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In an increasingly diverse work context minority employees strive to place and define
themselves in terms of work and cultural identities. Based on Berry’s acculturation model
(1990), we defined and tested preferred acculturation strategies at work. It was predicted that
the dual identity, reflecting strong cultural identity maintenance combined with strong team
identity adoption, is the most preferred strategy at work. The present study among non-Dutch
employees working in The Netherlands (N = 108) showed that the dual identity is indeed
preferred over strong team identity adoption, but solely among minority members who are
emotionally stable. It is argued that these people are competent in dealing with the extra
conflict and diversity-related stress that this acculturation strategy produces.

keywords diversity, acculturation at work, dual identity, emotional stability

THE NUMBER of employees with non-native
cultural backgrounds has increased rapidly over
the past decades. According to Chun (1983)
‘[Ethnic minority] individuals continually strive
to place and define themselves in a world of
relationships and meanings. [. . .]. The sense of
identity emerges as an individual clarifies these
issues and s/he learns to place oneself within
the total configuration’. Ethnic minority
workers need to decide how much emphasis
they place on norms, values and habits that
define their cultural and organizational
identity. Finding that out for themselves is
important for their well-being and work

outcomes. In the present study, we will examine
how ethnic minority workers prefer to define
their identities within the work context. Mainly
based on Berry’s acculturation model (Berry,
1990), the present study aims to predict the
preferred acculturation strategy of ethnic
minority workers in Dutch organizations. In

Copyright © 2006 SAGE Publications
(London, Thousand Oaks, CA and New Delhi)
9:4; 561–575; DOI: 10.1177/1368430206067554

www.sagepublications.com

Author’s note
Address correspondence to Kyra Luijters,
Department of Social & Organizational
Psychology, University of Groningen, Grote
Kruisstraat 2/1, 9712 TS Groningen, The
Netherlands [email: K.Luijters@rug.nl]



addition, we were interested in the role of per-
sonality traits as moderators of different accul-
turation strategies.

The present study is important in many ways.
Earlier research studied acculturation into
general society, whereas, as far as we know, little
research has been done with respect to accul-
turation in specific settings (e.g. Arends-Tóth &
van de Vijver, 2004). Studying acculturation in
the work context is important, because patterns
of identification of ethnic minority workers
seem to be an important cause of the communi-
cation problems and conflicts that have often
been associated with negative outcomes of
cultural diversity in the literature (e.g. O’Reilly,
Caldwell & Barnett, 1989; Tsui, Egan & O’Reilly,
1992). Knowledge about acculturation prefer-
ences of ethnic minority workers might teach us
how to clear the way for more constructive
intergroup relations at work, which might
eventually contribute to often mentioned
values of diversity, such as innovation and better
decision making (e.g. McLeod, Lobel, & Cox,
1996; Mumford & Gustafson, 1988). Therefore,
knowledge about preferred acculturation
strategies offers points of application for
organizations dealing with these diversity-
related problems.

Acculturation is defined as the mutual
adaptation of behaviour and habits among
people with different ethnic backgrounds.
According to the acculturation theory of Berry
and colleagues (e.g. Berry, 1990, 1997; Segall,
Dasen, Berry, & Poortinga, 1999), individual
members must deal with the issue of how to
acculturate, hence they usually work out strat-
egies in their daily encounters with each other
with respect to two major issues. The first major
issue that Berry and colleagues defined is
cultural maintenance, referring to the extent to
which cultural (ethnic) identity and character-
istics are considered to be important, and to
which their maintenance is strived for. The
second major issue that they defined is contact
and participation. This issue concerns the
extent to which immigrants choose to be
involved in other cultural groups, or remain
primarily among themselves.

Berry’s model refers to acculturation of

immigrants to a new society. We expect both
dimensions not only to be relevant in general
society, but also in a work context. In a work
context, minority workers become part of a
team which can be considered as a small society.
In addition, because of differences in back-
grounds, cultures are likely to become salient at
work, and workers determine the extent to
which they want to maintain their own culture
that differs from others within their team.

On the other hand, there are differences
between acculturation to a society and accultur-
ation at work. Berry (1990, 1997) distinguishes
between the old and the new culture, thereby
referring to a clear in-group (the old culture)
versus an out-group (the new, host culture).
Because in the work context individuals are
members of an entity, i.e. the team, in which
they have to collaborate in order to reach common
goals, this group cannot be regarded as an out-
group, but rather as a second in-group encom-
passing both minority and majority members.
Second, in his original model, Berry (1990,
1997) contrasts identification with the original
culture with contact with the new culture. In an
organization, however, contact and partici-
pation with team members is an automatic
result of the structural context. In that context,
the amount of identification with the team
seems to be a more important indicator of
acculturation than the amount of contact with
fellow team members. Contact and partici-
pation with the team are only relevant to the
extent that they are freely chosen.

