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Introduction
Andre A. Pekerti
This issue of Culture, Organization, and Work focuses on how culture shapes individual employee attitudes and behaviors, with special attention to how individuals with multiple cultural identities are impacted by the intersection of those identities.

Dr. Pekerti proposes a new model of “n
-Culturalism” that goes beyond the lenses of biculturalism and multiculturalism to understand how culture impacts those who incorporate dynamic cultural identities, to include ethnicity, religion, socioeconomic status, gender, nationality, and other subjective personal categorizations (imposed or adopted). This model ofn
-Culturalism focuses on how individuals’ multiple personal identities relate with each other and extends current theories by proposing that the epitome of multiculturalism is not merely to have access to various cultural or ethnic identities, but to be able to juggle those identities and draw on them in the most effective manner as required in any given situation.


A single individual who draws on multiple cultural identities is no longer rare in today’s workplace, and increasingly organizations are looking for those with the qualities that would make them adaptable and effective across cultural boundaries. Dr. Pekerti, in this volume, creates the argument that despite the conflicts inherent in having multiple cultural identities,n
-Culturals are able to draw on a deep well of information and skills to work across cultural divides. He further suggests ways for organizations to develop mentoring programs to enhance the positive utility ofn-
Culturalism in the workplace.

We are excited to usher this issue into our brief series to elucidate an emerging concept that has the potential application to a wide variety of situations in the workplace. We hope that readers of this issue will heed Dr. Pekerti’s call for more research.
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Abstract
The work and social environment in many parts of the world consists of individuals of multiple cultural backgrounds. Extending Benet-Martínez, Lee, and Leu’s (2006) empirical definition of multicultural individuals, this chapter introduces a within-individual model of multiculturalism. It lays the foundation to explore the notion of multiculturalism within individuals. The chapter concludes with the definitions of bicultural and multicultural individuals, as well as a new concept, that is, n-Cultural individuals.

Keywords
AcculturationBiculturalCognitiveMonoculturalMulticulturalMulticulturalism within individualWork environmentsn-CulturalSocial identity
The process of cultures influencing one another has occurred for many centuries mainly via economic trade, migration, exchange of information, and ideas; however, only in recent times, the degree and intensity of globalization have become a salient factor that management and businesses view as something that needs to be addressed (Sam & Berry, 2010). Technological developments, among other things, have been attributed as the main cause of the rapid increase in economic and financial interdependence worldwide (globalization—Arnett, 2002; Rycroft, 2003). One of the major implications of the globalizing work and social environments that is rapidly becoming a new reality for many individuals is simultaneous exposure to a variety of several cultures, as opposed to being exposed to only one or two cultures (Benet-Martínez, 2012; Berry, 1997; Hong, Wan, No, & Chiu, 2007; Verkuyten, 2007).

For example, migration patterns in many parts of the world, in part due to the lower birth rates in the industrialized world (Thomas, 2010), have created numerous multicultural work environments where significant percentages of a nation’s workforce are born overseas and speak a different language  than those born locally (Healey, 2005; MacKenzie & Forde, 2009; Okoro & Washington, 2012). For example, 21 and 21.3% of Australia and USA’s populations, respectively, speak another language; 49% and 13.4% were born  outside Australia and the USA, respectively (Australian Bureau of Statistics—ABS, 2016; United States Census Bureau, 2017). This situation results in a heterogeneous population in which employees within the same work environment use different cognitive frameworks to perform work tasks to accomplish goals. Numerous scholars have highlighted potential issues in multicultural work environments and at the same time enlighten us with the cultural underpinnings of the issues. On the one hand, these issues can range from simple embarrassing misperceptions that lead to misunderstandings (Brislin & Yoshida, 1994; Boyacigiller, Goodman, Phillips, & Pearce, 2003; Cushner & Brislin, 1996; Cutler, 2005); on the other hand, the behaviors can be so contextually inappropriate or unacceptable that the consequences are costly to all parties involved. Due to the costly and potential negative effects of cultural clashes in work situations, scholars and management practitioners have become more aware of the need to understand the impact of multicultural individuals in work contexts.
These examples present common issues that are faced by people who come from different national and/or cultural backgrounds who work together. A relevant question in our discussion is how individuals who have lived in different cultures and nations identify themselves with more than two cultures and function in work and non-work environments. In this monograph, I address and expand a line of inquiry which dates back to the last century (Park, 1928), namely whether an individual who lives at the confluence of more than two cultures can effectively lay claim to belonging to more than two cultures. Further, do individuals who lay claim to more than two cultures through a number of permutations, such as having mixed heritage, born within a nation with a multicultural society (e.g., Indonesia), raised in a second culture, living in a third and fourth culture, plus laying claim to other cultural domain affiliations functionally in work and non-work environments actually exist? Alternatively, are these individuals mythical beings? Are individuals who are living at the confluence of two or more cultures limited by human capacity; and as such, can only effectively lay claim to belonging to one or two cultures? Further, do these individuals face the same challenges as other multicultural individuals, such as biculturals with regard to making sense of their experiences, managing their identities including managing acculturative stress? In an attempt to address some of these questions, I assert that a more nuanced theory concerning multicultural individuals needs to be developed to understand the potential impact that such individuals have and can have on organizations (see Leung, Bhagat, Buchan, Erez & Gibson, 2005). I take a different perspective on cultural psychology (Shweder, 2000) and cross-cultural psychology (Segall, Lonner & Berry, 1998). Cultural psychology examines the influences of cultures on a single individual rather than a single cultural context, while cross-cultural psychology explores cultural differences perceived within the same individual. In this monograph, I present a within-individual multiculturalism model. The model integrates both cultural and cross-cultural psychology disciplines since the model addresses the influences of multiple cultures within a single person (Hall, 2005).
An appropriate example of the positive effect of multiculturalism within individuals in organizations is the 44th President of the United States, Barack Hussein Obama. Obama who was born in Hawai’i has Kenyan heritage; thus, he is a Kenyan-American, who lived in Indonesia, then studied the Qur’an in his youth, and later became a Christian. His multiculturalism can be said to have influenced his behaviors. His very presence in the White House Barack Obama (including his spouse, Michelle Obama, the former First Lady) might be said to have served as a role model for many African-Americans, young and old, both within the US political and American general population. For example, on May 23, 2012 (Calmes, 2012), The New York Times published a story with a photograph of President Obama bowing to a 5-year-old African-American boy who touched the president’s hair. It depicted the fact that the boy needed to touch the president’s hair to assure himself that the man in the White House was similar to him, including the curls on the president’s head. He had asked Mr. Obama, “I want to know if my hair is just like yours?” Relevant to this monograph is the fact that Mr. Obama has influenced American politics and American life by motivating millions of African-Americans to imagine possibilities they would not have imagined previously—simply by being Barack Obama, a Hawai’ian born Kenyan-American, Christian with experience living in Asia—albeit having a very important distinction, being Barack Obama while residing in the White House.
Mr. Obama’s legacy as a president will be debated for decades; however, for many who live at the boundaries of society due to their multiculturalism he represents someone they can model in mainstream society, especially within societies where there are tensions between the mainstream majority and marginalized groups in society, such as in the USA. As with many successful leaders, Mr. Obama was a skilled communicator. One of his greatest skills as a president was to instill inclusiveness. For example, in his speeches, Mr. Obama would often use “we” and “us,” which in turn invited and enabled his staff, members of his party and the public to identify with him, and thus influencing his followers to be part of his vision (Calhoun, 2015).
In the past, research in the field of management and organizations on the topic of how culture influences people have for the most part presumed that individuals possess only one cultural framework without considering other possibilities, such as individuals with multiple cultural identities and frameworks. Extant research has used a number of approaches in an attempt to understand how the influence of multiple cultures affects individuals. These approaches include social identity (e.g., Tajfel, 1981), social cognition (e.g., Hong, Morris, Chiu, & Benet-Martínez, 2000), and acculturation (e.g., Berry, 2003). We have also learned a great deal about the effect of integrating identities in and on individuals (Benet-Martínez & Haritatos, 2005; Downie, Koestner, ElGeledi, & Cree, 2004) and in turn the capacity for multicultural individuals to shift frames (Hong et al., 2000). Research has also documented how multicultural experiences people have lead to positive effects on creativity (e.g., Leung, Maddux, Galinsky, & Chiu, 2008; Tadmor, Galinsky, & Maddux, 2012), intercultural effectiveness (e.g., Thomas, Brannen, & Garcia, 2010), cognitive complexity (e.g., Lakshman, 2013, Tadmor & Tetlock, 2006), and subsequent flexibility (e.g., Nguyen & Benet-Martínez, 2010). Despite the attempts to understand and study multicultural individuals by differentiating their types (LaFromboise, Coleman, & Gerton, 1993; Rocas & Brewer, 2002), no single theory of multicultural individuals currently exists that is robust enough to extend our understanding of how these individuals function in work and non-work contexts, whereby individuals may take advantage of their multiple cultural experiences and identities as valuable resources for themselves and their organizations.
This monograph presents a cognitive approach to discuss the notion that individuals can maintain simultaneous multiple cognitive frameworks. It draws upon a number of existing works on acculturation, culture and cognition, psychology (general, social, cognitive, and cross-cultural), cultural intelligence, identity, management studies, and sociology to develop a nuanced theory of multicultural individuals. The monograph begins by extending Benet-Martínez, Lee, and Leu’s (2006) empirical definition of bicultural and/or multicultural individuals beyond someone who identifies with two cultures to a significant degree, and beyond one who is exposed to multiculturalism or exposed to multiple cultures (Benet-Martínez, 2012; Nguyen & Benet-Martínez, 2010). These distinct individuals, who have developed beyond being bicultural and/or multicultural, are henceforth called n-Culturals. Please see Table 1.1, for a summary of current distinctions between monoculturals and biculturals/multiculturals. To establish and conceptualize n-Culturals, this monograph combines recent ideas on identity theory and social identity theory. These theories provide the cognitive- and social-based theoretical foundations to argue that n-Culturals function by simultaneously maintaining multiple cultural identities and their saliences. Based on existing acculturation research, the discussion follows by establishing that n-Culturals are already operating using an integrated-adoption or integrated-contact acculturation mode; therefore, they operate with additional frameworks compared to monoculturals and/or biculturals as a function of their knowledge of cultures (K), identification (I), internalization (I), commitment (C) and multiple identities’ salience (S) in relation to perceived situations. This monograph presents n-Culturalism as the epitome of multiculturalism, which extends this continuum beyond its current perspective.Table 1.1Current distinctions between monocultural and bicultural/multicultural individuals


	 	Knowledge of 1 culture
	Knowledge of 2 cultures
	Knowledge of >2 cultures
	Identification with 1 culture
	Identification with 2 cultures
	Identification with >2 cultures
	Internalization of 1 culture
	Internalization of 2 cultures
	Internalization of > 2 cultures

	Monoculturals
	✓
	–
	–
	✓
	–
	–
	✓
	–
	–

	Biculturals
	✓
	✓
	✓
	✓
	✓
	–
	✓
	✓
	–

	Multiculturals
	✓
	✓
	✓
	✓
	✓
	✓
	✓
	✓
	–

	n-Culturals
	✓
	✓
	✓
	✓
	✓
	✓
	✓
	✓
	✓





I then explore the double-edged experiences of n-Culturals and other multiculturals to acknowledge that regardless of how skillful these individuals are, they chronically face multiple conflicts brought on by acculturation challenges, that is, acculturative stress (Berry, 2006; Berry & Annis, 1974; Cruz & Blancero, 2017; Lee & Church, 2017; Rudmin, 2009) including cognitive challenges (Lakshman, 2013) and ethno-cultural identity conflict (Cruz & Blancero, 2017; Ward, 2008). These challenges include social cognition challenges, which require multiculturals to resolve internal conflicts caused by difference in cultural values in particular situations (acute cognitive stress). I explore these social cognition challenges and explore how n-Culturals may function in organizational settings by managing their multiple identities through cultural metacognitive processes, which in turn enables n-Culturals to manage their multiple active identities in any social context, including the workplace. Examples are presented to illustrate how an individual’s heritage, other cultural identities, including the host culture’s identity can be activated simultaneously with different levels of salience (importance) and strength (intensity).
The monograph ends with a discussion on the utility of the model when applied to work situations in multicultural settings, including how n-Culturalism may be developed through a mentoring program. In particular, I present a suggestion on how organizations can develop mentoring programs designed for multicultural individuals who are struggling. The purpose of the program is for mentors to help mentees go through the process of acculturative stress by recognizing existing boundaries in the operating-environment (i.e., the culture of the environment in which one currently works in a given nation). Examples are presented from multicultural individuals to illustrate challenges and possible answers to address the challenges faced by multicultural individuals.
In the next chapter, I expound on the need for scholars to explore the topic of multiculturalism beyond biculturalism. In particular, how identification and internalization of cultures and the ability to speak the languages of internalized cultures are insufficient criteria to conceptualize the multicultural individual. Identity and social identity theories in their current usage are applied to develop the n-Culturalism framework.
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Abstract
In this chapter, I address the premise that cross-cultural organizational psychology and international management need to explore the topic of multiculturalism beyond biculturalism. A number of theories are presented to explain the foundations, the concepts, and the mechanisms that are relevant in n-Culturalism. The chapter extends the conceptualization of bicultural individuals beyond the existing accepted definition, namely individuals who have strong identification and internalized these cultures as well as being able to speak both cultures’ languages. In particular, I explore identity and social identity theories in their current usage and apply the frameworks to n-Culturalism.
Keywords
BiculturalCommitmentIdentity theoryIdentificationInternalizeInternalizationInternalKnowledgeMulticulturaln-CulturalSocial structure mechanismSocial identity theorySalience
Research in cross-cultural organizational psychology and international management, in the past decade, has addressed (1) whether people can be bicultural (Hong, Morris Chiu & Benet-Martínez, 2000), (2) the processes of becoming bicultural (Tadmor & Tetlock, 2006), and (3) the implication of biculturalism
 (Ellemers, Spears, & Doosje, 2002; LaFromboise, Coleman, & Gerton, 1993; Snauwaert, Soenens, Vanbeselaer, & Boen, 2003; Tadmor, Tetlock, & Peng, 2009; Verkuyten & Pouliasi, 2006). Existing work on biculturalism, therefore, has provided valuable insights into the processes and challenges faced by people who are living with the confluence of two cultures. However, additional research is still warranted and required to investigate the positive and negative effect of issues such as living at the intersections of two or more cultures (Park, 1928; Stonequist, 1935), including its impact on psychological well-being, coping skills, organization of knowledge, and identity development (LaFromboise et al., 1993) within individuals. Current consensus accepts the conceptualization of multicultural individuals as those who have ‘strong identification
’ with two cultures, able to speak both cultures’ languages
 and having internalized
 these cultures (Benet-Martínez, 2012; Hong et al., 2000; Tadmor et al., 2009).1

