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Abstract
Purpose – The purpose of this research is to develop an integrated process model of ethnic acculturation that integrates and extends existing acculturation theories.
Design/methodology/approach – Conceptual development of a new integrated process model. 
Findings– The model suggests that contextual factors, individual differences and time affect the drivers of acculturation and thus the states of acculturation achieved. 
Research limitations/implications – The model needs to be tested in future research.  
Practical Implications - Different acculturation levels and different motivators for acculturation add several additional layers of heterogeneity to ethnically diverse populations. This has important implications for employers and workplace policies.
Originality/Value – The model proposed in this research fills an important gap in acculturation research by providing an integrated process which incorporates multiple factors contributing to the acculturation outcomes of individuals. In addition to the Integrated Process Model of Ethnic Acculturation, recognition that different theoretical mechanisms play different roles in the acculturation process over time is an important contribution of this paper.
Conceptual paper
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Introduction
The patterns of international migration and the associated economic and social impact have been topics of substantial interest for historians, economists, anthropologists, demographers and policy makers (Chiswick, 1996). However, topics related to immigrants have not seen a commensurate level of theorizing and empirical study in organizational research (Koegal et al., 1995; Trimble, 2003).   The changing composition of the workforce and projections for greater diversity in the future imply a strong need to better understand the implications of diversity for workplace behaviour (Statistics Canada, 2005). 
Ethnicity is an undeniable basis of identity which manifests itself in different behaviours being accepted by different ethnic groups (Schaafsma, 2008).  Much of the research on the impact of ethnicity in the workplace presumes homogeneity among different ethnic groups (e.g. people of culture A will be uncomfortable with eye contact, people of culture B will use indirect approaches to communication, etc.).  This simplistic view fails to account, however, for the diversity within ethnic groups (e.g. not all people of culture A behave in the same way).  For minority groups, ethnic identity is closely related to the level of acculturation (Laroche, Kim, Tomiuk & Belisle, 2005).  The process of contact with another culture frequently leads to the reconsideration of values and an adjustment of behavioural norms over time.  As this process unfolds at different times, at different rates and in different contexts for different members of an ethnic group, the process of acculturation contributes to within-group heterogeneity which is likely to be manifested in a variety of settings including the workplace.  
The changing workplace demographics resulting from the increasing ethnic workforce have important implications for organizations.  The varying levels of acculturation of ethnic populations further add to the diversity in organizations (Lopez & McMillan-Capehart, 2002).   Relatively few studies have examined acculturation in the workplace context but there are some indications that the state of cultural adaptation may influence workplace behaviour. Gomez (2003) examined the influence of acculturation on the values of Hispanic MBAs in the USA and the impact of these values on preferences for job attributes. The results showed that different levels of acculturation resulted in significantly different job attribute preferences.  Unacculturated Hispanics preferred contextual attributes whereas those with higher levels of acculturation preferred task related job attributes, even though the respondents shared the same ethnic membership.  Leong (2001) found that the acculturation level of Asian Americans was negatively related to occupational stress and positively related to job satisfaction and supervisors’ ratings of performance.  In the retail context, Leonard, Levine and Joshi (2004) found that Asian employees appear to be most productive when nearby residents are Asian immigrants who do not speak English. These studies illustrate the kind of impact that acculturation can have on workplace values and performance.  Further insights may be gained by examining the acculturation process in greater detail.  
To better understand the impact of ethnicity in the workplace, we need to understand the process of acculturation as it unfolds in various contexts.  The current research attempts to enhance this understanding by proposing an integrated process model of ethnic acculturation, and identifying several drivers of the ethnic acculturation process. The proposed model integrates several different theories from this stream of research and suggests that different theoretical mechanisms become relevant at different temporal points in the acculturation process.  The proposed model further identifies the impact of context on the acculturation process and how contextual and individual factors might lead to different acculturation outcomes for individuals.   Before presenting this model and its implications, however, we first discuss the concepts of ethnic identity and ethnic acculturation.  
 Ethnic Identity, and Ethnic Acculturation 
Ethnic identity is difficult to define and there is no consensus on its meaning in the literature (Laroche et al., 2005).  For some, the term represents “common ancestry based on shared socio-cultural experiences” (Dreidger, 1977, p.15) while for others it reflects a sense of belonging and commitment (Masuda, Matsumoto & Meredith, 1970).  White and Burke (1987) define ethnicity as shared values and attitudes.  As with any other concept involving abstract elements such as values, operationalizing the concept of ethnic identity is generally acknowledged to be a difficult task.
For ethnic minorities, ethnic identity is closely related to acculturation.  Two common interpretations of the term ethnic acculturation exist in the literature. The first one suggests that it is a process by which immigrants acquire the host culture values and simultaneously lose aspects of their own culture of origin (e.g. Rogler, Cortes & Malgady, 1991). This view essentially suggests that home country values are replaced by host country values and that there is a continuum of acculturation for immigrants. One end of this continuum entails being unacculturated where immigrants retain all of their home country values and the other end entails being acculturated where minorities adapt perfectly to the host culture. The mid-point of the continuum is the state of being bicultural where minorities adapt partially to aspects of the host culture and proportionally lose their home culture. 
The second view of acculturation suggests that the acquisition of host country values does not necessarily involve the loss of the values of the country of origin (Lambert & Taylor, 1990; Laroche et al., 2005). Under this perspective, new values are viewed as supplementing existing cultural values. Other terms often used to describe this phenomenon are ethnic pluralism and multiculturalism.  Berry’s acculturation model, which recognizes the independence of home and host country values, is the most frequently used model in acculturation research (Trimble, 2003).  Berry (1983) identified four acculturation states: assimilation, separation, integration and marginalization.  These states reflect relative preferences for maintaining home culture identity versus participating in the dominant culture.   Looking at the process from the perspective of the minority groups, when individuals do not wish to maintain their cultural identity and prefer to adopt the majority culture, they are said to be assimilated. On the other hand, when minorities prefer to maintain their original culture, simultaneously avoiding interaction with the majority culture, they experience separation. When minority group members attempt to maintain their original culture and also seek out frequent interactions with the host culture, the acculturation state is defined as integration. When both host and home cultures are shunned and there is little interest in maintenance of culture, the outcome is marginalization.  Figure 1 below illustrates these four states of acculturation.  
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(Berry, 1983)
Berry’s model was originally developed to describe the phenomenon of acculturation at the group level.  Several researchers (e.g. Penaloza & Gilly, 1999; Safdar, Lay & Struthers, 2003) contend, however, that acculturation occurs at the individual level.  Further, both individual differences and context play a significant role in the process of acculturation. In subsequent work, Berry (2006) too applied his original theoretical insights to explain individual experience.  