As a result, in our model we differentiate
acculturation at work according to two dimen-
sions (see Figure 1). The first dimension is
cultural maintenance; the extent to which ethnic
minority workers want to maintain their
cultural identity and to which characteristic
features of their culture are considered to be
important. The second dimension is team
identity adoption; the extent to which the work
team and its characteristics are considered to
be important, and their adoption strived for.
Consequently, these two dimensions yield four
acculturation strategies. First, the marginal
identity is referred to as comprising of a weak
need to maintain key features of one’s own
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culture, combined with a weak need to adopt
key features of one’s work team. Second, the
cultural identity refers to the dominant need to
maintain the key characteristics of one’s own
culture, while distancing from the key features
of one’s work team. Third, the team identity
implies a need to distance oneself from key
characteristics of one’s cultural background,
combined with a strong need to adopt key
features of one’s work team. Lastly, we will use
the term dual identity to refer to the strategy in
which strong maintenance of one’s cultural
background is combined with a strong identifi-
cation with one’s work team. The idea of dual
identification is based on the recognition that
different social identities at different levels of
inclusiveness can be combined. In addition,
dual identification has been promoted as an
appropriate model for multiethnic societies
(see also Berry, 1984; Brewer, 2001; Huo, Smith,
Tyler, & Lind, 1994).

Based on Berry’s adapted framework, in the
present study we examined which one of these
acculturation strategies is preferred among
ethnic minority employees working in Dutch
organizations. Arends-Tóth and van de Vijver
(2004) examined patterns of acculturation
across different life domains. Their research
suggests that Turkish-Dutch people find it most
important to adopt the new culture in public
domains, implying that they would adopt the
team identity in the work domain. In addition,

research shows that in general, most employees
highly value strong team identity adoption (e.g.
Hogg & Terry, 2001). In the present study, we
therefore expect that minority workers prefer
strong team identity adoption to weak team
identity adoption (Hypothesis 1a).

While minority employees highly value
strong team identity adoption, they are raised
with their cultural identity, therefore, they can
hardly deny it. The values associated with the
cultural identity are likely to be deeply
engrained into the self. Moreover, the rules and
norms shared within a culture provide a sense
of belongingness and safety. Like many group
memberships, affiliation with cultural back-
grounds is often powerful with strong emotional
meaning (Brown, Vivian, & Hewstone, 1999).
In addition, the cultural identity might be a
source of self esteem (Phinney, 1990). Thus,
there is evidence suggesting that cultural main-
tenance should also be preferred.

Although cultural identification is expected
to affect evaluations of acculturation in the
work context positively, we argue that this will
only be the case when cultural maintenance is
combined with strong team identity adoption.
A sole emphasis of cultural identities at work
might yield tensions and negative work
outcomes, resulting for example from value
conflicts and communication problems (e.g.
Brickson, 2000; Van der Zee, Atsma, &
Brodbeck, 2004). On the other hand, people
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Figure 1. Acculturation strategies of employees with non-Dutch backgrounds at work.
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who adopt the dual identity become full
members of the new group, without having to
abandon their original cultural group. In line
with this reasoning, research on acculturation
has shown that ethnic minorities respond most
positively to the integration strategy, and this
strategy is associated with high well-being (e.g.
Bakker, Van der Zee, & Van Oudenhoven, 2003,
in press; Berry, 1990; Berry, Kim, Power, &
Bujaki, 1989; Van Oudenhoven, Prins, &
Buunk, 1998). Similar conclusions can be
drawn from literature on the benefits of a dual
identity (Brewer, 2001; Gaertner, Rust, Dovidio,
Bachman, & Anastasio, 1994; Hornsey & Hogg,
2000). Therefore, in the present study we pre-
dicted that strong team identity adoption,
combined with strong cultural maintenance is
the most preferred strategy among minority
employees (Hypothesis 1b).

In conclusion, we expect a main effect of
team identity adoption, and an interaction
between team identity adoption with cultural
maintenance. We do not postulate a main effect
of cultural maintenance, as we expect the effect
of cultural maintenance in a work context to be
dependent on team identity adoption. As
argued, we expect that cultural maintenance
adds value under conditions of strong team
identity adoption, but not under conditions of
weak team identity adoption.

Acculturation and intercultural
personality traits

We herein argue that the dual identity is the
strategy that is evaluated most positively among
ethnic minority workers. According to Berry
(1991), however, although integration gener-
ally is the most preferred strategy, it is also a
strategy that can yield stress when the majority
group is not open and inclusive. Other studies
also argued that immigrants who both try to
maintain their cultural identity within the new
environment and try to engage in contact with
this new environment are subject to this diver-
sity-related stress (Van Oudenhoven & Eisses,
1998). When individuals try to combine both
identities, tension between norms that are
linked to each identity may give rise to role

conflict (Gaertner et al., 1994). Moreover, in
order to fit in the new group, the cultural
identity needs to be negotiated with the new
group members.

Consequently, we argue that although a dual
identity might be the most preferred strategy at
work, it requires that minority members are
able to deal with the stress. Therefore, in the
present study we examined to what extent traits
that are linked to the ability to deal with accul-
turative stress determine the preference for
acculturation strategies at work.

In the literature, personality traits have been
related to intercultural success and to people’s
competence in coping with intercultural situ-
ations (Van der Zee & Van Oudenhoven, 2000,
2001). Cultural Empathy refers to the ability to
empathize with the feelings, thoughts and
behaviors of members from different cultural
groups. Open-mindedness refers to an open and
unprejudiced attitude towards outgroup
members and towards different cultural norms
and values. Emotional Stability refers to a
tendency to remain calm in stressful situations.
Finally, Flexibility reflects the ability to switch
easily from one strategy to another. Moreover,
people scoring high on this dimension are not
afraid of new and unknown situations but
rather feel attracted to them, seeing them as a
challenge rather than as a threat.1

We expect that these intercultural traits
moderate the hypothesized interaction effect of
team adoption and cultural maintenance on
preferences for acculturation strategies. More
precisely, we expect that the preference for the
dual identity is especially pronounced among
high scorers on these intercultural traits
(Hypothesis 2).