However, I believe that the field needs to go beyond this currently accepted definition of multicultural individuals and move toward a more nuanced perspective that incorporates three novel elements. I extend the operationalization of multicultural individuals and put forth the following elements for one to be considered a multicultural individual. First, achieved cultural identity hinges on some degree of knowledge, explicit or implicit, about a culture. Thus, cultural knowledge is fundamental for multiculturalism, although knowledge about a culture will not phylogenically 
 lead to identification with a particular culture, or internalization of values and/or commitment to that culture. I contend that ‘knowledge of’ a particular culture and ‘identification with’ (emotional and cognitive link to an identity) that culture influences the intensity to which a person accepts and internalize the culture’s goals and values (including its roles and expectations), associated with the identity plus subsequent motivation to exert effort
 to maintain a particular identity. These ideas further indicate that “These elements exist within individuals to a greater or lesser extent, and that their combination results in a comprehensive understanding of the entire range of multicultural identities” (Pekerti & Thomas, 2016, p. 107). By combining a number of previous works, this monograph presents a solid foundation of empirical evidence for the development of a more nuanced theory of multiculturalism. I entitle this theory n-Culturalism
, which refers to the ultimate type that exists on the heterogeneous end of the multiculturalism continuum, that is, the n-Cultural individual, where “n” refers to a fluid number of cultures that an individual may have knowledge of, identify with, internalize, and be committed to. The number associated with “n” is not final and therefore may change depending on the individual’s decisions. Since I have chosen to explore and discuss n-Culturalism within the identity domain, I will now summarize some of the key concepts in identity theory as a foundation to the n-Cultural model.
Identity Theory
Recent conceptualizations of identity theory
 pose that identity is a relatively enduring construct, multidimensional, internally, and cognitively driven mechanism and influenced by external social structures that refer to “parts of a self-composed of the meanings that persons attach to the multiple roles they typically play in highly differentiated contemporary societies” (Stryker & Burke, 2000, p. 284). The implication of this mechanism is that there are hidden elements, which exist within individuals and regulate their self-processes. At the same time, there are external dimensions that significantly influence a person’s self-concept
 and subsequently influence their social behavior
 (Bochner, 1981; Ellemers, et al., 2002; Stryker, 1980; Tadmor & Tetlock, 2006; Verkuyten & Pouliasi, 2006).
Identity theory asserts that people have almost as many different identities as they have nexuses of affiliations in their lives, linked to life domains, positions, and/or associated roles in their lives. For example, Joel—a male individual who holds dual citizenship from New Zealand and Australia, born in Indonesia with Chinese heritage, a devout Christian, husband, father of two, works as a management consultant, volunteers as a Sunday school teacher, rock climbs, ski, and surfs—has multiple domains in his life with multiple identities. Please see Fig. 1.1, as an example.[image: ../images/467893_1_En_2_Chapter/467893_1_En_2_Fig1_HTML.png]
Fig. 2.1Multiple identities and domains of Joel’s life



The theory posits that in the process of achieving these identities, individuals incorporate the roles and expectations associated with the identities and activate the identities as required by the situations. Taken together identities can be regarded as cognitive frameworks,
 which contain relevant information and meanings that serve as reference points to interpret events and guide actions for a particular situation by increasing an individual’s receptivity and sensitivity to particular cues for behaviors in specific situations (Lewin, 1935; Stryker & Burke, 2000).
Internal Mechanism
The link between
 identity and behavior has been shown to exist in the meanings perceived by a person in a given situation (Burke, 1991; Burke & Reitzes, 1981). In other words, a person’s behaviors are a byproduct of how the individual perceives the situation and the meanings ascribed to the situations, and thus, behaviors are linked to an identity only when the meaning of the identity corresponds to the meaning of the behaviors in a given situation. For example, if one views him/herself as being popular, then this self-view is more likely to correspond to behaviors that involve social activities rather than other types, such as academic activities, because social activities fit better with being popular than academic activities. It has been documented that individuals tend to engage in activities that are consistent with positive features of their identities, and corresponding with activities such as spending more time in the role and finding satisfaction from activities, which are related to their identities (Ashforth & Mael, 1989; Stryker & Serpe, 1982, 1994).
Burke (1991) calls the internal mechanism that assists a person’s behaviors to be congruent with one’s identity as the identity-cognitive-control-system
. Burke (1991) claimed that once a person’s identity is activated, an internal mechanism is also activated that functions to keep track of the operating identity, the operating-environment, context (including participants present), and subsequent behaviors; “the system works by modifying output (behavior
) to the social situation in attempts to change the input (reflected appraisals) to match the internal standard” (Burke, 1991, p. 837). Burke (1991) posited that identity-cognitive-control-system consists of four elements: (1) identity standard
 or set of environmentally and context-dependent framework that prescribes one’s role in a situation (culturally prescribed), (2) the situation
 (including self-relevant meanings), (3) evaluation(s)

 of context within the situation (including individual perception of meanings related to the identity standard), and (4) (goal-directed) behaviors
 to fit with the identity standard, context, and environment. In sum, the identity-cognitive-control-system is believed to use stored information concerning social standards and self-meanings to verify or monitor similarities and discrepancies, and this enables one to confirm and/or to adjust one’s behaviors to repair discrepancies to fit with the situation or even as far as changing and creating new situations.
To make this idea more salient, Fig. 2.2 exemplifies with a student, Zoë, who is self-aware that she is popular and socially intelligent (identity), when assigned an oral presentation project with others who are more academically inclined may realize that she is out of her depth (evaluated the situation in relation to situation’s standard). Nevertheless, she contributes to the group by influencing the group to present the academic content in an interactive and socially engaging manner to meet part of the criteria for the presentation (goal-directed behavior and situation’s standard)—which in turn lead the group receiving an excellent mark. This example suggests that the popular and socially intelligent student has evaluated the situation (academic setting) in relation to the situation’s standard (e.g., quality academic work). She then behaved in a manner that aligned her own identity (popular) with the situation’s standard (oral presentation criteria—interactive and socially engaging) to achieve and meet a criteria that otherwise might not have been achieved, thus in the process, actually adapting the situation to fit her own identity and self-perceived meanings. The relevant point in this example is that without Zoë’s presence in the assignment group, the group’s presentation might have had excellent academic content, but little interaction or engagement, which would have resulted in an average mark for the presentation. With Zoë’s involvement and the contribution of her social skills, the presentation was interactive and socially engaging, resulting in an excellent mark.[image: ../images/467893_1_En_2_Chapter/467893_1_En_2_Fig2_HTML.png]
Fig. 2.2Zoë adapting to situation to fit her identity and self-perceived meanings



It is of interest to note that this self-controlled and goal-directed view of behavior, especially, the idea that individual behaviors can modify situations to match the meaning they perceived in situations so that it aligns with the standard and self-meaning (Tsushima & Burke, 1999) is similar to the benefits associated with cultural intelligence
 conceptualized by Thomas et al. (2008). In particular, the identity-cognitive-control-system, Burke (1991) describes, matches the metacognitive
 process that is central to cultural intelligence, namely cultural metacognition that Thomas et al. (2008) described. Flavell (1979) had described this metacognitive process or the process of thinking about thinking as the “active monitoring and consequent regulation and orchestration of these (cognitive) processes in relation to the cognitive objects or data on which they bear, usually in service of some concrete goal or objective” (p. 907). In sum, metacognition contributes to goal-directed behaviors. Consequently, if a person’s identity is in fact, multifaceted, then the obvious question at this point is which identity does one use in a given social situation? Alternatively, is it a hybrid identity that guides one’s behaviors? These questions are borne of acknowledging the cognitive and behavioral challenges that those who have been exposed to and lived in different cultures face continually. I will address these questions later.
Social Structure Mechanism

Identity
 theory also posits that social structures influence an individual’s identity by creating role expectations for each position a person has in the situation. The identities are posited to be organized and activated through a salience hierarchy process (see Liebkind, 2006) referred to as identity salience
. The higher the salience of a particular identity at a given situation, the more likely that one will exhibit behaviors that are associated with the roles and expectations of that identity. Identity theory further posits that the degree of salience of an identity is closely linked to how committed one is to a particular role and how often it is activated. Since identity theory is defined in the context of networks of social relationship, commitment to a particular identity and role is conceptualized in terms of “the costs of losing meaningful relations to others, should the identity be forgone” (Stryker & Burke, 2000, p, 286). However, it is also understood that a certain degree of symbolic interaction occurs in the process of maintaining a particular identity. In other words, how others in the environment respond to another’s identity strongly influences the degree to which one is committed to an identity (Stryker, 1980; Ward & Leong, 2006). For example, if others in a social situation respond positively to an identity then that identity is affirmed and salience of that identity is likely to be sustained (Burke & Stets, 1999) by the person in that situation. Further, the likelihood for that identity to be activated again in the future is much higher than if others do not respond positively to the identity. In the latter situation, the salience of the identity may diminish in that particular situation and in similar situations in the future.
Stryker (1980) believed that one dimension of commitment
 that depicts the relative strength a person is connected to a particular identity is the number of social connections one has associated with that identity. Therefore, the greater the number of social connections (dense ties) one has, it can be surmised the more committed that individual is to that identity. I build upon this notion and assert that the strength of social ties
 a person has associated with an identity is also an important dimension of commitment to that particular identity (see Rudmin, 2009; Tsui-Auch, 2005). For example, I concur with Stryker and Serpe’s (1982) conclusion that the salience of religious identity(ies)
 for a person foretells how much time that individual will spend in religious activities, which in turn can lead to stronger ties with members of, as well identification with that religious community. In short, I assert that one does not have to have a large number of friends or connections to spend an abundance time in relation to a particular identity (Grieco, 1987) if one has strong connections with only few friends. Thus, both the density and the strength of social ties are indicators of a person’s relative strength of his or her identity.
I assert that one can have few connections (sparse ties) but still find satisfaction and spend a large quantity of time in activities associated with a particular identity as long as one values these few connections highly and develops deep connections. For example, a person can have a small number of deep friendships associated with a particular identity (e.g., a Christian and Sunday school teacher), devote a lot of time with members of this community and in the role (e.g., Sunday school teacher), develop deep meaningful relationships associated with this identity (e.g., other Sunday school teachers), and be fulfilled, thus affirming and subsequently sustaining the salience of this identity. Other works on the construct of identity such as social identity theory have shed more insight on the salience hierarchy process and the conception of commitment that makes a particular identity salient in a situation.
Social Identity Theory

Social identity theory
 (SIT; Tajfel, 1981) which has been predominantly used to explain social movement between groups and applications in organizational contexts suggests that people’s self-image has two elements, personal identity
 (e.g., physical attributes, psychological traits, abilities, interests) and social identity
 (salient group classifications). SIT proposes that the social part of our identity is a culmination of the groups to which we have an affinity and belong. Therefore, it is “that part of an individual’s self-concept that derives from his (sic) knowledge of his membership of a social group(s) together with the value and emotional significance attached to that membership” (Tajfel, 1981, p. 255). SIT posits that people try to achieve distinctiveness and acceptance through membership in a group (Tajfel, 1981) that increases one’s self-worth, such as organizational, religious, and social affiliation. The theory suggests that individuals participate in a process of self-categorization
 to define one’s membership in a particular group by exhibiting contextually appropriate behaviors and salient cues that will define their membership in that particular group and not others. Social categorization, therefore, provides individuals with a mechanism to map others and position one’s self in a social environment (Ashforth & Mael, 1989). SIT further posits that individuals gain personal self-worth
 through social identification
 with members of their valued groups. This valence is achieved through a social comparison
 process where in-group members compare their group’s status and/or performance with a relevant out-group. If the comparison favors the in-group, a sense of positive distinctiveness and increased self-worth emerges. However, if the comparison places the in-group in an unfavorable position, individuals may engage in either social mobility (i.e., move groups) or other social comparison strategies to improve their relative status (e.g., select another group to compare). Although there are more invested and more complex processes involved, the internal cognitive mechanism associated with evaluating social groups and subsequent adaptations described for SIT (Tajfel, 1981) is not unlike those described by Burke (1991) in the identity-cognitive-control-system to activate and maintain salience of a particular identity in a particular situation. Specifically, the processes described by SIT and identity-cognitive-control-system both involve monitoring and evaluation of how one’s identity is perceived by one’s social circles, in turn the outcome of this evaluation influences one’s subsequent social identification as well as behaviors.