Laroche et al. (2005) established the discriminant validity of the ethnic identity construct with respect to acculturation, confirming the emerging consensus that acculturation is not a bipolar phenomenon with ethnic identity at one end and assimilation at the other. Similar results were reported by Jun, Ball and Gentry (1993) for Korean sojourners, where different factors were found to determine the cultural/ethnic identity and level of acculturation.  Thus Berry’s model appears to be a good description of the states of individual acculturation.  
One concern that has been raised regarding acculturation research is the lack of theoretical perspectives to explain the process (Rudmin, 2003; Trimble, 2003).  When acculturation research has been grounded in theory, there is little agreement regarding the theoretical mechanisms that drive the acculturation process. The result has been that a variety of seemingly incompatible theories have been developed to explain the process of acculturation.  The most noted acculturation theories are reviewed below.  
Acculturation Theories and perspectives
Researchers have developed a number of theories that attempt to explain why acculturation occurs as well as how the changes take place. The major theories are summarized below.  
i. Assimilationist Perspective 

In the assimilationist perspective the change in cultural make up of ethnic populations has been proposed as a unidimensional phenomenon that allows for a high level of ethnic identity or high levels of acculturation, with the two at opposite ends of the continuum. This perspective assumes that as acculturation increases, ethnic identity with the home culture proportionally decreases (Glaser, 1958; Phinney, 1990; Rogler et al., 1991). While forming the basis of a large number of acculturation scales, this perspective fails to explain outcomes of acculturation other than assimilation, such as integration where acculturating individuals maintain their home culture identities and embrace host culture identities.