Method

Summary of the experimental design and
procedure
In the present study we were interested in how
participants evaluated different acculturation
strategies. Moreover, we investigated personal-
ity as a post hoc factor that could possibly
influence participants’ evaluation. To test our
assumptions, we used the scenario technique,
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in which the participants evaluated a realistic
example of a person and situation (e.g. Bakker
et al., 2003; Van Oudenhoven et al., 1998). The
fact that participants do not report their own
behavior and respond to only one acculturation
strategy, instead of comparing the four strat-
egies, discourages social desirability. In the
present study, participants read a scenario
describing an interview with a male, Turkish
employee, working for a Dutch organization.
The scenario was presented as a newspaper
article, and contained information correspond-
ing to one of the four acculturation strategies
(see appendix for the scenarios). Thus, a 2
(weak versus strong maintenance of cultural
identity) � 2 (weak versus strong adoption of
team identity) between-subjects design was
used. All questionnaires were in Dutch.

Pilot study
In order to check whether the manipulations
were successful, we performed a pilot study
among people with non-Dutch backgrounds,
mostly from Iran and Turkey. In total, 12
cultural backgrounds were represented. Twenty
participants (five per scenario) read a newspa-
per article about a Turkish employee named
Ömer who works for a Dutch organization, and
answered two questions related to the adoption
of team identity (‘Does Ömer feel part of his
organization?’ and ‘Does Ömer’s team take up
an important place in his life?’), and two ques-
tions related to cultural maintenance (‘Does
Ömer stay close to his Turkish background?’
and ‘Does Ömer maintain his Turkish back-
ground?’). Participants answered on a 5-point
scale ranging from 1 (not at all) to 5 (com-
pletely). A mean score of two questions per
factor was computed (for the adoption of team
identity r = .94, p < .001; for the maintenance of
cultural identity r = .91, p < .001). A multivari-
ate analysis of variance (MANOVA) confirmed
that the article successfully affected the per-
ceived strength of both factors. Participants esti-
mated Ömer’s strength of team identity to be
stronger in the strong team adoption condition
(M = 4.50) than in the weak team adoption
condition (M = 1.30; F(1, 16) = 210.1, p < .001).
Moreover, participants estimated Ömer’s

strength of cultural maintenance to be stronger
in the strong cultural maintenance condition
(M = 3.85) than in the weak cultural mainten-
ance condition (M = 1.50; F(1, 16) = 105.2, p <
.001). Moreover, no significant interaction
emerged with respect to the estimated strength
of cultural maintenance (F(1, 16) = 3.86, p =
.067)2 nor for the estimated strength of team
adoption (F < 1).

Main study
Participants Participants were employees with
non-Dutch backgrounds, who were employed
in organizations in The Netherlands. The
questionnaires were distributed via both profit
and non-profit agencies that helped people
with non-Dutch backgrounds to enter and
remain in the job market. In total, 400 ques-
tionnaires were distributed; 108 questionnaires
were returned, resulting in a response rate of
27%. The possible explanations for this low
response rate are presented in the Discussion
section. In total, we received 27 questionnaires
with the dual identity scenario, 25 with the team
identity scenario, 31 with the cultural identity
scenario and 25 with the marginal identity
scenario. Participation was voluntary for all
employees and confidentiality of responses was
assured.

Participants had different cultural back-
grounds. Most participants were from Surinam
(25 participants) and Turkey (30 participants).
Sixteen other participants were born in The
Netherlands but had parents who were born in
another country. In total, 23 countries were rep-
resented in our sample, including Indonesia,
Morocco, Netherlands Antilles and Iran.
Slightly more women than men participated
(54 %). On average, participants were 40 years
old (SD = 10.21), and had lived in The Nether-
lands for 24 years (SD = 10.47). Most partici-
pants had received higher level (88%) or
middle level (10%) education. On average,
they had been employed in The Netherlands
for 13.77 years (SD = 10.56), and they had
worked in their present job for 6.19 years (SD =
7.32 years).
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Dependent measures Right after the partici-
pants read the scenario, they were asked ques-
tions to check the credibility of the scenario.
Next, we measured respondents’ evaluation of
the scenario target, followed by the Multi-
cultural Personality Questionnaire and a demo-
graphic questionnaire.

Credibility of the scenario To check whether
participants believed that the fictitious newspa-
per article was real, we asked the participants in
which newspaper they thought the article had
appeared. In response to this question, most
participants referred to an existing newspaper
(90 participants), 13 participants didn’t answer,
four participants said they didn’t know, and
only one respondent claimed that it was a ficti-
tious article. This respondent was removed
from the analyses.

Evaluation of the scenario target Three questions
indicated participants’ affective reactions to the
target, namely: ‘Does this article about Ömer
bring up negative feelings in you?’ (-); ‘Does this
article about Ömer bring up positive feelings in
you?’; and ‘How sympathetic do you think Ömer
is?’ Participants answered on a 5-point scale,
ranging from 1 (not at all) to 5 (very much).
One question indicated participants’ normative
reaction to the target, namely: ‘Should non-
natives behave like Ömer?’ Finally, two items
indicated identification with the target, namely:
‘Would you like to be like Ömer?’ and ‘Do you
recognize yourself in Ömer?’ Participants
answered these three questions on a 5-point
scale, ranging from 1 (not at all) to 5 (com-
pletely). Factor analysis with varimax rotation
showed that these six items loaded on one factor
(eigenvalue 3.98, explaining 66% of the
variance), indicating that the participants did
not make the distinction between the different
kinds of reactions. Therefore, we chose to make
one scale that reflected their target evaluation (M
= 2.86, SD = .85, � = .89).