Salience of Social Identity

According to Oakes (1987), the salience of an individual’s membership in a group is governed by an interaction between the accessibility of a particular social categorization and its fit with the immediate social environment. Accessibility
 refers to the relative readiness of a social category to become activated, and fit
 refers to the actual match between the characteristics of the social environment and category specifications.Categories can be accessible because they are valued, important, and frequently employed aspects of the self-concept (i.e., chronic accessibility or activation) and/or because they are perceptually salient,
 because of the environment, context and situation one is in (i.e., situational accessibility). Categories fit the social field because they account for situationally relevant similarities and differences among people (i.e., structural fit) and/or because category specifications account for context-specific behaviors (i.e., normative fit) (Hogg & Terry, 2000, p. 125; italics added).



In this manner, social categorization is partly determined by the immediate social context
 which points to the categorization that seems most valuable and suitable at the time and situation. In turn, the identity and elements that become salient serve as a framework for perceptions and behaviors of those who operate within that situation (Ellemers, et al., 2002; Hogg & Terry, 2000; Verkuyten & Pouliasi, 2006). As Lewin (1935) as well as Stryker and Burke (2000) pointed out, the characteristics of a social situation are important in that it might cause some aspects of the person to become so salient as to determine the individual’s responses to the situation.
Ashforth and Mael’s (1989) work has incrementally broadened how we might view the notion of identification in the acculturation literature by differentiating the concept of social identification from internalization. Applied to groups, the concept of identification
 is a perceptual cognitive construct of having affinity to a group. In other words, it does not denote actual effort or behaviors on the part of the individual that support the groups’ goals. A person, therefore, can identify with a group (psychological affinity) to the extent that the person feels emotions associated with the failures and success of the group (e.g., disappointed when a football team loses and euphoric when the football team wins). In contrast, internalization
 implies that one accepts the values, attitudes, and the corresponding behavior of a particular group, even as far as supporting the group’s goals. As such, it is common for someone to identify with a group, but not accept (or internalize) the group’s values, attitudes, and goals.
Ashforth and Mael (1989) further elucidated that commitment in the context of identity is a relative indicator of identification; as such, it also denotes some degree of internalization. They characterize the concept of commitment
 as a person’s acceptance and belief in the groups’ values, attitudes, and goals, readiness to exert deliberate effort to support the group, as well as actions to maintain one’s membership in the group, which incorporates the group’s behavioral intentions and affect. In this manner, internalization further implies that identity salience for an individual cannot simply just be derived from social situations (Stryker & Burke, 2000), but also dependent on the fact that the individual has some degree of acceptance in the values, attitudes as well as behaviors associated with a particular identity; therefore, commitment is an indicator of internalization if and only if it includes a number of commitment factors. For example, being committed to learning the language of a culture does not imply internalization of that culture, since internalization occurs when he or she accepts the values, attitudes as well as behaviors expected of a particular culture. Thus, learning a language along with integrating a new culture’s values, attitudes, and behaviors would imply internalization and commitment if and only if both cognitive and sociocultural (behavioral) elements are present.2

In summary, identity theories suggest that an individual’s perceived and/or activated identity is fundamental to how he or she will behave in situations. In particular, identity theory posits that an individual’s identities are activated as a function of identification and identities’ salience in relation to perceived situations, which then triggers appropriate behaviors. This implies that a complex set of information is processed such as situational standards, self-meanings, identity standard, intentional behaviors, including how others respond in that particular situation. The theory posits that the degree of salience of an individual’s identities is dependent on how aspects of the identities are valued, the frequency of activation, how it fits the situation, degree of internalization and how committed one is to the identities. For these reasons, the higher the extent of the above identity factors (e.g., identification, salience, internalization, and commitment), the more likely one will exhibit behaviors that are associated with the roles and expectations of this identity.
In the following chapter, based the foundation of identity theory and acculturative processes, I examine the n-Cultural individual as one who possesses knowledge, identifies with, internalizes, and be committed to more than two cultures. The concept of choosing to maintain multiple cultural identities is presented as being central to n-Culturalism, which subsequently influence one’s behaviors.
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Footnotes
1Benet-Martínez (2012) has used the term multicultural individuals to include bicultural individuals.

 

2In the adaptation literature, there is a distinction between sociocultural and psychological adaptation. The former involve behavioral components or the person’s ability to navigate and engage in cross-cultural encounters in the new environment successfully. The latter refers to a person’s affective responses to changes in one’s environment, which are characterized by a sense of well-being, absence of depression, and life satisfaction in the new culture (Ward, Fox, Wilson, Stuart & Kus, 2010).
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Abstract
This chapter examines the n-Cultural archetype as one that possesses knowledge, identifies with more than two cultural identities, internalizes some of the values, attitudes, and other elements of more than two cultures as part of one’s guiding principles for thought and actions, plus being willing to exert effort to maintain and be committed to these identities. Using identity theory and frameworks, identity(ies) is conceived as central to n-Culturalism and a conscious choice, which subsequently influences one’s behaviors.
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n-Culturals and Their Identities

The review of identity theory in Chap. 2 provides a relatively comprehensive theoretical platform for which to extend Benet-Martínez, Lee, and Leu (2006) empirical definition of multicultural individuals and toward developing a definition of the n-Cultural individual. It also highlighted a number of key points regarding the nature of identity, namely, that active identity is dependent on the degree one is psychologically linked to an identity, as a person’s acceptance and belief in the groups’ values, attitudes and goals, readiness to exert deliberate effort to support the group, as well as actions to maintain one’s membership in the group.
Based on the insights gleaned from identity theories, I assert that to be considered an n-Cultural, one has to possess knowledge, identify with more than two cultural identities, internalize some of the values, attitudes, and other elements of more than two cultures as part of one’s guiding principles for thought and actions, plus be willing to exert effort to maintain and be committed to these identities. In short, n-Culturals are placed in a position where they are creative synthesizers (Bochner, 1981) and thus they are competent in the social and internal cognitive dimension of more than two cultural identities in a given situation. It should be noted that this view neither precludes the criteria of an individual being able to speak multiple languages as part of the criteria for commitment, nor the idea that language can serve as cues for thought and actions in a particular situation (Liebkind, 2006; Verkuyten & Pouliasi, 2006). As such, my views are complementary to Benet-Martínez et al.’s (2006) operationalization; however, I maintain that the ability to speak a language still does not embody two other important concepts of commitment operationalized by Ashforth and Mael (1989), namely, acceptance of values and attitudes, as well as desire for membership for a particular identity.
Furthermore, although identity theory emphasizes that the situation is crucial for identity salience and subsequent identity activation (Burke & Reitzes, 1981; Burke, 1991; Carbaugh, 1996; Lewin, 1935; Stryker & Burke, 2000), it is my contention that commitment to an identity is as important if not more important than the situation. As operationalized in this monograph, inherent within the concept of commitment are the concepts of identification, acceptance and belief in the groups’ values, attitudes and goals; readiness to exert deliberate effort to support the group, as well as actions to maintain one’s membership in the group. Recent findings suggest that a lack of commitment to adaptation is caused by the individual’s lack of skills and knowledge to maintain a particular identity (Stuart, 2007 cited in Ward, 2008). LaFromboise, Coleman, and Gerton’s (1993) work supports the idea that commitment embodies what it is to be culturally competent. LaFromboise et al. (1993) argued that a person is able to gain competence within two cultures without having to choose one culture over the other, and without losing one’s cultural identity. Nevertheless, to be in order to be culturally competent, one would have to:(a) possess a strong personal identity, (b) have knowledge of and facility with the beliefs and values of the culture, (c) display sensitivity to the affective processes of the culture, (d) communicate clearly in the language of the given cultural group, (e) perform socially sanctioned behavior, (f) maintain active social relations within the cultural group, and (g) negotiate the institutional structures of that culture (p. 396).



Bochner (1981) and McLeod (1981) conceptualized the mediating person as a creative synthesizer who functions at the interface of two or more cultures. Although, this may appear similar to the n-Cultural as conceptualized in the present monograph, Bochner and McLeod’s views of the mediating person as one who has very specific roles, including being: a role model, translator, professional, and promoting the positive aspects their culture. In short, the n-Cultural may not necessarily be a mediating person, thus just like the multicultural person, the mediating person is a different type of individual to the n-Cultural. At the same time, being an n-Cultural does not preclude him/her to be a mediating person.

Acculturative Processes of Multiple Cultures and Multiple Identities

Based on the operationalization of n-Culturals as individuals who are knowledgeable, identify with, internalize, and commit to more than two cultural identities, I argue that n-Culturals do exist. As such, they can successfully live with the confluence of more than two cultures, lay claim to belonging to more than two cultures, and behave in ways that appropriately reflect more than two cultures. In an attempt to answer the question of how n-Culturals function as individuals in non-work and in work environments, I draw upon findings from existing acculturation research. It follows that central to answering the above question is addressing how n-Culturals, including multicultural individuals, effectively manage their self-selected multiple identities?
Sam (2006) hinted that the term biculturalism and multiculturalism have been incorrectly used in the existing research, namely, as terms that have been used interchangeably and/or as alternative concepts to each other in the literature. Notwithstanding some of the ambiguity in previous works regarding multicultural individuals, extant research on biculturalism and multiculturalism has been valuable in providing insights into how people manage their multiple cultural identities. Sam and Berry (2006) view acculturation as the meeting of cultures (over a prolonged period of time) which result in changes that are different to the natural phylogenic processes in people, that is, changes that occur due to development. “At the group level, the change might be in either the social structure of the group, the economic base or the group’s political organization. At the individual level, the kinds of changes taking place might be in identity, values, attitudes and behavior” (Sam, 2006, p. 14). For example, acculturation to a new culture may entail individuals increasing the degree and frequency of actions and interactions in and with people from the new culture which they did not do before. Acculturation may also involve increasing knowledge about the new culture and practice in the new culture’s customs, food consumption and language use; this implies that the process of acquiring new cultures within individuals is different to phylogenic processes. Therefore, I contend that acquisition of multiple cultural identities (i.e., achieved multicultural identity; Lustig & Koester, 2006) can be gained ontogenically, thus after the basic social patterns and self-concept have been formed (Taft, 1981) or in the process of emerging adulthood (Arnett, 2002).
Acculturative Processes of Multiple Cultures
Liebkind (2001) and Snauwaert, Soenens, Vanbeselaere, and Boen’s (2003) work identified three similar but distinct models describing acculturation approaches, namely, the contact (Berry, 1980), adoption (Bourhis, Moïse, Perreault, & Senécal, 1997) and identification conceptualizations (Hutnik, 1986; 1991). Berry (1974; 1980) and Bourhis, et al.’s (1997) works proposed four acculturative orientations, namely, assimilation, integration, separation, and marginalization. Assimilation refers to individuals surrendering one’s cultural heritage and almost exclusively embracing the new culture and engaging (interacting and participating in activities) with members of new culture. Integration involves the preservation of one’s heritage culture as well as embracing then new culture and more importantly engaging with members of new culture. Separation is characterized by the preservation of one heritage culture at the detriment of engaging with the new culture. Finally, marginalization refers to situations where individuals lose cultural and psychological contact with both their heritage culture and the new culture, thus neither preserving their heritage culture nor embracing the new culture. The difference between Berry (1974; 1980) and Bourhis et al.’s (1997) conceptualization lies in the degree of contact with the new culture versus a person’s desire to adopt the new culture, respectively.
Berry’s (1974; 1980) model operates on the degree of importance one places on maintaining his/her cultural heritage and the degree of importance one places on engaging contact with other cultural groups, including members of the new host culture. In contrast, Bourhis et al.’s (1997) model operates based on the degree an individual in a new culture adopts the new host culture, namely, a person’s acceptance and belief in the new culture’s values, attitudes and goals, as well as the desire to maintain one’s membership in the new culture. The relevance of these models lies in the fact that they both assume that some type of attitudinal changes occurs in three of the acculturative orientations, the exception being the separation orientation. Specifically, Berry (1974; 1980) and Bourhis et al.’s (1997) models implicitly embody the notion of identification and internalization in the process of assimilation and integration.