ii. Cognitive dissonance theory
Cognitive dissonance is defined as the negative state of arousal due to an inconsistency in two cognitions or sets of behaviours.  The discomfort it creates impels individuals experiencing cognitive dissonance to eliminate or reduce it (Festinger, 1957; Wicklund & Brehm, 1976). Different theoretical approaches propose different perspectives on cognitive dissonance.  The goal of dissonance reduction may be to maintain the self-image or self-concept as in the self consistency approach (Aronson & Carlsmith, 1962); restore and protect the self-concept by accessing other positive cognitions about self, as in the self-affirmation approach (Steele, 1988),  or judging one’s own behaviour against internalized societal standards as in the new look-model (Cooper and Fazio, 1984). While the three approaches differ on the conceptualization of the role of self-esteem in the dissonance reduction process, they all recognize that inconsistency in beliefs is uncomfortable and that individuals are motivated to eliminate it. 
Dissonance theory has gained popularity in recent years amongst acculturation researchers  (e.g., Maertz et al., 2009).  Increasingly researchers have started incorporating individual differences and psychological phenomena at the individual level into their analysis of the acculturation process.  Dissonance may be created when home and host cultures clash causing immigrants to work to eliminate the discomfort by either rejecting the home culture values or rejecting the host culture values (or in some cases, both).  The choice of strategy to reduce dissonance will result in different acculturation states.  
iii. Social identity theory 
Originally developed by Tajfel and Turner (1979) and later enhanced by Tajfel and Turner, (1986), Abrams and Brown, (1989), Hogg and McGarty, (1990), and Hogg and Terry (2000),  this theory postulates that individuals are motivated to engage in self-categorization and categorization of others into groups based on salient features.  This categorization typically occurs in ways that enhance the image of the in-group (the group including the self) in comparison to those of the out-group. Once categorized, individuals positively differentiate their own group from others. A salient element of social identity theory is positive psychological distinctiveness or the desire to have a distinct identity defined in terms of we, rather than I and positively comparing this identity to those from other groups. Categorization, identification, comparison and distinctiveness are the constituent dimensions of the acculturation process in this theory.

The theory has been tested in wide range of fields and contexts and has been particularly helpful in studying organizational change (Smidts, Pruyn, and Riel, 2001; Haslam, 2001) and the dynamics of diverse teams. Research suggests that nationality is very salient in multicultural groups (Grant and Brown, 1995; Earley and Mosakowski, 2000). Group acceptance serves as the positive reward that can motivate the non-dominant group members to acculturate. It is important to note that the postulates of the theory consider enhancement of self-esteem as the underlying motive for categorization of self and others.  This is a somewhat limited perspective as there may be other motives for people to engage in social categorization.  
iv. Extended social identity theory 

Extended social identity theory, proposed by Hogg and Terry (2000), incorporates the categorization principles of social identity theory but recognizes a broader range of motives underlying the process of categorization. The desire to reduce uncertainty is at the heart of extended social identity theory. Categorizing oneself and others into in-groups and out-groups highlights the perceived similarity of the subjects to the relevant prototypes where a prototype is a representation of the group attributes. Self-categorization in this sense can be viewed as an act of depersonalization. Both social identity theory and extended social identity theory are based on the idea of categorizing oneself or others; however the categorization is motivated by the need for self-esteem enhancement in social identity theory versus the need to reduce uncertainty in extended social identity theory.  Extended social identity theory recognizes uncertainty reduction and self-enhancement as independent motives for social identity processes.  Different circumstances may lead one or the other to be more important.
v. Rational Choice Theory
George Homans (1961) is seen as one of the most influential proponents of rational choice theory in sociological settings. This theory postulates that complex social phenomenon can be explained as composites of individual human actions motivated by goals and preferences. The theory holds that people anticipate outcomes of different courses of actions and assess which alternative will be best for them. They then choose the course of action that contains the most benefit in their estimation.