Four scales from the Multicultural Personal-
ity Questionnaire (Van der Zee & Van Ouden-
hoven, 2000, 2001) were used to measure the
personality traits that indicate competence in
coping with intercultural situations. Cultural

Empathy (M = 3.95, SD = .49, � = .90) was
measured with 18 items (e.g. ‘Is interested in
other cultures’ and ‘Feels uncomfortable in
another culture (-)’). Open-mindedness (M =
3.72, SD = .49, � = .88) was measured with 18
items (e.g. ‘Tries to understand other people’s
behavior’ and ‘sympathizes with others’).
Emotional Stability (M = 3.66, SD = .43, � = .83)
was measured with 20 items (e.g. ‘Keeps calm at
ill-luck’ and ‘Is nervous (-)’). Finally, Flexibility
(M = .18, SD = .46, � =.78) was measured with
18 items (e.g. ‘Changes easily from one activity
to another’ and ‘Works according to a plan
(-)’).3 Participants were asked to indicate to
what extent the items were applicable to them-
selves on a 5-point scale, ranging from 1 (not at
all) to 5 (completely).

Results

The article always described a male, Turkish
employee. As a result, Turkish and/or male par-
ticipants might have evaluated the target differ-
ently than non-Turkish and/or female
participants. Therefore, we checked for the
main effects of these background variables and
interactions with the factors within an ANOVA.
However, main effects and interactions were
nonsignificant, revealing no demographic
influences.4

Evaluations of the target
We expected that target evaluations would be
more positive under conditions of strong team
identity adoption as opposed to weak team
identity adoption (Hypothesis 1a). Moreover,
we expected an interaction between team
identity adoption and cultural maintenance.
That is, cultural maintenance is expected to
contribute positively to the evaluation of the
target under conditions of strong team identity
adoption (Hypothesis 1b). These hypotheses
were tested with an ANOVA with cultural main-
tenance and team identity adoption as indepen-
dent dummy-coded variables. The target
evaluation was entered in the analyses as the
dependent variable. A significant main effect
was found for team identity adoption (F(1,103)
= 38.80, p < .001, �2 = .27). As predicted in
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Hypothesis 1a, the participants evaluated the
target more positively under conditions of
strong team identity adoption than weak team
identity adoption (M = 3.33 vs. M = 2.46). Un-
expectedly, a significant main effect was also
found for cultural maintenance (F(1,103) =
4.61, p < .05, �2 = .04). Participants evaluated
the target more positively in the strong cultural
maintenance condition than in the weak
cultural maintenance condition (M = 3.00 vs.
M = 2.72).

A marginally significant interaction effect
between team identity adoption and cultural
maintenance confirmed Hypothesis 1b
(F(1,107) = 3.55, p = .06, �2 = .03) (see Figure
2). Post hoc tests showed that in the strong
team identity adoption condition, the target
evaluations were more positive when the target
strongly, as opposed to weakly, maintained his
cultural identity (M = 3.59 versus M = 3.03;
F(1,103) = 7.77, p < .01). However, in the weak
team identity adoption condition, participants’
evaluation of the target did not differ as a
function of cultural maintenance (M = 2.47
versus M = 2.44, F < 1). We conclude that, as
expected, strong cultural maintenance con-
tributes positively to the evaluation of the target
under conditions of strong team identity
adoption.

The role of intercultural traits on target
evaluations
We hypothesized that the two-way interaction
effect as described earlier would be stronger for

individuals with high scores on intercultural
traits (Hypothesis 2). This hypothesis was tested
with an ANOVA with cultural maintenance and
team identity adoption as independent dummy-
coded variables and the intercultural traits as
covariates. The intercultural traits were con-
tinuous variables, which we standardized to
prevent multicollinearity (Aiken & West, 1991).
Target evaluation was the dependent variable.
Because of the complexity of the model, we
analyzed the effects of the intercultural traits
separately, starting with Cultural Empathy.

No main effect of Cultural Empathy on
target evaluation appeared (F(1, 99) = 2.91,
p = .091), but the interaction between Cultural
Empathy and cultural maintenance was signifi-
cant (F(1, 99) = 5.59, p = .020, �2 = .05). To test
the effect of this two-way interaction, contrasts
were computed by filling in –1 and 1 for low
and high levels of Cultural Empathy. This
corresponds to one standard deviation below
(low) and above (high) the mean for Cultural
Empathy. Results show that for high levels of
Cultural Empathy, target evaluation was more
positive under conditions of strong cultural
maintenance (B = .63; F(1, 99) = 9.81, p = .002,
�2 = .09). However, for low levels of Cultural
Empathy, target evaluation did not differ as a
function of cultural maintenance (B = –.06; F <
1).

With respect to Open-mindedness, neither
significant main effects, nor interaction effects
emerged (p > .05). With respect to Flexibility, a
main effect of Flexibility on target evaluation
was found (F(1, 99) = 4.37, p = .039, �2 = .04).
However, it was only a weak effect as shown by
a nonsignificant weight (B = –.17; t < 1). No
significant interaction effects emerged (Fs ≤
1.20, p ≥ .28). 