Unlike Berry’s (1974; 1980) and Bourhis et al.’s (1997) model, Hutnik’s (1986; 1991) identity conceptualization of acculturation was developed to explain ethnic identity. As the name implies, it is more akin to the concept of social identification, but more precisely, it includes both personal and social identity component. Similar to SIT, membership in social groupings is central to identity conceptualization. However, Hutnik’s (1986) model further suggests that the perceptual–cognitive construct is as important as the values, attitudes, and the corresponding behavior of an identity. Similar to Berry’s (1974; 1980) and Bourhis et al.’s (1997) model, it is a bi-dimensional approach to identity and acculturation, whereby, identification with ethnic minority group and identification with majority group are two separate continua (but not completely independent; Hutnik, 1991; Phinney, Horenczyk, Liebkind & Vedder, 2001; Ryder, Alden, & Paulhus, 2000; Snauwaert et al., 2003). In other words, identification with a particular identity does not reduce the salience of other identities. Therefore as Ryder et al. (2000) suggest, the bi-dimensional perspective implies that one’s self-identity includes culturally based values, attitudes, and behaviors. At the same time, one does not incur a loss of another identity or that the new identity has to reach above a median scale level for it to be salient (see also LaFromboise et al. 1993). Rather, identification and salience of identities can occur simultaneously.
Identity Conceptualizations
Hutnik’s (1991) ethnic identity conceptualization suggests that there are four avenues in which new ethnic identity is acquired, the terms are similar to Berry (1980) and Bourhis et al.’s (1997) but it is the process that is important. Individuals can adapt themselves exclusively to the majority group and not to the ethnic minority group in a new location; this is the assimilative approach. It emphasizes majority group membership and denies ethnic minority roots; thus, the person effectively denies, forgets, and breaks ties with the culture of his/her origin in a new location, which can lead to acculturative assimilation. In contrast, a person can dissociate oneself from the majority group, thus adapt themselves exclusively to the ethnic minority in the new location. In this dissociative approach, categorization of group membership excludes the majority group where the person generally has low level of enjoyment in activities pertaining to the majority group culture, which can lead to separation. In the acculturative  approach, the individual identifies with both the ethnic minority and the majority group culture. The individual is happy to be immersed in both cultures and has high levels of enjoyment in activities pertaining to both minority and majority group culture (e.g., clothing, music, films, food), which can lead to acculturative integration. Finally, a person can identify with neither majority nor minority groups. Thus, the self may be categorized primarily in terms of other relevant social categories (e.g., student, father, professor) and there may be a conscious decision not to categorize oneself in relation to an ethnic minority or majority group. According to Hutnik (1991), this is the marginal approach toward ethnic identity. However, this marginal approach is different to Berry’s (1974; 1980) marginalization acculturation process; therefore, it does not mean that individuals lose cultural and psychological contact with their heritage and the new culture in which they are in presently.
Hutnik (1991) believes that people’s ethnic identity may come from self-definition “derived directly from what was given at birth: a race; a language; a culture; a tribe; a history of the group’s relationship with other groups in society” (p. 19). However, in modern society people have multiple group affiliations that may be emphasized or minimized according to the situation, to the extent that groups can reinforce or deny certain identities. Similar to other identity theories (Burke & Reitzes, 1981; Burke, 1991; Hogg & Terry, 2000; Lewin, 1935; Stryker & Burke, 2000), Hutnik’s ethnic identity conceptualization views the situation to be important in determining one’s ethnic identity. Also similar to other identity theories, salience of a particular ethnic identity is thought to be a function of the receiving society (e.g., positive response maintains identity—Burke & Stets, 1999; Stryker, 1980; Ward & Leong, 2006), more specifically, in terms of the numbers of members of the ethnic minority group. For example, Hutnik (1991) believes an individual’s ethnicity is more likely to be salient when the ethnic group exists as a substantial proportion in the immediate social situation (e.g., Chinese in The United States). However, if the members of the ethnic group become too few, opportunities for experiencing solidarity with in-group members also become fewer and ethnicity will be less salient. Exceptions are found in which small numbers do not diminish a group’s ethnic salience, such as when a group’s ethnicity is the target of constant prejudice and discrimination (e.g., Chinese in Indonesia).
Ethnic identity conceptualization therefore suggests that there is a degree of choice involved in acknowledging one’s ethnicity, namely, in how one places him/herself in the configuration of social relationships (Arnett, 2002; Chun, 1983; Liebkind, 2006; Turner, 1981), especially when there is potential social and political risk. Hutnik’s (1986, 1991) work suggests that when people choose to maintain a hyphenated identity (e.g., Chinese-Australian, Chinese-Indonesian, Italian-Australian, etc.) it is a strong indication that their heritage ethnic culture is maintained either through identification, internalization, and/or commitment. Furthermore, it is also viewed as one of the most constructive ways resolving the sociological and/or psychological identity dilemma for migrants, which in turn can aid integrative processes. In other words, by maintaining a hyphenated identity one is acknowledging the importance of both the heritage and new cultures.
However, it should also be noted that recent research suggests that the choice of maintaining a particular ethnic identity may not be conscious and/or solely within the control of the individual (Carbaugh, 1996; Gong, 2007; Tadmor & Tetlock, 2006; Ward, 2008; Ward & Leong, 2006). For example, when members of a host culture react negatively to an individual or particular group, the recipient of that reaction may choose consciously or unconsciously to distance oneself from his/her heritage culture’s identity. Research also indicates that adaptation to the new host culture may be limited by factors such as individual ability (e.g., lack of knowledge, lack of language skills; Carbaugh, 1996; Ward, 2008; Ward et al., 2010). At the same time if the person does not have enough knowledge and skill to function appropriately in the new host culture, the phenomenon will compound and lead to anxiety (Lee & Church, 2017).
Notwithstanding the fact that the choice of identity may not be solely within the control of the individual, there is still evidence of control since ethnic identity conceptualization suggests that individuals may functionally participate in a (host) culture but not identify with it. For example, Hutnik (1986) argued that one can have a dissociative ethnic identity with host culture and still display acculturative behavior (e.g., media preferences, language usage, style of heterosexual relationship, marriage, and choice of clothes). Snauwaert et al.’s (2003) work corroborated that people exhibit behaviors that fit the environment, context and situation but at the same time, individuals may not identify with the host culture.
Acculturative Processes of Multiple Identities
In light of existing knowledge on acculturation and biculturalism, it is logical to infer that the n-Cultural is a person who can identify, maintain salience and behave in accordance with standards of both heritage culture and new host culture, thus he or she is a bicultural individual who is at present operating either with an integrated-adoption (Bourhis et al.’s, 1997) or integrated-contact (Berry, 1980) acculturation mode. SIT and ethnic identity conceptualization further suggests that the same individual may also have additional cultural identities and/or frameworks based on other relevant social categories (Arnett, 2002; Hutnik, 1986, 1991; Ryder et al., 2000; Tadmor, Tetlock, & Peng, 2009).
If we accept the above, then it is also logical to infer that the n-Cultural functions with chronic multiple acculturative processes and strategies to manage the changes in identity, values, attitudes, and behaviors. For example, ethnic identity conceptualization suggests that it is possible for individuals to be behaviorally acculturated in two cultures (one being the heritage culture and the other new host culture), but at the same time they do not ethnically identify strongly with one of them (Snauwaert et al., 2003).1 As Hutnik (1991) and Snauwaert et al. (2003) point out that acculturative patterns are different from ethnic identification patterns; thus although related, they are orthogonal concepts. Stated in another way, an individual can behave in accordance with standards of his/her heritage culture, identify and maintain salience of his/her heritage culture as well as display (contact-integration) acculturative behavior in the host culture, but not ethnically identify with the new host culture (see also Gordon, 1964; Simmel, 1950).2 The ethnic identification’s marginal approach suggests that one can identify with self-selected multiple groups (Arnett, 2002; Hutnik, 1986, 1991; Ryder et al., 2000; Tadmor et al., 2009). Cross-cultural work on self-construals (Pekerti & Kwantes, 2011) has documented that people can maintain dual self-construals, such as having both high and salient independent-interdependent self-concepts since they are orthogonal (Cross, Bacon, & Morris, 2000; Singelis, 1994).
For example, there is empirical support for the existence of individuals who do not identify with their new host culture, but rather choose to identify with elements in the host culture according to their preferences. The literature suggests that these are “marginal-individualists” (Bourhis et al., 1997; Moghaddam, 1992, as cited in Tadmor et al., 2009) and have been found to function well in society. It is important to make a distinction between the marginal-individualist as described by Tadmor et al. (2009) compared to acculturative marginalization in Berry’s (1974, 1980) and Bourhis et al.’s (1997) model. The marginal-individualist, according to Tadmor et al.’s (2009) model, is neither a person who has separated (psychological and/or engagement) from one’s heritage culture or the new host culture as described by Berry (1974, 1980) and Bourhis et al. (1997), nor cosmopolitans who are individuals who do not identify with the new host culture (Gillespie, McBride, & Riddle, 2010). The marginal-individualist is one who identifies with self-selected cultures (Arnett, 2002), thus may have self-selected multiple identities that are strong (Phinney et al., 2001; Snauwaert et al., 2003). In fact, Tadmor et al. (2009) suggest that marginal-individualists maybe biculturals who have higher capacity for cognitive and integrative complexity. Specifically, “the process of choosing one’s own values likely requires active cognitive effort that might lead such individualists toward greater integrative complexity. Such individuals may represent a bicultural personality type that self-consciously seizes control of its own acculturation process” (Tadmor et al., 2009, p. 134), or in the context of the present discussion—n-Culturals.
Other Social Categories That Serve as Identity Frameworks
SIT and ethnic identity conceptualizations suggest that there are other relevant social categories that can serve as structures for identity, including profession, religion, and ideological beliefs (American Psychological Association, APA, 2002; Arnett, 2002; Hutnik, 1986, 1991; Ryder et al., 2000; Snauwaert et al., 2003; Tadmor et al., 2009). It is, therefore, important to discuss these other relevant social categories since they may significantly affect an individual’s values, attitudes, and behaviors in work environments.
Ryder et al.’s (2000) work point to the notion that a person can be bicultural without having cultural and/or national identities as being salient components of their self-schema. This bi-dimensional view of acculturation corroborates that although for some, cultural and/or national identity is central to their identities, for others may strongly identify with factors such as occupation, religion, or ideologies, including interests. More importantly, Ryder et al. (2000) argued, “Individuals are capable of having multiple cultural identities, each of which may independently vary in strength” (p. 50). Other scholars complement this perspective and assert that every social domain such as work and family possesses its own distinctive norms and values (Fiske & Tetlock, 1997); therefore, they can be considered cultural microcosm. Ashforth and Mael (1989) had coined these social domains as cultural social categories.
Taken together, the above discussion suggests that there are social domains that contain significant structures to have its own distinctive norms and values. One of the most prominent examples of such a social domain and thus cultural microcosm is religion. Numerous scholars agree that the literature is still deficient with empirical works that present religion as a cultural entity (Brammer, Williams, & Zinkin, 2007; Fiske & Tetlock, 1997; Ryder et al., 2000) or foundations of cultures (APA, 2002; Vieten et al., 2013). In contrast, other works have conceptualized religion as an ethnic grouping that derives a distinctive identity and affiliation (Lustig & Koester, 2006; Phinney et al., 2001; Stryker & Serpe, 1982). Lee, Blando, Mizelle, and Orozco’s (2007) work corroborates this view; their findings suggest that for some bicultural individuals, religion helps them to behave, since its values and norms serve as a guide, for interpreting phenomena and behaviors, that is, a cultural framework.
Lee et al. (2007) expanded that religion, spirituality, and its related activities such as the church is as a source of self-esteem for African-Americans, including the source of role models. This supplements the view that religion is an important factor and source of a person’s identity (Vieten et al., 2013), since it is both a source of personal and social identity. For example, Johnson (1985) found that Italian Americans were frequently compared to Protestants rather than another specific ethnic group; the point is, differences between Italians and other groups might be more related to differences between Catholicism and Protestantism rather than between Italian versus other national groups, respectively. In summary, there is evidence that identification with social groups and national identity are different concepts; however, it is accepted that identification with the majority group, social groups, and/or ethnic groups can contribute to the development of national identity (Gong, 2007; Phinney et al., 2001); thus, it follows that possessing an ethnic identity can contribute to one being bicultural (Hutnik, 1991) or multicultural.
Central to the conceptualization of the n-Cultural is accepting the idea that multicultural identity is composed of both cognitive and sociocultural dimensions of culture (Navas, Rojas, Garcia & Pumares, 2007; Ward & Kus, 2012). Moreover, a contribution that the conceptualization makes to the field is introducing the idea that one of the advantages being multicultural is derived through one’s ability to balance the saliences of multiple cultures. For example, Ward’s (2013) work documented a “balancing” acculturation strategy that is used by Islamic adolescents in New Zealand to help them integrate to New Zealand society. Balancing involves negotiating identities within a new culture that enables individuals to maintain their heritage culture while at the same time acquiring new identities in the new culture. The ideas that form the foundation of a more nuanced theory of multiculturalism n-Culturalism— includes knowledge, identification, internalization, and commitment, which is based on the heterogeneous end of multicultural identity, the n-Cultural.
In the following chapters of this monograph, I present this nuanced perspective of multiculturalism by discussing the construct in relation to the cognitive strategies and behavioral outcomes involved in balancing multiple identities within one person. In particular, Chap. 4 further expounds n-Culturals as nuanced multicultural individuals, which comprise the necessary interdependent elements of knowledge, identification, internalization, and commitment to (KIIC) more than two cultures. A model depicting KIIC and a taxonomy of individuals who live with confluence of two or more cultures are presented. Chapter 4 also presents a figure illustrating the exponentially increasing degree of complexity in n-Culturalism.
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Footnotes
1Snauwaert et al., (2003) compared the three acculturation conceptualization (contact, adoption, identification) between two ethnic samples in Belgium and found that the integration strategy was the most used approach according to the contact conceptualization; however, separation was the most used approach according to the adoption and identification conceptualization. Their findings show that Turkish and Moroccans in Belgium: (a) were willing to have contact/good relations with Belgians but not identify with Belgian culture, (b) were willing to have contact and have positive engagement with Belgians but not adopt with Belgian culture, and (c) 75–80% had separationist identification strategy. Note: Morocco is predominantly Muslim (98.7%), Turkey is predominantly Muslim (99.8%), and Belgium is 75% Roman Catholic. Thus only a small percentage exhibited acculturative ethnic identity. This suggests that the participants were not bicultural per Benet-Martínez and her colleagues’ (2006) definition of biculturalism.

