, and justice: Kantian perspectives. Oxford: Oxford University Press.

Hilton, P. (2009). Perez Hilton Retracts Apology to Carrie Prejean for Calling Her... Well, You Know. Retrieved from http://
latimesblogs.latimes.com

Jiang, Y. H. (2006). Confucianism and East Asian public philosophy: An analysis of “harmonize but not conform.”
Paper presented at The 68th Public Philosophy Kyoto Forum UNESCO. International Conference, Kyoto International
Conference Hall, April 29-May 1. See also http://homepage.ntu.edu.tw/~jiang/PDG/D11.pdf

Kani, J. (2006, March 2). John Kani and the Spirit of UBUNTU. Retrieved from http://www.artsjournal.com/
artfulmanager/main/john_kani_and_the_spirit_of ub.php

King, E. B., Dawson, J. F, West, M. A., Gilrane, V. L., Peddie, C. I., & Bastin, L. (2011). Why organizational and community
diversity matter: Representativeness and the emergence of incivility and organizational performance. Academy of
Management Journal, 54, 1103-1118.

Kolm, S. C. (2000). The theory of reciprocity. In L. A. Gerard-Varet, S. C. Kolm, & J. M. Ythier (Eds.), The economics of
reciprocity, giving and altruism (pp. 115-141). Houndsmills: UK, MacMillan Press.

Kouki, G. (2003). The Intolerance of Tolerance. Retrieved from http://www.str.org/site/News2?page=NewsArticle
&id=5359

Kreeft, P. (2007, January 27). A Refutation of Moral Relativism—Transcription. Argument for Relativism: Tolerance.
Retrieved from http://www.peterkreeft.com

Lansing, P, & Cruser, C. (2009). The moral responsibility of business to protect homosexuals from discrimination in
the workplace. Employee Relations Law Journal, 35, 43-66.

Lickona, T. (2002). Making sense of tolerance and diversity. The Fourth and Fifth Rs, 8, 1-3.

Lim, S., Cortina, L. M., & Magley, V. J. (2008). Personal and workgroup incivility: Impact on work and health outcomes.
Journal of Applied Psychology, 93, 95-107.

Lo, Y. C. (2006). Chinese Confucianism: A Comprehensive System. Retrieved from http://www.historyshanghai.com
Locke, J. (1689/1983). A letter concerning toleration. J. Tully (Ed.). Indianapolis, IN: Hackett.

Mangaliso, M. P. (2001). Building competitive advantage from Ubuntu: Management lessons from South Africa.
Academy of Management Executive, 15, 23-33.

Mansfield, H. (2006, May-June). The debacle at Harvard. Harvard Magazine, p. 60.
Mill, J. S. (1859/1985). On liberty. Indianapolis, IN: Hackett.
National Institute for Civil Discourse. (n. d.). Retrieved from http://nicd.arizona.edu/

Obama, B. (2009, May 16). Obama Calls for ‘Common Ground’ on Abortion at Notre Dame. Retrieved from http://
articles.cnn.com/2009-0516/politics/obama.notre.dame_1_abortiondebate-abortion-rights-obama-s-speech?_
s=PM:POLITICS

Oberdiek, H. (2001). Tolerance: Between forbearance and acceptance. Lanham, MA: Rowman & Littlefield Publishers,
Inc.

Outcome Document of the Durban Review Conference. (2009, April 20-24). Retrieved from http://www.un.org/
durbanreview2009

Von Bergen & Collier
DOI: 10.5929/2013.3.1.6

96

FAILYHLISINIWAYVY

sinssi

*TVNYNOT

m
o
c
N
>
-
o
4

‘“3311OVHd

HOUd4Vv3is3id ANV




AND RESEARCH

PRACTICE,

=2
o
-
<
v
=)
a
w

JOURNAL:

ISSUES

ADMINISTRATIVE

97

Richardson, F. C. (2003). Virtue ethics, dialogue, and “reverence.” American Behavioral Scientist, 47, 442-458.

Roberts, P, & Lester, E. (2006). The distinctive paradox of religious tolerance: Active tolerance as a mean
between passive tolerance and recognition. Public Affairs Quarterly, 20, 347-380.

Rowe, W. (1930). Tolerance. The Philosopher, 8, unknown page numbers. See also the web site http://www.the-
philospher.co.uk

Schlesinger, A. (1992). The disuniting of America: Reflections on multicultural society. New York: Norton.
Schwartz, B. (1996). Tolerance: Should we approve of it, put up with it, or tolerate it? Academe, 82, 24-28.
Teaching Tolerance Magazine. (n. d.). Retrieved from http://www.tolerance.org

United Nations Educational, Scientific and Cultural Organization [UNESCO]. (1995, November 16). Declaration
of Principles on Tolerance Proclaimed. Retrieved from http://www.unesco.org

Ury, W. (1999). Getting to peace. New York: The Penguin Group.

Vogt, W. P. (1997). Tolerance & education: Learning to live with diversity and difference. Thousand Oaks, CA: Sage
Publications.

Von Bergen, C. W. (2012, November 13). Search term “diversity training in the workplace” and “tolerance”
entered in Google web browser. Retrieved from http://www.google.com

Washington, G., & Brookhiser, R. (Ed.). (2003). Rules of civility: The 110 precepts that guided our first president in
war and peace. Charlottesville, VA: University of Virginia Press.

Watterson, B. (1996). There's treasure everywhere: A Calvin and Hobbes collection. Kansas City, MO: Andrews
McMeel.

Weber Shandwick. (2011). Civility in America 2011. Retrieved from http://www.webershandwick.com/resources/
ws/flash/CivilityinAmerica2011.PDF

Weissberg, R. (2008). Pernicious tolerance: How teaching to “accept differences” undermines civil society. New
Brunswick, NJ: Transaction Pub.

Workplace Bullying Institute. (n. d.). Retrieved from http://www.workplacebullying.org/

ABOUT THE AUTHORS

C. W. Von Bergen (cvonbergen@se.edu.) is the John Massey Professor of Management at Southeastern
Oklahoma State University in Durant, Oklahoma. He received his Ph.D. from Purdue University in 1974 in
industrial/organizational psychology. He has taught numerous psychology and business courses at both the
graduate and undergraduate levels using both online and traditional formats at Purdue University, Louisiana
Tech University, and Massey University in New Zealand. Von also has over 20 years industrial and consulting
experience across a variety of industries addressing human resources, employee relations, and organizational
behavior issues. He has over 100 publications in primarily practitioner-oriented business and legal journals and
periodicals.

George Collier (gcollier@se.edu. ) is a Professor Emeritus at Southeastern Oklahoma State University in Durant,
Oklahoma. He received his Ph.D. in economics from Oklahoma State University in 1978. His undergraduate
degree is in industrial management and applied statistics from Purdue University. His teaching career includes
most undergraduate economics courses plus many years teaching business statistics. Dr. Collier’s retirement
interest focuses on the application of technology to economic pedagogy. He has taught managerial economics
for the MBA program via Instructional Television and presently teaches it entirely online.

Von Bergen & Collier
DOI: 10.5929/2013.3.1.6



	Volume3-Issue1 88
	Volume3-Issue1 89
	Volume3-Issue1 90
	Volume3-Issue1 91
	Volume3-Issue1 92
	Volume3-Issue1 93
	Volume3-Issue1 94
	Volume3-Issue1 95
	Volume3-Issue1 96
	Volume3-Issue1 97
	Volume3-Issue1 98
	Volume3-Issue1 99