In addition, a main effect of Emotional
Stability was found (F(1,99) = 9.14, p = .003,
�2 = .08). The two-way interaction between
cultural maintenance and team identity
adoption was also significant (F(1,99) = 6.94,
p < .01, �2 = .07). More importantly, in line with
our hypothesis, a significant three-way inter-
action emerged between cultural maintenance,
team identity adoption and Emotional Stability
(F(1, 99) = 8.27, p = .005, �2 = .08).
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Figure 2. Evaluation of the target, ranging from 1
(negative) to 5 (positive) as a function of team
adoption and cultural maintenance.
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To illustrate the meaning of this three-way
interaction effect, we tested the contrasts
between the different conditions with post hoc
analyses in ANOVA. In addition, we used
regression analyses to compute the mean scores
of target evaluation in every condition. By using
the regression equation, mean scores can be
computed for target evaluation in all eight con-
ditions. Figure 3 shows that among participants
high in Emotional Stability, in the strong team
identity adoption condition, participants’ target
evaluation was more positive when the target
strongly, as opposed to weakly, maintained his
cultural identity (M = 3.65 versus M = 2.57; F(1,
99) = 16.18, p < .001, �2 = .14). In the weak team
identity adoption condition, participants’ target
evaluation did not differ as a function of
cultural maintenance (M = 2.19 versus M = 2.36;
F(1, 99) < 1, p = .52). Among participants low
on Emotional Stability, neither a main effect of
cultural identity maintenance (F(1,99) = 2.41,
p = .12), nor an interaction with team identity
adoption (F < 1) was found. The main effect of
team identity adoption was significant (F(1, 99)
= 15.91, p < .001, �2 = .14). In the strong team
identity conditions, participants’ target evalu-
ation was positive, regardless of strong or weak
cultural maintenance (M = 3.54 and 3.38
respectively) (F < 1). In the weak team identity
adoption condition, participants’ target evalu-
ation was less positive, regardless of strong or
weak cultural maintenance (M = 2.93 and 2.51
respectively) (F(1, 99) = 2.20, p = .14, �2 = .02).

We conclude that, among respondents low in
Emotional Stability, the target evaluation
depends on team identity adoption only.

Discussion

The present research aims to give more insight
into preferred acculturation strategies of
minority employees at work, and the role of
intercultural personality traits as a determinant
of this preference. As expected, the results
showed that the minority employee who
strongly identifies with his team is evaluated
positively. This is in line with previous research
that argued that both the organization and the
work teams form important parts of employees’
self definition (Hogg & Terry, 2001), and found
that Turkish-Dutch people value adaptation in
public domains (Arends-Tóth & van de Vijver,
2004).

The main prediction of this study was,
however, that individuals particularly prefer a
strong team identity if it comes together with a
strong cultural identity. This prediction was also
supported by our data, but it was found to hold
solely for participants high on Emotional
Stability. As we previously argued, combining
identities can be stressful as the tension
between norms linked to each identity may give
rise to role conflict (Gaertner et al., 1994).
Employees who clearly define and present
themselves to colleagues as members of their
cultural background probably encounter more
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Figure 3. Target evaluation, ranging from 1 (negative) to 5 (positive) as a function team identity adoption
and cultural identity maintenance for low and high emotional stability.
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diversity-related stress (Van Oudenhoven &
Eisses, 1998). Therefore, emotionally stable
people adopt a strong team identity, retaining
their cultural identity at the same time, as this
identity and its values are likely to be deeply
engrained into the self, as people are raised
with them (Brown et al., 1999).

Unexpectedly, the present study also showed
a main effect of cultural maintenance. Strong
cultural maintenance was evaluated more posi-
tively than weak cultural maintenance. As
cultural values are an important part of the self,
it is not surprising that maintenance of these
values is evaluated positively. In line with
Bakker (2005) it can be argued that it seems
generally desirable to maintain aspects of one’s
original culture.5 Yet, as expected, this main
effect was qualified by an interaction with team
identity, revealing that when combined with
team identification, cultural maintenance is
perceived most positively.

Noteworthy in this context is also the moder-
ation effect of Cultural Empathy. We found that
participants’ scores on Cultural Empathy mod-
erated the impact of cultural maintenance. For
participants scoring high on Cultural Empathy,
target evaluation was more positive when
cultural maintenance was strong. For partici-
pants scoring low on Cultural Empathy,
however, their target evaluation was indepen-
dent of cultural maintenance. As Cultural
Empathy refers to the capacity to sympathize
with people with different beliefs, norms and
values, it can well be that high scorers show
more consideration with cultural maintenance,
regardless of their own preference.

The expectation that high scorers of Cultural
Empathy and Open-mindedness would show a
preference for the dual identity, was not sup-
ported. The assumption of our study was that
the preference for a dual identity among indi-
viduals high on the intercultural traits stems
from their ability to deal with intercultural situ-
ations. Obviously, the issue of cultural mainten-
ance is not specifically dealing with an
intercultural situation, but has more to do with
dealing with stress. Other research does indeed
suggest that the ability to deal with stress and
uncertainty are more closely linked to traits

indicating low anxiety, such as Emotional
Stability and Flexibility and not to traits indicat-
ing social curiosity, like Open-mindedness and
Cultural Empathy (Van der Zee & Van der
Gang, 2006).