 

2Gordon (1964) found that assimilation in American life often precedes and may occur independently of identification assimilation, i.e., ethnic groups tend to be absorbed into the majority culture in terms of behavior and attitudes long before they are willing to drop the labels of their birth ethnic identity. This is not unlike Simmel’s (1950) conclusion that people can live up to different expectations and still preserve an inner core.
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Abstract
The n-Cultural is a nuanced conceptualization of multicultural individuals, which comprise the necessary interdependent elements of knowledge of cultures and identification with multiple cultures, internalization of the values, attitudes, beliefs and behavioral assumptions of these cultures, and commitment to maintain the multiple identities, values, attitudes, beliefs and goals, as well as the desire to maintain one’s membership in these cultures. In this chapter, I discuss each of these knowledge, identification, internalization, and commitment (KIIC) elements in detail in relation to a model depicting KIIC and a taxonomy of individuals who live with confluence of two or more cultures. This chapter also presents a figure illustrating the exponentially increasing degree of complexity in n-Culturalism.
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n-Cultural is a nuanced conceptualization of multicultural individuals, which comprise the necessary interdependent elements of knowledge (K) of cultures and identification (I) with multiple cultures, internalization (I) of the values, attitudes, beliefs and behavioral assumptions of these cultures, and commitment (C) to maintain these identities, values, attitudes, beliefs, and goals, as well as the desire to maintain one’s membership in these cultures (Pekerti & Thomas, 2016). The complementary byproduct of these elements affords n-Culturals to be creative synthesizers and develop skills to function effectively in work and non-work environments. Figure 4.1 illustrates a model of the necessary constituent elements of n-Culturalism (Pekerti & Thomas, 2016). Each element is an independent component of multiculturalism that tends to synergize at the heterogeneous end of the multiculturalism continuum, that is, the n-Cultural. I discuss each of these elements in the following chapters.[image: ../images/467893_1_En_4_Chapter/467893_1_En_4_Fig1_HTML.png]
Fig. 4.1Constituent elements of n-Culturalism. Note The elements of knowledge, identification, internalization, and commitment are all necessary but independently; they are insufficient components of multiculturalism. All elements have to be present within the individual and function interdependently in relation to two or more cultures (Pekerti & Thomas, 2016, p. 108)



Cultural Knowledge

As1
 shown in Fig. 4.1, knowledge of culture(s) is the underlying foundation of n-Culturalism (Pekerti & Thomas, 2016). Knowledge is a prerequisite of identification, internalization, and commitment. In general, cultural knowledge consists of systems of values, attitudes, beliefs, and behavioral meanings shared by members of a social group (society) and learned from previous generations. This cultural knowledge may be gained through active and passive mechanisms. While culture itself is a group-level construct, it exists at the individual level within the knowledge systems of individuals. Culturally different individuals learn different sets of values (Erez & Earley, 1993), which develop into cognitive frameworks or schemas that are used to help organize and process information about various situations (Bennett, 1993; Fiske & Taylor, 1991). These knowledge systems are complex, and the specific elements that are brought to mind are related to the cognitions made salient by the task at hand (Fu, Morris, Lee, Chao, Chiu, & Hong, 2007; Hong, Morris, Chiu, & Benet-Martinez, 2000; Oyserman & Lee, 2007). Individuals with mixed ethnicities or who have lived in more than one country, those reared in a multicultural environment, and those in multicultural relationships all have opportunities to gain knowledge of more than one culture (Padilla, 2006; Hall, 2005). It is important to acknowledge here that cultural knowledge is not a random collection of facts, but an organized set of beliefs that are related to each other and to the environment in which they were internalized (Thomas et al., 2008).
Research on frameshifting indicates that individuals who have knowledge of multiple cultures tend to actively conform to differing cultural norms depending on which cultures are primed (e.g., Fu et al., 2007) to fulfill the need for validation in that culture and/or need for closure. For example, Hong Kong-Chinese undergraduate students (serving as a proxy for individuals who have knowledge of Chinese and Western norms) with a high need for closure were found to endorse the equity (vs. equality) rule when American culture was primed (Fu et al., 2007), thus following the American norm and tendency toward equity behavior (Fu et al., 2007; Leung & Bond, 1984). Study participants were primed using a series of images corresponding to the experimental manipulation: Control primes were images of cloud formations; American culture and Chinese culture primes were iconic images (e.g., country flags, popular characters, and well-known landmarks) of American and Chinese cultures, respectively (Fu et al., 2007, p. 202).
These findings (Fu et al., 2007) also corroborated Hong and colleagues’ works (cited in Hong, Morris, Chiu, & Benet-Martinez, 2000) in which Hong Kong-Chinese undergraduate students (serving as a proxy for individuals who have knowledge of Chinese and American cultures) made causal attributions consistent with American culture (internal attributions) when priming American knowledge and consistent with Chinese culture (external attributions) when priming Chinese knowledge. The prime in Hong and colleagues’ works (e.g., Hong, Chiu, & Kung, 1997) included American icons, such as the US flag, Superman, Marlyn Monroe, and the Capitol Building in Washington D.C., and Chinese icons, such as Chinese dragon, Stone Monkey, Chinese opera singer, and the Great Wall. It is important to note that a distinction between Fu et al.’s (2007) sample and Hong et al.’s (2000) sample is that Fu et al.’s student population was presumed bicultural because they were from Hong Kong, whereas Hong et al.’s student population self-reported that they were bicultural. Hong et al.’ (2000) sample consisted of:China-born Californian college students who had lived at least five years in a Chinese society and at least five years in North America before attending college. … Results revealed that these participants recognized and were influenced by American and Chinese cultural icons in similar ways as were the members of the Hong Kong bicultural group (proxy for individuals who have knowledge of Chinese and Western culture) (Hong et al., 2000, p. 714, italics added).



The crucial point in the findings from the Hong et al.’s (1997, 2000) and Fu et al.’s (2007) studies is that knowledge of each of the cultures (i.e., American and Chinese cultures) must be present for the individuals to be able to switch to different cognitive processing patterns. In the Hong et al. (2000) study, the knowledge of other cultures was gained by first-hand experiences of living in Chinese and American culture, whereas in the Fu et al. (2007) study, knowledge was gained in a relatively Westernized society. I argue that acquired knowledge leads to some degree of familiarity with the culture, which is a prerequisite for identification with it. In short, multicultural individuals have the opportunity of more than one option for identification, while truly parochial individuals may not be aware of other options.
Identification

An individual’s identity has two components: personal identity (e.g., physical attributes, psychological traits, abilities, and interests) and social identity (salient group classifications). The social part of our identity is derived from the groups to which we belong. Therefore, it is marked by “that part of an individual’s self-concept that derives from his knowledge of his membership of a social group(s) together with the value and emotional significance attached to that membership” (Tajfel, 1981, p. 255). Identities can be either ascribed (involuntary possession) or achieved (voluntarily chosen). Ascribed identity is automatically attained, such as being born in a particular country or into a particular ethnic group. Achieved identity is a conscious state derived from active cognitive appraisal, and from self-awareness that is achieved either through collective experience with a membership group (e.g., profession or religion), or individually realized perceptions of social identity (Germain, 2004; Lustig & Koester, 2006).
Humans tend to strive for positive distinctiveness through their membership in a particular social category (Tajfel, 1981), for example, age, gender, religious affiliation, organizational membership, and culture. To achieve this objective, individuals engage in a process of self-categorization, relying on salient or contextually relevant cues that will define membership in the in-group and out-group. In sum, social categorization provides individuals with a way to define others as well as to position themselves positively in a social environment (Ashforth & Mael, 1989), including culture.
Recent views of identity as a construct suggest that an individual’s identity is stable, multifaceted, driven by internal cognitive mechanism and external social structure that are meaningful to the individual and others in his/her environment. As discussed earlier, the first component of the mechanism refers to the internal dynamics of self-processes, whereas the second comprises social structures, which include cultural norms. If the identity is internalized, as discussed below, this self-categorization influences subsequent social behavior (Bochner, 1981; Ellemers, Spears, & Doosje, 2002; Stryker, 1980; Tadmor &Tetlock, 2006; Verkuyten & Pouliasi, 2006).
Social identification requires processing of information or knowledge about the self and about the relevant group(s) in a situation, about the degree of affinity with the group(s), and about the degree of fit with the situation. This knowledge determines the degree of salience of a particular identity. Thus, knowledge and the ability of individuals to identify with more than one cultural group are central to the idea of multicultural identity.
The relevance of social identity for n-Culturalism lies in the fact that, like cultural knowledge, identification is a necessary component for the integration process of multiple cultures. For example, in terms of Berry’s (1990) four acculturation strategies, social identity is a crucial part of the underlying processes in integration, assimilation, separation, or marginalization. In the absence of identification with the culture(s) to which a person has been exposed, integration cannot occur. However, it is important to note that the presence of identification does not imply similar levels of identification with all cultures with which one has knowledge, nor does it imply that more than one culture has been internalized to the extent that it predominates as a source to guide cognition and behavior. Instead, the notion of identification exists on a continuum, from no identification to high levels of identification.
Internalization

Some scholars (e.g., Ashforth & Mael, 1989; Reichers, 1985; Wiener, 1982) have differentiated social identification from internalization, in that identification is a perceptual–cognitive construct of being linked to a group without demonstrating the associated behaviors that contribute to group goals. Thus, an individual can identify with a group and experience group successes or failures without internalization, whereby internalization is deep personal acceptance of values, beliefs, and attitudes that guides one’s behaviors, feelings, and thoughts (Ashforth & Mael, 1989). Stryker and Burke (2000) suggest that individuals can have as many identities as networks of relationships in which they hold and value membership, however, only when the identities are internalized may they act as cognitive schemas that help interpret events and guide actions by increasing receptivity to behavioral cues in a given situation (Lewin, 1935; Stryker & Burke, 2000). For example, the research on frameshifting by Hong et al. (2000) highlighted that situational cues can make a particular internalized identity salient, but if and only if the knowledge about that identity(ies) are present. At the same time, while an individual might identify with a particular group, this cultural identification only becomes a guide to cognition and behavior if it has been internalized.
Commitment


The fourth element of n-Culturalism is the extent to which individuals are committed to their various identities. Reichers (1985) and Wiener (1982) explained that commitment relates to the concept of group identification through an evaluation of the strength of a person’s belief in and acceptance of the groups’ goals and values, his or her degree of willingness to exert effort on behalf of the group, and his or her level of desire to maintain membership in the group. Therefore, apart from encompassing both attitudinal and behavioral components, commitment involves consistency of conscious and/or unconscious effort regarding attitudes and behaviors.
According to Stryker (1980), the denser one’s ties (i.e., higher number of connections) in a particular domain, the more committed one is to that identity. However, I contend that the depth and quality of relationships may be as important as the number of people with which one is connected when one determines the value of investing (i.e., time and effort) into a particular identity.
Stryker (1980) contends that commitment to a particular identity involves a trade-off between losing and maintaining important relationships based on one’s choice to sustain that identity (Stryker & Burke, 2000). Thus, there is some degree of evaluation between how committed one is to a particular identity and how others in the social situation respond to the identity (Stryker, 1980; Ward & Leong, 2006). If others in a social situation respond positively to a particular identity, then that identity is affirmed and salience is maintained (Burke & Stets, 1999). However, if others do not respond positively, then the salience of the identity may diminish in an attempt to maintain relationships. Commitment is important because the degree of salience of an identity is in part dependent on how committed one is to that cultural identity.
From a bidimensional acculturation strategy perspective (Berry, 1990) and recent work on its measurement (Navas, Rojas, Garcia, & Pumares, 2007; Ward & Kus, 2012), the concepts of internalization and commitment, combined, as I discussed in this monograph, may explain the process of integration. In other words, internalization is the cultural integration processes associated with attitudinal preferences, whereas commitment is the cultural integration associated with behaviors. Therefore, I argue that the integration of two or more cultures in a person involves the person accepting values, attitudes, beliefs, and behavioral assumptions of the two or more cultures, plus actions or actual behaviors that maintain one’s membership in the two or more cultures. I also emphasize that commitment involves added dimensions of attitudinal and behavioral consistency characteristics involving psychological, sociocultural, and interpersonal processes (Ryder, Alden, & Paulhus, 2013), which are indicative of the strong link between attitudes and behaviors (Ajzen, 1991; Ajzen et al., 2009).