Although not typically applied to acculturation, tenets of rational choice theory are often invoked in explaining ethnic identities and race relations (e.g. Banton, 1995; Hechter, 1997).  Based on humanistic theory (Maslow, 1943; Rogers 1959), Nash and Shaw (1963) developed and tested an acculturation model specifically for the organizational context. In their model, humanistic theory intersects with rational choice theory in postulating that people make conscious rational decisions regarding their lives and they tend to reach towards their greatest potential.  The perception of potential rewards inherent in various modes of acculturation could conceivably drive people to make conscious choices to attain these outcomes, regardless of their attitudes towards home or host culture.
vi. Optimal distinctiveness theory
Brewer’s optimal distinctiveness theory (1991) also came about as an extension of Tajfel and Turner’s (1979) social identity theory. According to optimal distinctiveness theory, individuals strive to strike a balance between assimilation and distinctiveness in group situations. When they feel very similar, they tend to look for distinguishing factors and, conversely, when they feel very different, they look for commonalities. According to this theory, the strongest social identification occurs for individuals when conflict is lowest between the maintenance of self-identity and the need for inclusiveness or a sense of belonging. This point represents the optimal level of distinctiveness. The optimal level of distinctiveness is a function of the relative strength of the need to differentiate and assimilate.  For an individual, the relative strength of these needs is determined by cultural norms, individual socialization and recent experiences.  In addition to identifying the dynamic conflict between identification and individuation, optimal distinctiveness theory departs from social identity theory by suggesting that the group one chooses to identify with is independent of positive or negative evaluations of the group.  The distinctiveness of a given social identity is specific to the context.  
Ample empirical evidence, from contexts other than acculturation, supports the tenets of the theory (e.g. Pickett, Bonner & Coleman, 2002; Pickett, Silver & Brewer, 2002; Jetten, Spears & Manstead, 1998).  Jetten, Spears and Manstead (1998) found that in-group bias and positive differentiation were greatest when variability arising out of group composition and inter-group distance resulted in intermediate levels (optimum levels) of group distinctiveness.  Pickett, Bonner and Coleman (2002) found support for optimal distinctiveness theory in studies examining self-stereotyping in response to heightened arousal of needs for differentiation versus in-group inclusion in group settings.  Pickett, Silver and Brewer (2002) conducted two studies where the needs for assimilation and differentiation in groups were manipulated.  Based on optimal distinctiveness theory, they predicted that assimilation needs would lead to preferences for in-groups and a tendency to overestimate the group size. In contrast, a need for distinctiveness would result in a preference for exclusive in-groups and a propensity to underestimate group sizes. Both of these predictions were supported in their studies.

Although the theory of optimal distinctiveness has not been utilized in the context of acculturation, this theory holds a lot of promise as a potential explanation for different levels of acculturation in different contexts.  The theory highlights the importance of individual socialization and consequently individual personality factors, which have not been sufficiently incorporated into previous efforts to understand the differences in acculturation. It also provides an excellent starting point for understanding the process of acculturation in group settings such as organizations.

Integrated Ethnic Acculturation Process Model

The major theoretical perspectives reviewed above highlight different mechanisms of acculturation which could be seen as competing explanations of the process.  But when acculturation is viewed as a process which unfolds over time within different contexts, it becomes possible to see how different mechanisms of acculturation may apply at different times in different situations.  We propose the following integrated process model of acculturation in an attempt to identify when and why the various mechanisms of acculturation may apply to the unfolding process.  In the proposed model, social identity and extended social identity, cognitive dissonance, rational choice and optimal distinctiveness processes are all included as potential mechanisms of acculturation depending on the acculturation context. The context which determines invocation of a particular theoretical mechanism is largely defined by the time since contact, the individual’s evaluation of the home culture, the ethnic composition of the host environment, cultural distance between the home and host environment, age at contact and host language proficiency.  
The integrated model is depicted in Figure 2 and described in more detail below.  In the model, time from contact is depicted as increasing as you move to the right of the green triangle. The squares represent temporary (green) or permanent (red) states of acculturation; the lines leading up to them demonstrate the paths to these states. Theoretical mechanisms are shown in the yellow octagons. The modifying contextual and individual factors are shown in the blue bubbles.
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A number of contextual factors may influence the mechanisms and state of acculturation experienced by immigrants.  One important contextual factor is the individual’s evaluation of the home country culture.  Some immigrants, such as those who feel persecuted for religious or lifestyle reasons, choose to move to a new country because they prefer the values and norms of the host country over those of the home country.  Many more immigrants, however, choose to move to a new country for non-cultural reasons, such as better economic opportunities (Lbodzinska, 1986).  These individuals may retain a strong preference for their home country values and norms despite their relocation. Another important contextual factor is the cultural distance between the two countries.  Cultural distance refers to disparities in values between two cultures – the greater the cultural distance, the more difficult the integration of the two sets of values is likely to be as the values of the home and host country are more likely to be contradictory than complementary (Greenland & Brown, 2005; Phalet & Hagendoorn, 1996).  The ethnic concentration of the community in which immigrants live is another potentially important contextual factor.  Higher concentrations of residents from the same ethnic group in close proximity make it easier for immigrants to sustain home country values and traditions and may limit exposure to the host culture thus inhibiting integration.  Finally, values and policies surrounding multiculturalism may also affect acculturation.  National or workplace policies which encourage assimilation or multiculturalism may influence an immigrant’s state of acculturation.  
There are also two key individual factors which may affect the acculturation process and which have been factored into the model.  Previous research suggests that acculturation may be easier for younger immigrants (Hanassab, 1991; Lee & Westwood, 1996).  Age at contact may influence acculturation because length of residency within a cultural context is likely to enhance commitment to the values of that culture.  A second important individual factor is host language proficiency.  Host language proficiency is critical because language is one of the key ways in which culture is communicated.  Further, contact with the host country population is typically mediated by language proficiency.  Numerous studies have found that competency in the host language affects immigrants’ opportunities to integrate (Ishiyama & Westwood, 1992; Lee & Westwood, 1996; Mak, 1991; Selmer, 2006).  Thus, embracing host country values may be easier for those with greater proficiency in the host country language.   
Integrating these contextual and individual factors into a model of the acculturation process over time highlights how different theoretical mechanisms may come into play at different points in the process.  Upon first contact with the host culture, a new immigrant finds himself or herself in a starkly new environment which triggers the need to decipher a lot of unknowns in order to be able to function. As the newcomer tries to understand social distinctions, she or he is likely to categorize himself or herself (as well as others) into groups relevant to the new context.  Extended social identity theory suggests this categorization is motivated by a need to avoid uncertainty, driving people to identify most with the group which represents a familiar and safe environment.  For a newcomer surrounded by unfamiliar beliefs and practices, the need to reduce uncertainty in daily interactions is likely to be very strong and can lead to avoidance of host culture interactions.   
The categorization and uncertainty reduction processes postulated by extended social identity theory are likely to be common in the early phase of immigration, causing many recent immigrants to be uncomfortable in host culture interactions.  The longer-term consequences of these processes, however, may differ depending on the context.  In particular, the individual’s evaluation of their home country culture will influence the direction of the acculturation process.  If the newcomer has a negative evaluation of their home country culture (e.g. someone who immigrated because of perceived persecution in their home country), then they will be less likely to identify with other members of their ethnic group.  This rejection of ethnic group identification is consistent with the principles of social identity theory which suggests that we identify with groups that help us to sustain positive self-esteem.  If the home country culture is valued negatively, then the newcomer is less likely to identify with their ethnic group.  