However, we must note that our results were
not confirmed for Flexibility. We expected that
Flexibility would be related to the competence
to deal with diversity-related stress, because it
reflects competence to change easily from one
strategy to another. A recent study among
Dutch immigrants on acculturation in general
society showed that Flexibility is positively
related to strategies indicating high contact, but
negatively related to strategies indicating strong
maintenance (Bakker, 2005). This suggests that
Flexibility is related to a preference for the
assimilation strategy. For future studies it would
be interesting to find out whether the results of
Bakker (2005) can be adapted to and replicated
in the work context. Possibly, Flexibility is not
related to competence in dealing with stress
accompanied with combining two identities at
work, because flexible people let go of their
cultural identity easily.

Although the dual identity might be pre-
ferred as an ideal in a scenario, it may not
always be feasible in real organizations. A dual
identity implies that the majority accepts the
minorities’ quest to maintain their cultural
identity (Segall et al., 1999). Therefore, the
dual identity might be more feasible when the
majority facilitates the formation of a dual
identity among minority members. Future
studies may focus on this issue. After all,
cultural maintenance among minority members
might be useful for organizations. Research
suggests that embracing cultural identities
helps to enhance creativity, and innovation in
organizations (e.g. McLeod et al., 1996;
Mumford & Gustafson, 1988). Interestingly,
some research has already been done focusing
on context factors within organizations that
support expression of different cultural identi-
ties within organizations. Recently, Van Knip-
penberg and Haslam (2003) suggested that
within cultural diverse teams, a norm support-
ing diversity enhances identification. Further-
more, there is initial evidence showing that
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embracing different cultural identities is facili-
tated by means of an intercultural group
climate (Harquail & Cox, 1993), in which
differences are valued, few prescriptions for
behavour are defined and ambiguities are
tolerated. This intercultural group climate is
positively related to identification with the
organization (Luijters, Van der Zee, & Otten,
2006).

Strengths, possible limitations and further
implications
Even though we received support for our main
hypotheses, we need to acknowledge that our
study has a number of possible limitations. Par-
ticipants already worked in The Netherlands
for a long time and had high levels of edu-
cation. They can therefore be regarded as
successful immigrants, having a job and good
relations with team members in a country
where unemployment among immigrants is
high. Therefore, we think it is important to
extend the study to more recent immigrants
and newcomers in organizations. Despite our
limited sample, however, we would argue that
our findings yield important insights for
organizations. Although the evaluation of
strong team identity adoption may be biased in
a positive direction among the present sample,
there is no need to expect the influence of
Emotional Stability on a preference for a dual
identity to decrease among samples consisting
of less successful emigrants. Hence, considering
the higher level of stress that these emigrants
may experience in trying to combine both
entities makes the importance of this trait likely
to be stronger rather than weaker than was
found in the present study.

The low response rate can be regarded as
another weakness of this study. Only 27% of the
respondents that were approached participated.
This is a common problem in research among
ethnic minorities (Dinsbach, 2005). Ethnic
minorities seem less familiar with the kind of
survey research that is common in the Western
part of the world (van ‘t Land, 2000). One
explanation is that people want concrete results,
but this kind of research does not have a direct
impact on the situation of the participants them-

selves (Meloen & Veenman, 1990). Another
explanation for the low response rate might be
that language proficiency was too low to enable
participation (Dinsbach, 2005; Van de Vijver,
2001). For future studies, it might be necessary
to translate questionnaires. Filling in a ques-
tionnaire in the native language probably has
the advantage that people can better distin-
guish between items that are conceptually close
(Shadid, 1979). In our study, participants did
not distinguish between the scales of affective
reactions, normative reactions and identifi-
cation. For future studies, these scales might be
translated, or otherwise improved, to enable
the conceptual distinction between the differ-
ent outcome measures.

One strength of the study is that differences
cannot be attributed to sample characteristics
due to random assignment. Yet, it could be an
interesting question to find out whether differ-
ent samples do lead to diffent acculturation
strategies. Do preferences differ for people with
different backgrounds? Some research already
suggests that the effectiveness of the different
acculturation strategies differs for different
cultural groups (e.g. Van Oudenhoven,
Willemsma, & Prins, 1996).

Another advantage of our method is that,
compared to self-descriptions, the scenario
method may decrease the tendency to answer
in a socially desirable way, because participants
respond to a realistic example of a person,
instead of a direct question concerning their
attitudes toward their own situation. Using a
between-subjects design in which each partici-
pant receives only one scenario version further
discourages social desirability. In this way, par-
ticipants were unable to compare items or
scenarios and evaluate one item more positively
than the other because it is believed to be
socially more desireable (Bakker, 2005).
Despite this advantage of our method, critical
readers could argue that evaluations of a target
might differ from participant’s own prefer-
ences. As we included a number of questions in
this study, referring to participants’ own
identification with the team and cultural back-
ground, we were able to check this. Additional
analyses confirmed our implicit assumption
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that participants’ target evaluation corre-
sponded to the strength of their own identifi-
cation with their culture and their team,
respectively.

With respect to our cultural maintenance
manipulation, we want to note that this dimen-
sion was manipulated in a general way, as was
done in previous scenario studies on accultura-
tion (Bakker, et al., 2003; Van Oudenhoven
et al., 1998). It seems logical to infer that, as the
focus was on the work context, participants link
general cultural maintenance to the work
context. However, it would be interesting to
phrase cultural maintenance at work more
specifically.