Based on the previous discussion, I suggest that multiculturalism involves knowledge of, identification with, internalization of, and commitment to two or more cultures. The magnitude to which these elements exist within individuals indicates individuals’ particular orientations toward their multicultural existence on a continuum (discussed in the next section). While these elements operate in concert, disaggregating them allows the construction of a model of multicultural individuals, which highlights the influence of the underlying mechanisms.
Multiculturalism Continuum

Previous classifications of multicultural individuals have relied on establishing multicultural types based on the presence or absence of some characteristic or along a set of dimensions. While these typologies call attention to the idea that there are many ways to experience multiculturalism, they are conceptually flawed in that they often confuse types of multiculturalism with indicators of multiculturalism (see Benet-Martínez, 2012); or they exclude some individuals with multiple cultural identities from the classification as well as fail to consider the interaction of two cultures (see Liao & Thomas, 2009; Rudmin, 2003). I label the following classification a ‘continuum’ because each multicultural identity exists at a point on the range of multiculturalism dimension based on the magnitude to which the subordinate elements are present. Therefore, each category is not a discreet type but an example based on an inflection point on the range of Mono2- to n-Culturalism. Table 4.1 illustrates a taxonomy of individuals who live at the intersections of two or more cultures, inclusive of individuals identify, internalize and are committed to only one culture.Table 4.1Taxonomy of individuals who live at the intersections of two or more cultures (inclusive of individuals identify, internalize and are committed to only one culture)


	 	Knowledge of other cultures
	Identification with 2 cultures
	Identification with > 2 cultures
	Internalization of 2 culturesa
	Internalization of > 2 culturesa
	Salience of 1 cultureb
	Salience of 2 cultures
	Salience of > 2 cultures

	 	 	 	Cognitive commitment
	Behavioral commitment
	Cognitive commitment
	Behavioral commitment
	 	 	 
	Mono-culturals
	✓
	–
	–
	–
	–
	–
	–
	✓
	–
	–

	Pseudo-Cosmopolitans
	✓
	–
	–
	–
	–
	–
	–
	✓
	–
	–

	Sympathizers
	✓
	✓
	✓
	–
	–
	–
	–
	✓
	–
	–

	Chameleons
	✓
	✓
	✓
	–
	✓
	–
	✓
	✓
	–
	–

	Bi-culturals
	✓
	✓
	–
	✓ A, B
	✓ C, D, E, F
	–
	–
	–
	✓
	–

	Multi-culturals
	✓
	✓
	✓
	✓ A, B
	✓ C, D, E, F
	✓ A, B
	✓ C, D, E, F
	✓
	✓
	–

	n-Culturals
	✓
	✓
	✓
	✓ A, B
	✓ C, D, E, F
	✓ A, B
	✓ C, D, E, F
	–
	✓
	✓


Key
aThe cognitive and behavioral commitment criteria for Bi- and Multi-culturals are not in the current operationalization within existing literature
bSalience is the degree of importance of an identity, and it is dependent on how committed one is to the identity(ies)
Cognitive Commitment
A—Accept attitudes, values, and goals
B—Desire to maintain membership
Behavioral Commitment
C—Exert effort for identity
D—Behaving according to norms of group
E—Time spent in activities related to multicultural identities
F—Strong ties and/or large number of ties (Italics suggest that these ties may not exist for all cultural identities)
Source Pekerti, Vuong, & Napier, 2017, p. 233





Mono-culturals

In the present day, globalized environment, it may be inconceivable that truly parochial people without any knowledge of other cultures exist. At the same time, however, there are certainly large numbers of individuals with little or superficial (stereotypic) knowledge of other cultures. Moreover, if we add those individuals who have had exposure to and learned about other cultures, but do not identify with, internalize, and/or are committed to another culture, as I will discuss below, this category potentially becomes quite large. Therefore, I view Mono-culturals as individuals who are predominantly regulated by one cultural knowledge structure; consequently, they do not have any psychological and/or sociocultural attachment to other cultures. Notwithstanding the topic of discussion, it must be noted that no positive and/or negative value judgment is placed and/or associated with any of the categories described on the n-Culturalism continuum.

Pseudo-Cosmopolitans

Some individuals may have acquired large amounts of multicultural experience, as well as very sophisticated understanding of other cultures. However, despite having deep knowledge of another culture, these individuals maintain cultural independence by identifying with and internalizing only one culture (Gillespie et al., 2010; van Oudenhoven, 2006), or they do not pledge allegiance to any other culture than their birth culture (McEwan & Sobre-Denton, 2011). I call these individuals Pseudo-Cosmopolitans because of their somewhat superficial cultural identification combined with broad cultural knowledge. Similar to Mono-culturals, Pseudo-Cosmopolitans’ behaviors are guided by one cultural knowledge structure and they have no psychological attachment to other cultures despite their wide range of knowledge of other cultures. However, due to their multicultural experiences, they may very well be able to exhibit behavioral (sociocultural dimension) components or ability to successfully function in novel cross-cultural encounters.

Sympathizers

Based on the previous discussion, I argue that it is possible for an individual to identify with a culture but not to internalize it. Further, it is also possible for a person to identify with a culture and not be committed to the culture’s values, prevailing attitudes, and sociocultural norms. For example, Snauwaert et al. (2003) found that one could exhibit appropriate social behavior and yet neither identify nor internalize an identity. Based on the empirical operationalization of a multicultural identity (e.g., Benet-Martínez & Haritatos, 2005; Benet-Martínez et al., 2006), those who can only exhibit appropriate social behavior (sociocultural dimension) cannot be classified as multicultural individuals if they do not identify with and internalize the two cultures. I argue that these individuals only sympathize with other cultures, since they do not necessarily internalize more than one culture. Unlike Mono-culturals and Pseudo-Cosmopolitans, Sympathizers may have psychological attachments to multiple cultures, but their behaviors are mainly guided by one set of cultural knowledge structures.

Chameleons

Individuals with knowledge of other cultures and the ability to mimic the associated behavior might be most appropriately called cultural Chameleons. In other words, the ability to exhibit behavior associated with more than one culture neither indicates internalization nor commitment to more than one culture and may not even require identification with the culture. For example, being able to speak a foreign language does not necessarily imply acceptance of or behaving according to the values and attitudes of the culture that the language comes from. I do, however, acknowledge that being able to speak another culture’s language may reflect some commitment, and language usage may facilitate the salience of an identity that in turn serves as a cue for thoughts and actions (Liebkind, 2006; Verkuyten & Pouliasi, 2006). However, effort exhibited in learning and speaking the language of a culture is not sufficient to infer the internalization or identification of that culture. Similar to Sympathizers, Chameleons may have psychological attachments to multiple cultures and display behaviors that are appropriate in different cultural situations, including commitment; however, they may not have accepted the values, attitudes, and behavioral intentions reinforced in another culture.

Bi-culturals

The psychology literature has generally settled on the idea that bi-cultural and multi-cultural individuals can be defined as having been exposed to and having internalized two cultures (Benet-Martínez, 2012; Hong et al., 2000). Although some literature uses the term bi-cultural and multi-cultural interchangeably (Benet-Martínez, 2012; Nguyen & Benet-Martinez, 2010), this n-Culturalism taxonomy does not use the term bi- and multi-cultural interchangeably. Past research acknowledges that a Bi-cultural is someone who identifies with and internalizes two cultures to a significant degree (Benet-Martínez, 2012; Nguyen and Benet-Martínez, 2010). Therefore, Bi-culturals operate with additional frameworks compared to Mono-culturals based on their knowledge of cultures, identification, and internalization, but not with more than two cultures, whereas Multi-culturals may do so.

Multi-culturals (True Cosmopolitans)
Multicultural individuals have knowledge of, identify with, have internalized, and are committed to more two cultures, and have additional elements associated with another culture but not all four KIIC elements. The existence of all four elements, while previously not identified as constituent elements of the multicultural individual, is consistent with current definitions of individuals with multiple cultural identities (Benet-Martínez, 2012; Brannen & Thomas, 2010). Previous research (Fitzsimmons, 2013) has suggested that these individuals manage their potentially conflicting identities in one of four ways by either prioritizing, compartmentalizing, aggregating, or hybridizing these identities, depending on the extent to which one identity is dominant and the extent to which the identities are integrated. In this framework, individuals who have integrated aspects of many cultures into their identity (so-called hybrids) are similar to contemporary views of True-Cosmopolitans (McEwan & Sobre-Denton, 2011; Schiller, Darieva, & Gruner-Domic, 2011; van Oudenhoven, 2006). This perspective is consistent with findings that some individuals with multiple identities shift frames (Cheng, Sanchez-Burks, & Lee, 2008), that is, they take on the characteristics of one or other of their identities in response to situational cues, whereas others are guided primarily by one set of cultural knowledge structures even though they have internalized multiple cultural identities (Roccas & Brewer, 2002). As discussed below, this conceptualization of multicultural identity explains outcomes associated with culture-specific aspects of multiple identities, but not with more general aspects of cognition and behavior.

n-Culturals

Similar to Multi-culturals, n-Culturals possess knowledge of, identify with, have internalized, and are committed to more than two cultures. The “n” in “n-Cultural” refers to any number (of cultures) that can increase or decrease; therefore, n-Culturals mean any number of cultures depending on an individual’s capacity and abilities. An important additional element is the extent to which these multicultural individuals have developed the metacognitive ability to simultaneously maintain saliences of multiple cultures. This conscious salience is in part a by-product of the combination of the four constituent elements, where activities associated with each element continually activate and maintain the salience of these multiple cultures beyond simple informational access and automatic functions. The ability for multiple cultures to be salient simultaneously is an under-explored dimension of multiculturalism. That is, to what extent can an individual maintain long-term salience and commitment to multiple sources of identity?
The central issue is that the process of maintaining commitment to multiple cultural identities involves active cognitive effort. This effort involves reconciling the potentially conflicting values, attitudes, beliefs, and assumptions about appropriate behavior associated with different identities. This cognitive activity results in higher cognitive complexity (Lakshman, 2013; Tadmor, Tetlock, & Peng, 2009) consistent with what has been called cultural meta-cognition (Thomas et al., 2008, 2012). In this way, n-Culturals may be better able to harness their multiple selves by creatively integrating their identities to influence their behavior. This ability to actively and consciously manage their multiple identities is the distinctive feature of n-Culturals. It is the ability to access and harness internalized knowledge and cultural skills, and manifest appropriate behaviors for a given situation that differentiate n-Culturals from other types of multicultural individuals. From a bidimensional acculturation strategy perspective (Berry, 1990), the n-Cultural uses an integrated strategy in the sense that he or she values both his/her heritage and the new culture(s). However, the n-Cultural has also developed the ability to consider different options and degrees of cultural values and behaviors that can be preferred and adopted at the same time, depending on the situation (Navas et al., 2007) without switching frames and/or compartmentalizing. Therefore, I assert that n-Culturals further possess the ability to maintain the saliences of multiple cultural values simultaneously (S), in addition to having knowledge of, identification with, internalization, and commitment to two or more cultures (KIICS). I also propose that the degree of complexity required to manage more than three cultures becomes exponentially higher compared to only two or three cultures. The skill possessed by n-Culturals to manage this high degree of complexity is what makes them the epitome of multiculturalism and places them at extreme end of the multiculturalism continuum (see Fig. 4.2 illustrating the exponentially increasing degree of complexity in n-Culturalism).[image: ../images/467893_1_En_4_Chapter/467893_1_En_4_Fig2_HTML.png]
Fig. 4.2Exponential degree of complexity of n-Culturalism



In the next chapter, I explore the reality that n-Culturals, despite being advanced on the multiculturalism continuum, still face the same challenges that all individuals on the multiculturalism continuum faces. The dark side of n-Culturalism mostly stems from adjustment processes and exogenous factors that are beyond one’s control. The n-Culturals’ capacities and abilities qualify them to be located on the extreme end of the multiculturalism continuum. However, I acknowledge that these challenges present a double-edge set of experiences for n-Culturals in that the challenges serve to develop the individuals if they succeed in dealing with the challenges. In Chap. 6, I present a hypothetical n-Cultural named Isacc who manages the challenges of being an n-Cultural and at the same time developing n-Cultural skills, abilities which are closely intertwined with resilience to maintain his n-Culturalism.
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Footnotes
1The following sections regarding the elements of the n-Culturals have been adapted from ideas presented in Pekerti and Thomas (2016).