For an individual who views their home culture negatively, there are two possible outcomes of the acculturation process: assimilation and marginalization.  If the cultural distance is high (the home and host culture are highly dissimilar) and the individual has low proficiency in the host country language and has immigrated at a more advanced age, then adopting the host country culture is unlikely.  Coupled with their rejection of the home country culture, an individual in this situation is likely to experience permanent marginalization.   A marginalized individual values neither the home nor host culture and may isolate themselves from both.  On the other hand, an individual who views their home culture negatively and who immigrates at an early age to a country where the cultural distance is low and they are proficient in the language, is more likely to experience assimilation – participating in the host country culture but not maintaining their original ethnic culture.  
The outcomes of extended social identity processes are likely to be quite different for an individual who evaluates their home country culture more positively (e.g. immigrates for economic reasons).   The need to enhance self esteem which is the focus of social identity theory, may lead newcomers who are not accorded the same status by the dominant culture to evaluate the dominant culture negatively.  This may strengthen the preference for same group members – a preference which may have been initially engendered by the need to reduce uncertainty but may now be further motivated by self-esteem needs.  This preference may encourage recent immigrants to engage in separation – a state involving maintenance of home country values and minimal participation in the host culture. Many large multicultural cities contain ethnic conclaves which reflect these dynamics.  

The separation which results from social identity processes encouraging stronger identification with the home culture than the host culture may be either temporary or permanent.  Permanent separation is more likely if the newcomer resides in an area where there is a high concentration of people from the same ethnic background.  In this situation, an immigrant has less need to engage with the dominant culture socially or for work reasons.  If the cultural distance between the home and host countries is large, and the immigrant is older and less proficient in the host country language, then the separation is more likely to become permanent.  Otherwise, separation may be only a temporary phase.  
Separation can be difficult to sustain over time due to increasing cognitive dissonance.  Over time, adherence to the norms and values of a minority culture in a macro environment which has different norms and values, results in value conflicts and cognitive dissonance. Simultaneously, time spent in the host culture leads to a better understanding and possible appreciation of the host culture norms and values. The greater the exposure to the host culture, the greater the dissonance created by an exclusive adherence to ethnic cultural norms.  Immigrants may be motivated to reduce this dissonance by either rejecting the host culture or rejecting the minority culture.  Rejection of the host culture – resulting in permanent separation – is more likely under the conditions discussed above.  Rejection of the minority culture – resulting in assimilation – is more likely when the cultural distance is small, and the immigrant is younger and more proficient in the host country language.   Rational choice theory provides additional impetus towards assimilation to the extent that various social and material rewards are linked to adopting host country values.  Thus over time, and under the right conditions, many immigrants will move to become more assimilated.  