In conclusion, the present study showed that
employees with a cultural minority background
have a preference for strong team identity
adoption over strong cultural maintenance. In
addition, the present study showed that only
employees with minority backgrounds that
score high on Emotional Stability preferred
strong team identity adoption in combination
with strong cultural identity maintenance over
the other acculturation strategies. This suggests
that a preference for the dual identity is depen-
dent on the competence to deal with diversity-
related stress. The results of this study imply
that in order to profit from diversity and cope
with its problematic sides, organizations may
work on a shared team identity. Furthermore,
attempts to additionally promote maintenance
of cultural identities should be accompanied by
interventions aimed at reducing uncertainty
and diversity-related stress.

Notes
1. Social Initiative, the tendency to actively approach

social situations and to take initiative, is left out in
the present study, as it refers to behavioral
intentions, and is therefore less applicable to the
evaluative reactions that we investigated in the
present study.

2. This interaction is marginally significant,
therefore we checked whether the trend in this
interaction would be problematic for our
manipulation. Contrast analysis showed that the
effect of cultural maintenance is somewhat
smaller under conditions of strong team identity

adoption, as opposed to weak team identity
adoption (M = 3.5 versus 4.2, p < .05). This means
that strong cultural maintenance was perceived as
more extreme in the cultural identity condition
as opposed to the dual identity condition. As the
main effect of cultural maintenance is still strong
under conditions of strong team identity
adoption, and we are mostly interested in the
effect of cultural maintenance under conditions
of strong team identity adoption, in our opinion
this marginal interaction is not problematic.

3. As this questionnaire was validated before and
our N might be too small to conduct a factor
analysis on 74 items, we used the original scales.
Although the correlation between Cultural
Empathy and Open-mindedness is high (r = .75,
p < .001) and other correlations are moderate
(.29 ≤ r ≤ .51), they are not exceptional and
earlier research shows that these traits do have
distinct effects (Van der Zee & Van Oudenhoven,
2000, 2001).

4. In addition, main and interaction effects were
tested for gender, age, years in The Netherlands,
tenure in organization, tenure in current job,
tenure in current occupation and level of
education. Separate ANOVAs showed no
significant main effects nor interactions (p > .10),
except for a main effect of years in The
Netherlands (F(1, 99) = 5.52, p < .05). In line with
the modest negative correlation of –.18, p = .06,
this result shows that non-native people who lived
in The Netherlands for a longer period of time
evaluated Ömer slightly more negatively.

5. In research, negative effects of cultural
maintenance were also found (see for instance
Van der Zee et al., 2004), however, these studies
have different dependent variables, for instance,
well-being and commitment. We find the
ambiguity intriguing, but not that surprising as our
finding is consistent with other studies using the
same dependent measures: in terms of preferences
cultural maintenance might be preferable, in
terms of work outcomes, it might be problematic.
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Appendix
Translated scenarios italics have been added to stress
the sentences that vary over conditions

The dual identity

The multicultural workforce
Amsterdam – The Dutch labor market is becoming
more and more diverse. Over past decades many
foreigners have come to The Netherlands. As a result,
the Dutch population is characterized by a variety of
cultural backgrounds. That The Netherlands are
becoming more colorful is a fact that you’d better be
prepared for as a employer. But how does it feel to be
working in a culturally diverse workforce? In this
column we present a series of interviews with both
native Dutch and non-native Dutch employees. Today,
in the first part we have an interview with Ömer.

Ömer is of Turkish descent and has lived in The
Netherlands for a long period of time. Before his
arrival in The Netherlands he had finished his school-
ing and he worked for various organizations. After his
arrival in The Netherlands Ömer had, just like many
other non-natives, problems finding a suitable job.
Recently, he got a job at Philips.

About his job at Philips, Ömer says: ‘I really feel part
of Philips and I am proud to be working for this company.
In our department we treat each other well and we form a
strong team. Within the team we feel responsible for each
other and for the work that has to be done. I really feel part
of this team. Whenever there is a problem, we solve it together.
I also see my colleagues outside the office, we go out for
dinner or do other nice things’. In response to the
question what his main drive is at work, Ömer says: ‘to
me it is not just important that I have a job, but also in what
organization. The work atmosphere is also very important
to me’.

Despite the fact that Ömer has lived in The Nether-
lands for quite some time already, he maintains many of
his Turkish habits. He says: ‘Apart form my Dutch col-
leagues I also have many Turkish friends. Thanks to my
friends and family I am well informed about the events in
Turkey. I also follow the news from Turkey on the radio and
television. I regularly call my family in Turkey and I try to
go there at least once a year’. At first Ömer had to get
used to speaking a different language. ‘When I arrived
here, I tried to learn the language of this country as fast as
possible. Nowadays, I mostly speak Dutch in daily life. I
think it is important to master this language. But still, I am
happy that I also speak Turkish at home, for I would regret
it if this language was lost within our family’. To conclude

Ömer says: ‘It’s important to me to maintain my cultural
background’.

(434 words in original version)

The team identity

The multicultural workforce
Amsterdam – The Dutch labor market is becoming
more and more diverse. Over past decades many
foreigners have come to The Netherlands. As a result,
the Dutch population is characterized by a variety of
cultural backgrounds. That The Netherlands are
becoming more colorful is a fact that you’d better be
prepared for as a employer. But how does it feel to be
working in a culturally diverse workforce? In this
column we present a series of interviews with both
native Dutch and non-native Dutch employees. Today,
in the first part we have an interview with Ömer.