 

2Hereforth, within this monograph, I have changed the convention of “monocultural(s)” to Mono-cultural(s), “bicultural(s)” to Bi-cultural(s), and “multicultural(s)” to Multi-cultural(s) to mark a point in this monograph where I differentiate existing terms in multiculturalism from my new conceptualizations, that is, n-Culturalism.
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Abstract

Being multicultural has advantages and disadvantages. The advantages emanate from the multiple cultural experiences gained and skills developed from these experiences. The disadvantages mostly originate from challenges faced in the process of developing multicultural skills, adjustment processes, and some exogenous factors that are beyond the multiculturals’ control. In this chapter, I discuss the advantages and disadvantages of being multicultural. Due to n-Culturals’ capacity and ability identify with, internalize and maintain saliences of more than two cultures, n-Culturals are presented as the extreme end of the multiculturalism continuum with additional capabilities of maintaining simultaneous multicultural identities and saliences of multicultural frameworks.
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Having established n-Culturals as individuals who exist on the heterogeneous end of the multiculturalism continuum with the metacognitive ability to simultaneously maintain the salience of multiple cultures and thus utilize this capacity to manifest appropriate behaviors for a given situation, I assert that individuals who live at the intersections of two or more cultures will face challenges because of their multicultural experiences, especially those on the higher end of multiculturalism continuum (see Table 4.​1 and Fig. 4.​2) who have not developed such capacities and abilities. Thomas, Brannen, and Garcia’s (2010) work suggest that similar to n-Culturals, there are people who can master their multicultural experiences and subsequent behaviors in different cultural situation; these individuals are viewed as interculturally astute boundary spanners (Pekerti & Thomas, 2016). The moniker, “boundary spanners” has been used to describe a positive attribute of being able to mediate between groups of people from different cultures thus building bridges between people of different cultures. Other characteristics attributed to boundary spanners include collaborative, creative, culturally intelligent, dignified and trustworthy—thus the positive outcomes of being a boundary spanner and n-Cultural. Nevertheless, from the n-Culturals’ lens, one of the implications of a boundary spanner is that the individual is crossing some kind of boundary(ies). Extant works suggest that within groups and at the level of societies, boundaries that exist between groups and societies serve important purposes, such as reducing uncertainty and/or providing security for members of a community (Aldrich & Herker, 1977). Therefore, people who cross these boundaries, may not always be perceived positively, because the boundary spanners threatened the certainty and security of those within the boundaries—thus there is a negative/dark edge of being n-Cultural. In this chapter, I introduce Optimal Distinctiveness Theory (Brewer, 1991) and continue to use social identity theory (Tajfel, 1981) to explain how n-Culturals, who are the on the heterogeneous end of multiculturalism and well-balanced individuals, will still face challenges when they cross boundaries.
I argue that one of the negative edges of being a Multi-cultural and/or n-Cultural individual is being viewed as an outgroup member of a community or organization for a number of reasons. For instance, established members in an organization who may be members of the mainstream group and/or “non-boundary spanners” may perceive a boundary spanner as an outgroup member and, this a threat, especially if the Multi-cultural and/or n-Cultural individual is perceived to have something that raises his/her status within the organization (Ellemers, Spears, & Doosje, 2002; Ward & Leong, 2006). For example, an n-Cultural will have multicultural experiences; those experiences may be in nations that are considered important for the task at hand thus increasing the perceived value of n-Cultural. Therefore, I pose the question: How do Multi-culturals and n-Culturals navigate through and take advantage of their multiculturalism?
A further challenge for people who are culturally intelligent, creative, and stereotypically unconstrained is that they typically do not fit in a box or a clear category, and, as a result, threaten non-boundary spanners. The perceived threats felt by others with regards to the Multi- and n-Culturals boundary spanners are then internalized to the extent that the Multi- and n-Culturals may end up being alienated and/or stigmatized (Crocker, Major, & Steele, 1999). For example, Bochner (1981) points out that there are few individuals who will know all aspects of one’s own culture, “paradoxically, a person usually does not become aware of the gaps in his/her knowledge of his own society until he comes in contact with members of other cultures” (Bochner, 1981, p. 13). As such, n-Culturals, as boundary spanners, may also present a threat to individuals and/or groups (in-groups) if in-group members and non-boundary spanners’ knowledge is challenged or perceived as challenged (van Acker & Vanbeselaere, 2011).
Researchers have documented positive aspects of boundary spanning activities and acknowledged that “positive consequences [of boundary spanning] may outweigh the negative consequences and help both the expatriates and MNCs to achieve their global and local objectives.” Examples of positive consequences include collaborative, creative, culturally intelligent, dignified, and trustworthy. (Au & Fukuda, 2002, p. 295; see also Butler, Zander, Mockaitis, & Sutton, 2012; Hong, 2010; Thomas, 1994; Yagi & Kleinberg, 2011 for similar perspectives). However, extant works tend to note negative aspects associated with boundary spanning, thus posing a practical question: How do Multi- and n-Culturals do their jobs in new environments, such as during foreign assignments? This question still has not been thoroughly addressed (Caliguiri, 1997). This chapter, therefore, discusses the unpleasant side (Blazejewski, 2012) and struggles faced by Multi- and n-Culturals, as well as positive consequences of boundary spanning.
I contend that current thinking on cross-cultural experiences, including overseas assignments, should consider the cognitive and behavioral experiences of individuals, as well as the interactions between these elements especially amongst those who possess diverse identities, such as Multi- and n-Culturals. In short, the literature needs to provide a nuanced perspective to discuss how these individuals manage and master the struggles that arise from exposure to different cultural experiences (Kreiner, Hollensbe, & Sheep, 2006; Sparrow, 2000; van Laer & Janssens, 2011; Vora, Kostova, & Roth, 2007), including cognition (Lakshman, 2013), acculturative stress (Berry, 2006; Berry & Annis, 1974; Berry, Kim, Minde, & Mok, 1987; Rudmin, 2009), and ethno-cultural identity conflict (Cruz & Blancero, 2017; Ward, 2008).
This monograph has presented the role of acculturation and how it influences the n-Culturals. Other experts on acculturation, attune to different aspects of acculturation, for example, Ward, Bochner, and Furnham (2001) claim that the process of acculturation, thus degree of socialization into a new culture, involves both psychological and sociocultural adjustment processes into the new culture. Psychological adjustment refers to adaptation as measured through assessments of mental health particularly in affective dimension and overall well-being of the individual. It is best interpreted within a stress and coping framework, and may be measured in a variety of ways, such as satisfaction with life in the new culture. In other words, rather than a biological medical model, psychological adjustment is a psychosocial dimension that deals with how individuals handle stress and manage this strain. When managing the strain associated with adjustment is successful, the person’s mental health is positive, whereas when one does not handle the strain very well the person’s mental health suffers.

Sociocultural adjustment relates to a behavioral repertoire of social skills and culture learning (increasing knowledge about the new culture) and cultural competence (including the degree and frequency of interaction with people from the new culture and practice regarding the new culture’s customs, food and language). Typically, sociocultural adjustment is assessed in terms of the presence or absence of social difficulties (Ward & Kennedy, 1999).
Notably, the question of which acculturation strategy is best relative to performance, psychological, and sociocultural adjustment is still an open one. There is some evidence suggesting that integration (i.e., contact-adoption and identification with both cultures) is the best acculturation approach to achieve psychological and sociocultural adjustment (Berry et al., 1987; Sam & Berry, 1995) that facilitates competence, self-direction, and well-being (Yagmurlu & Sanson, 2009; Zheng, Sang, & Wang, 2004), yet these works do not elucidate how one might integrate multicultural experiences. Furthermore, other works (Constant & Zimmerman, 2008; Germain, 2004; Rudmin, 2003; Snauwaert, Soenens, Vanbeselaere, & Boen, 2003) suggest that integration may not be best for individuals’ well-being depending on one’s goals, experiences, and length of time an individual will live and work in a new host environment. For example, it is likely that for short-term effectiveness and/or efficiency, assimilation may be the best acculturation strategy (Constant & Zimmerman, 2008). Likewise, if one has a goal of performing tasks for a short-term period, then separation may be effective, especially if the salient norms of one’s heritage and host culture are incompatible (Rudmin, 2003). This suggests that the task and length of time an individual will live and work in a new host environment does not necessitate individuals to have to adopt or even acculturate to the host culture (Snauwaert et al., 2003). Further, from a developmental perspective, having a secure and confident achieved ethnic identity is healthy and leads to openness to other groups (Phinney, Ferguson, & Tate, 1997). In short, the view that integration is the best acculturation approach for all types of acculturation situations is inconclusive, as the above examples suggest. It also does not preclude the fact that there are individuals who are able to manage and integrate multiple cultures effectively by balancing multicultural identities and saliences of multiple values, such as n-Culturals. Nonetheless, I do acknowledge that, these n-Culturals still experience challenges, thus the question of how one manages his or her multicultural experiences and dilemmas that have been brought about by their exposure to different cultural experiences is still unresolved.
Multicultural Skills as Byproducts of Acculturation

On the positive side of being a functional Multi-cultural and n-Cultural is the development of important skills associated with cultural intelligence, such as “learning from social experience, appreciating, critical differences in culture and background between oneself and others, relating successfully with culturally different others, and being able to adapt behavior appropriate to the particular cultural situation” (Thomas et al., 2008, 2016, p. 1102) and/or develop skills that people without any multicultural or international experiences do not have (Berry, 2006; Brannen & Thomas, 2010; Hong, 2010; Yagi & Kleinberg, 2011). For example, Thomas’ (1994) research on the boundary spanning roles of expatriates suggests that boundary spanners are positioned in situations where they are in a position to develop a number of skills: (a) information gathering skills, such as being sensitive to social cues, (b) team communication skills (Hong, 2010), and (c) perspective-taking skills, associated with interpreting information, such as contextualizing and decontextualizing information (Brannen, 2004). The development of these skills further leads to the development of cognitive complexity (Lakshman, 2013). In addition to these skills, social learning theory (Bandura, 1977) suggests that Multi-culturals or n-Culturals acquire cultural knowledge that enables them to effectively operate cross-culturally and/or different situations (Brannen, 2004). There is agreement amongst scholars that international experiences that are challenging and involve dissonance for individuals during the acculturation process may be beneficial for people in the long-term, as they may develop coping skills that allow them to handle complex cultural situations (Benet-Martínez, 2012; Brannen & Thomas, 2010; Molinsky, 2007). The development of positive coping skills to deal with the challenges that come from international experiences represents the double-edged sides of acculturation experiences, which will be discussed over the next sections.

Multiple Identities

One of the issues that the expatriate and cross-cultural literature has not addressed thoroughly is the byproduct of multicultural experiences, in particular managing multiple identities. Berry and Sam (1997) suggest that living a bicultural life is a byproduct of an individual’s conscious conviction to identify with, adopt and participate in a new culture beyond necessity (such as work commitments) and, at the same time, maintain identification and involvement with one’s culture of origin or ethnic culture. As discussed above, one of the gaps in the literature regarding integration as an acculturation strategy is that it does not elucidate the processes of integration and how people experience or manage their multiple identities. Therefore, I argue that one of the potential byproducts of expatriate and cross-cultural experiences, apart from skill development, is the development and capacity to manage multiculturalism.
Recent works indicate concern regarding an individual’s identities, because of multinational enterprise work experiences reveal challenges experienced by expatriates (Blazejewski, 2012; Brannen & Thomas, 2010; Butler et al., 2012; Molinsky, 2007; Yagi & Kleinberg, 2011). These works suggest that identity conflict is linked to one’s cultural identity and found to be problematic for individuals’ psychological adjustment and when dealing with organizational roles. Therefore, another byproduct of expatriate experiences may be changes in an individual’s cultural identity along the multiculturalism continuum, ranging from Mono-cultural through n-Cultural identities (see Table 4.​1).
The view of individuals maintaining simultaneous multicultural identities and saliences of multicultural frameworks (as used by n-Culturals) is a variation from prior research, which had predominantly focused on identification, internalization, and use of switching strategies to manage multi-identities. Similar to the notion of compartmentalization, switching in effect activates one cultural framework at a time (Benet-Martínez and Haritatos, 2005; Downie, Koestner, ElGeledi, & Cree, 2004; Roccas & Brewer, 2002). I contend that the switching strategy has an inherent shortcoming, apart from neglecting to address the importance of how individuals are cognitively linked to their identities, degree of acceptance and commitment to the cultures; it effectively negates positive attributes of being multicultural.
Contrary to the switching or compartmentalization strategy to manage multiculturalism that is associated with other multicultural individuals, n-Culturals can maintain simultaneous multicultural identities and saliences of multicultural frameworks. At the same time, the other edge of this advantage is n-Culturals may have to go through a continual process of acculturation internally and socially, especially when they are in multicultural environments. This view is consistent with Berry’s (2005) claim that acculturation is a process that continually occurs when people encounter different cultural groups. Similarly, Germain (2004) noted that for migrants who may be multicultural, acculturation may not have a fixed-end point, but instead involves continuous and sometimes contested negotiations, which are always in progress as one grapples with one’s place in the larger structures of the society, culture, and politics. Notwithstanding the noted benefits associated with acculturation (Benet-Martínez, 2012; Brannen & Thomas, 2010), the process of acculturation is still a difficult process effected by multiple conflicts and challenges, including acculturative stress (Berry, 2006; Tadmor & Tetlock, 2006; Ward, 2008). Inevitably, for some who are unable to manage acculturation and its side effects effectively, acculturative stress can lead to debilitating outcomes (Berry, 2006; Hong, Wan, No, & Chiu, 2007; Liebkind, 2006).
The Dark Edge of n-Culturalism