Assimilation is sometimes temporary but may become permanent for some people.  For those who embraced the host country culture because of a negative evaluation of their home country culture, and who were in an environment where members of their ethnic minority were scarce and policies favoured assimilation, temporary assimilation may become permanent assimilation.  This is more likely to be true where the cultural distance is low, the age of immigration is low and the host language proficiency is high.  

While cultural norms are more easily adopted, cultural values are deeply embedded and relatively difficult to change.  For some people, assimilation cannot be sustained, particularly for those driven by the emotional need to reconnect with their home culture values and manifest their ethnic identities. For others, a conscious evaluation and subsequent selection of norms and values from both home and host cultures ensues driven by rational choice processes. This is only possible once individuals have more familiarity with host culture values and are able to evaluate them based on their merit.  In either situation individuals experience a pendulum like push-pull between home and host culture norms and values. Eventually a state of equilibrium is reached as predicted by the optimal distinctiveness theory that allows individuals to retain certain aspects of their ethnic identity while functioning without dissonance in host cultures, by adopting some of the host culture values. Assuming an environment that is conducive to multiculturalism, the mode of acculturation achieved under these circumstances is integration.  

Discussion and Implications 
The integrated process model suggests that a variety of contextual and individual factors can affect the acculturation process leading immigrants to a variety of temporary or permanent states of acculturation.  These acculturation states reflect the degree to which immigrants embrace the host country culture and maintain their home country culture.  The integrated process model attempts to spell out the conditions and theoretical mechanisms which lead immigrants to these varied states of acculturation.  A number of implications are revealed by the model.  First, multiple theoretical mechanisms may operate on the individual over time.  Categorization and identification based on uncertainty reduction (extended social identity theory) is most likely early in the process of acculturation.  Categorization and identification driven by the need to enhance self-esteem (social identity theory) is also likely to occur in the earlier stages of acculturation.  As the immigrant gains more experience with the host culture, cognitive dissonance and rational choice processes become likely drivers of the acculturation process.  Finally, even later in the process, optimal distinctiveness dynamics may influence the direction of acculturation.  The recognition that different theoretical mechanisms play different roles in the acculturation process over time is one of the major contributions of the integrated process model.  
The model further suggests that acculturation states are not necessarily independent, that is, an immigrant does not simply experience one state of acculturation but may go through several acculturation states in their development over time (e.g. through temporary separation and temporary assimilation on the path to permanent integration).  The model further highlights that there are multiple paths to some outcomes.  For example, temporary assimilation may result after a period of temporary separation or more directly from contact under certain conditions.  
No single theory can explain the process of acculturation in all situations. As the integrated process model suggests, context determines the most appropriate theory to help us understand a given situation. In addition, the prominently used theories in acculturation studies (social identity theory and extended social identity theory) have failed to explain the simultaneous need for a sense of belonging in the dominant culture as well as the need to retain one’s cultural identity. Optimal distinctiveness theory provides significant insight into this situation and should receive more attention from acculturation researchers.  In general, the process of acculturation has largely been defined in terms of home and host culture attitudes; however, as proposed here, extrinsic rewards, predicted by rational choice theory can also be strong motivators to assimilate. This has significant implications for workplace policies.
The integrated process model of acculturation suggests a number of implications for our understanding of workplace differences.  Different acculturation levels as well as different motivators for acculturation add several additional layers of heterogeneity to ethnically diverse populations. Employers should not assume common characteristics when dealing with these groups.  In some cases, the same acculturation state can result from different motivators which will have implications for employers. For example, the two different motivations for assimilation (goal-oriented and resulting from true identification) may result in two very different psychological states for the individual. This could arguably lead to different performance levels, work satisfaction levels or other workplace outcomes.  The model also highlights the role that contextual factors play in determining the acculturation outcome.  This has significant implications for practitioners as diversity and inclusion policies are an important part of this context.  Without national and workplace policies that are supportive of multiculturalism, integration will not be achieved.  
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Figure 2: Integrated Process Model of Ethnic Acculturation
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