Ömer is of Turkish descent and has lived in The
Netherlands for a long period of time. Before his
arrival in The Netherlands he had finished his school-
ing and he worked for various organizations. After his
arrival in The Netherlands Ömer had, just like many
other non-natives, problems finding a suitable job.
Recently, he got a job at Philips.

About his job at Philips, Ömer says: ‘I really feel part
of Philips and I am proud to be working for this company.
In our department we treat each other well and we form a
strong team. Within the team we feel responsible for each
other and for the work that has to be done. I really feel part
of this team. Whenever there is a problem, we solve it together.
I also see my colleagues outside the office, we go out for dinner
or do other nice things’. In response to the question what
his main drive is at work, Ömer says: ‘to me it is not just
important that I have a job, but also in what organization.
The work atmosphere is also very important to me’.

Ömer has lived in The Netherlands for quite some
time and feels few ties with Turkey. He says: ‘I hardly know
what is going on in Turkey, on the radio and television I
mostly follow the news from The Netherlands. I haven’t been
in Turkey for quite some time. He says: ‘I mostly have Dutch
friends’. At first Ömer had to get used to speaking a
different language. ‘When I arrived here, I tried to learn
the language of this country as fast as possible. Nowadays,
I mostly speak Dutch in daily life. I think it is important to
master this language. The Turkish language has become less
important. To conclude Ömer says: ‘It’s not that important
to me to maintain my cultural background’.

(412 words in original version)
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The cultural identity

The multicultural workforce
Amsterdam – The Dutch labor market is becoming
more and more diverse. Over past decades many
foreigners have come to The Netherlands. As a result,
the Dutch population is characterized by a variety of
cultural backgrounds. That The Netherlands are
becoming more colorful is a fact that you’d better be
prepared for as a employer. But how does it feel to be
working in a culturally diverse workforce? In this
column we present a series of interviews with both
native Dutch and non-native Dutch employees. Today,
in the first part we have an interview with Ömer.

Ömer is of Turkish descent and has lived in The
Netherlands for a long period of time. Before his
arrival in The Netherlands he had finished his school-
ing and he worked for various organizations. After his
arrival in The Netherlands Ömer had, just like many
other non-natives, problems finding a suitable job.
Recently, he got a job at Philips.

About his job at Philips, Ömer says: ‘I work here for the
money, really. I am satisfied with my salary at Philips, but
I don’t really feel committed to the company. The people in
my department don’t mean much to me. We can work
together, but we are not a strong team. Everybody just does
what he has to do, and problems are solved independently. I
don’t meet with colleagues outside office hours’. In response
to the question what his main drive is at work, Ömer
says: ‘to me it is important that I have a job, but I don’t care
too much if it’s in this organization or another one’.

Despite the fact that Ömer has lived in The Nether-
lands for quite some time already, he maintains many
of his Turkish habits. He says: ‘I mostly have Turkish
friends’. Thanks to my friends and family I am well
informed about the events in Turkey. I also follow the news
from Turkey on the radio and television. I regularly call my
family in Turkey and I try to go there at least once a year’.
At first Ömer had to get used to speaking a different
language. ‘When I arrived here, I was forced to learn Dutch
as fast as possible. But, I think it’s important to speak Turkish
at home as much as possible, for I would regret it if this
language was lost within our family’. To conclude Ömer says:
‘It’s important to me to maintain my cultural background’.

(393 words in original version)

The marginal identity

The multicultural workforce
Amsterdam – The Dutch labor market is becoming
more and more diverse. Over past decades many
foreigners have come to The Netherlands. As a result,
the Dutch population is characterized by a variety of
cultural backgrounds. That The Netherlands are
becoming more colorful is a fact that you’d better be
prepared for as a employer. But how does it feel to be
working in a culturally diverse workforce? In this
column we present a series of interviews with both
native Dutch and non-native Dutch employees. Today,
in the first part we have an interview with Ömer.

Ömer is of Turkish descent and has lived in The
Netherlands for a long period of time. Before his
arrival in The Netherlands he had finished his school-
ing and he worked for various organizations. After his
arrival in The Netherlands Ömer had, just like many
other non-natives, problems finding a suitable job.
Recently, he got a job at Philips.

About his job at Philips, Ömer says: ‘I work here for the
money, really. I am satisfied with my salary at Philips, but
I don’t really feel committed to the company. The people in
my department don’t mean much to me. We can work
together, but we are not a strong team. Everybody just does
what he has to do, and problems are solved independently. I
don’t meet with colleagues outside office hours’. In
response to the question what his main drive is at
work, Ömer says: ‘to me it is important that I have a job,
but I don’t care too much if it’s in this organization or
another one’.

Ömer has lived in The Netherlands for quite some
time and feels few ties with Turkey. He says: ‘I hardly know
what is going on in Turkey, on the radio and television I
mostly follow the world news. I haven’t been in Turkey for
quite some time. Ömer’s friends are from everywhere, not from
The Netherlands or Turkey in particular. At first Ömer
had to get used to speaking a different language.
‘When I arrived here, I was forced to learn Dutch as fast as
possible. The Turkish language has become less important’.
To conclude Ömer says: ‘It’s not that important to me to
maintain my cultural background’.

(365 words in original version)
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