Challenges for Individuals Who Cross Organizational Boundaries Internally and Externally
This monograph has established that people who have worked outside of their homeland successfully and/or have had cross-cultural life experiences, such as traditional and/or non-traditional expatriates, may be boundary spanners. Influential works on boundary spanners suggest that these individuals are positioned either deliberately or inadvertently in situations of uncertainty where they have to cross external and/or internal boundaries, which in turn requires them to use all their resources to the limits of their capabilities (Aldrich & Herker, 1977; Thomas, 1994). Thomas (1994) notes further that in crossing these external and/or internal organizational boundaries, the spanners are subject to expectations from both the external and internal agents. The challenge it presents for boundary spanners is that within organization, these boundaries exist as a form of defense mechanism from information overload for the role incumbent (Aldrich & Herker, 1977). Therefore, I assert that the spanning of these external and internal organizational boundaries is not trivial or easy but rather represents some of the underlying causes for the cognitive and behavioral struggles that expatriates, as well as Multi- and n-Culturals face during acculturation.
Individuals Who Cross Multiple Cultural Microcosm Face Challenges
By definition, n-Culturals will cross multiple cultural microcosms, and within organizations, n-Culturals will interact to cross internal and external organizational boundaries. Fiske and Tetlock (1997) suggest that every social domain, such as work and family, can be regarded as a cultural microcosm which is ruled by its own distinctive norms and values thus it has its own sets of expectations (Pekerti, 2008; Pekerti & Thomas, 2016; Schwartz, 2014). This perspective is important because it broadens the construct of “culture” beyond the confined dimension of national culture. The implication is exponential for expatriates, Multi- and n-Culturals, because for each overseas experience and external and/or internal organizational boundary crossed, multiple cultural microcosms may simultaneously be intersected including, gender, profession, religion, social, and societal cultures. Each crossing on its own may not be difficult, however, simultaneously they may present a challenge that some find more difficult than others to overcome (Rosenthal, Ranieri, & Klimidis, 1996; Spurgeon, Jackson, & Beach, 2001).

Challenges of Managing Multi-identities
Having multicultural identities involves developing processes that are much more complex than scholars previously realized (Arnett, 2002). Social identity theory (Tajfel, 1981) suggests that people holding multicultural identities may, in fact, switch modes as a response to the social challenges and cognition dilemmas (e.g., value conflict) that a Multi-cultural individual experiences (Penn, Sanna, & Roberts, 2008). For example, the Multi-cultural individual who is struggling and having to deal ethno-cultural identity conflict will make social comparisons between groups that he or she identifies with. The outcome of the social comparison (positive and negative valence) determines whether switch modes and/or compartmentalize to fit-in (Downie et al., 2004; Roccas & Brewer, 2002; Benet-Martínez and Haritatos, 2005), rather than being comfortable in one’s multiculturalism.
One of the biggest hurdles for Bi-, Multi-, and n-Culturals, therefore, is managing multiple identities within a particular environment, especially when layers of challenges exist. Intertwined with identification issues, Multi-culturals also experience high internal dissonance when they gravitate to both cultures, especially when they perceive conflicting values as equally important (Tadmor & Tetlock, 2006). On the one hand, this may indicate that for some Multi-culturals an efficient logical strategy to manage their multiculturalism is to switch cultural modes (Molinsky, 2007; Nguyen and Benet-Martínez, 2007) or salience depending on context and threats (Harvey, Milorad, Novicevic, Buckley, & Fung, 2005; Liebkind, 2006; Ward & Leong, 2006). On the other hand, I assert that the advantage of this switching strategy is in enabling a person to manage internal dissonance by turning off or significantly reducing the salience of a conflicting set of values in a particular situation. In short, switching cultural modes will reduce ethno-cultural identity conflict, and reduce cognitive load that Bi- and Multi-cultural individual faces. For example, Nesdale (2002), as well as Nesdale and Mak (2000), found that for migrants, commitment to their heritage culture is a negative predictor of identification with their new culture. In other words, based on social comparisons these individuals may perceive that they are facing an either/or type of a choice across identities (e.g., unresolved value conflict) and, thus, switch modes, when in fact, it is possible for them to maintain both identities. In contrast, while n-Culturals, similar to Multi-culturals, will make positive and negative social group comparisons, the n-Cultural knows and is capable of synergizing the different identities and sees the intergroup boundaries as complementary and permeable (Tajfel, 1981). Therefore, the n-Cultural is comfortable with holding multiple identities and skilled at mastering the ethno-cultural identity conflict associated with having multicultural identities. This then raises the question of how Bi-, Multi-, and n-Culturals, who choose to maintain multicultural identities and saliences, navigate through their multiculturality to achieve desired workplace outcomes?
Berry’s (1990, 2005; Ward & Kus, 2012) bidimensional model of acculturation suggests that an individual’s heritage and the new culture he or she is experiencing influences one’s adjustment process to a new environment. However, the integration strategy is the only one that acknowledges contact and/or adoption of multiple cultures, while other strategies acknowledge only one or none of the cultures. The crucial point regarding “acculturation strategies,” in particular Berry’s (1990) assimilation, integration, marginalization, and separation, including compartmentalization and switching modes is that a separation or assimilation strategy, where one has meaningful contact with the heritage or new culture only, respectively, can be less stressful to the individual depending on the situation, purpose, and timing of the acculturation event (Clement, Noels, & Deneault, 2001). In comparison, an integration strategy often evokes high levels of dissonance, since one is generally attempting to address accountability pressures to a mixed set of values or expectations (Oppedal, 2006; Tadmor & Tetlock, 2006). Since n-Culturals choose to preserve their multicultural identities and saliences of multicultural frameworks, they are effectively identifying with multiple cultures, making contact with multiple cultures, attempting to or having adopted multiple cultures. As a result, they are faced with mixed audiences (Tadmor & Tetlock, 2006) and will face ethno-cultural identity challenges (Ward, 2008).
Challenge of Rejection
Another challenge for boundary spanners, be it for Bi-, Multi- or n-Culturals, is being aware of which parts of their identities are rejected or accepted within multiple environments and contexts (Burke, 1991; Stryker, 1980; Ward & Leong, 2006). In other words, because these boundary spanners and multicultural individuals are involved in multiple cultural microcosms and may have internalized multiple cultural domains, they may also be accepted as part of an in-group—ironically, as part of that community, boundary spanners see which elements of their cultures that are rejected and/or accepted by members of their own in-group (e.g., bullying behavior by some groups toward certain groups; see Harvey, Treadway, & Heames, 2007). Tadmor and Tetlock’s (2006) work suggests that these individuals will face accountability pressures and dissonance in relation to the cultures they have internalized. Other research suggests that people may denounce parts of their identity and enhance other parts that are more accepted by the majority group to fit-in better within a particular situation (Fisher & Sohn, 1999), thus similar to switching modes strategy (Molinsky, 2007; Nguyen and Benet-Martínez, 2007; Ward & Leong, 2006) to avoid rejection.
Challenge of Balancing Inclusion and Distinction
Brewer’s (1991) work on Optimal Distinctiveness Theory suggests that social identification is directed by two fundamental human motives: the need to belong juxtaposed by the need to be unique. By definition, an n-Cultural who seeks to fit into a new environment has already adopted multiple cultures, possesses a range of social identities that encompass a number of cultural microcosms (e.g., ethnic, professional, religious, national, or other social categories), and naturally has and balances those various cultures to make him/her distinctive from non-n-Culturals. The challenge for Multi-culturals and n-Culturals is, therefore, satisfying the need for inclusion, since distinctiveness has already been met. I assert that this can be made more difficult in an environment where an n-Cultural has been on both or multiple sides of in-groups and out-groups and knows which part(s) of his/her identities are rejected within a particular community and/or context (Pettigrew, Tropp, Wagner, & Christ, 2011). I contend that, in this case, Multi-culturals and n-Culturals are faced with ethno-cultural identity choices (Tadmor & Tetlock, 2006; Ward, 2008). That is, notwithstanding their skills and cultural knowledge to span boundaries, they are often times simultaneously at the juncture of multiple cultures, and may feel rejected and accepted at the same time.
The actual challenge associated with balancing the need for inclusion and distinctiveness concerning one’s identity is not just maintaining the cognitive frameworks and/or maintaining the appropriate salience in a particular situation (Ellemers et al., 2002; Tadmor, Tetlock, & Peng, 2009); it also involves being able to connect socially with people in the operating-environment. Since social identity can enhance or diminish one’s sense self-worth depending on the point of comparison in a given situation, it follows that the situation and context can be both a source of threat or resource for individuals. The literature suggests that the salience of one’s identity shifts depends on the situation and context (e.g., participants present; Carbaugh, 1996; Ellemers et al., 2002; Liebkind, 2006; McGuire, McGuire, Child, & Fujioka, 1978; Verkuyten & Pouliasi, 2006). Therefore, as Molinsky’s (2007), as well as Tadmor and Tetlock’s (2006) works suggest, some may choose to use a code switch strategy to address a single audience or mixed audience, whereas others, such as n-Culturals, make a deliberate choice to preserve multicultural identities and saliences of multicultural frameworks.
Challenge of Managing Cognitive Complexity

Extant works indicate that Bi-culturals hold more cognitively complex cultural frameworks compared to Mono-culturals (Benet-Martínez and Haritatos, 2005; Benet-Martínez, Lee & Liu, 2006) and have also been found to have more sensitivity and effectiveness in responding to cultural and other situational cues (Hong et al., 2000). In short, Bi-, Multi-, and n-Culturals develop acculturative adaptation skills, as demonstrated in their higher levels of cultural metacognition than Mono-culturals. Furthermore, in cross-cultural interactions n-Culturals tend to monitor their feelings internal and cognitive processes (self-monitoring and metacognition; Flavell, 1979), as well as control them in relation to objective standards that are operating in the environment (Brannen & Thomas, 2010; Thomas et al., 2008). Notwithstanding n-Culturals’ ability to acculturate, according to extant work on cognitively complex individuals compared to non-cognitively complex individuals; cognitively complex individuals tend to take longer to solve complex problems (Fiske, Kinder, & Larter, 1983; Fletcher, Rosanowski, Rhodes, & Lange, 1992). In brief, the longer time required to process to solve complex problems is caused by the additional processing requirements that is required as function of maintaining multiple identities and saliences of multicultural frameworks in an operating-environment.

The existence of n-Culturals living at the intersections of multiple cultures and as boundary spanners is a fact of life, which will continually be associated with a silver lining and dark side. By the nature of their existence, n-Culturals tend to experience both sides of life experiences, such as being part included and rejected by groups at the same time, which they have to manage as a continuous process throughout their life. As such, n-Culturals have developed the ability to identify with, internalize, be committed to and maintain saliences of more than two or three cultural frameworks. Unlike previous models which suggest that multicultural individuals manage acculturative stress by utilizing switching strategies or compartmentalizing, n-Culturals master holding multiple identities and associated ethno-cultural identity conflicts. n-Culturals have developed a metacognition that enables them to cultures as complementary and permeable—this in turn, makes n-Culturals highly cognitively complex individuals. Figure 4.​2 illustrated the exponentially increasing degree of complexity that n-Culturals have to manage in identifying with, internalizing, being committed to and maintaining saliences of more than three cultural frameworks.
In the next chapter, I will examine the idea that n-Culturals have high integrative complexity thus are able to preserve the saliences of more than two cultural values; plus the idea that this ability can be learnt through the process of mentoring.
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Abstract
This chapter examines the cultural cognition of functional Multi-culturals and n-Culturals—in particular the notion that n-Culturals have high integrative complexity thus are able to preserve the saliences of more than two cultural values. This capacity is based on the n-Culturals’ cultural metacognition, which enables them to manage internal conflicts by being sensitive to complementary values and balancing self-worth. At the same time, the chapter underscores the importance of mentoring, introducing the multicultural mentor modeling program.
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An individual’s identities are activated as function of identification and identity salience in various situations (Stryker & Burke, 2000). Thus, it is believed that the higher the identities’ salience and degree of fit with a situation the more likely one will exhibit behaviors that are associated with the roles and expectations of that identity. If we accept that n-Culturals exist because they have chosen to maintain all cultures with which they have affinity and saliences, then the relevant questions are: How do Multi- and n-Culturals function effectively as individuals in work and non-work environments? That is, how do they manage their self-selected multiple identities and integrate their potentially conflicting identities to function effectively in society?
Although Tadmor and Tetlock’s (2006) acculturation complexity model (ACM) was proposed mainly to explain the acculturation processes of those who have not yet acculturated to a particular culture, it is my view that the mechanisms they proposed provide some insight into how n-Culturals might approach a particular situation. For example, acculturation complexity is based on the idea that an individual has the ability to acknowledge the validity of competing perspectives on the same matter (i.e., differentiation) and to develop conceptual links among these perspectives (integration) through a cognitive process called integrative complexity. Tadmor and Tetlock (2006) claimed that in situations where competing perspectives exist, individuals will face accountability pressures; however, “high complexity individuals can cultivate a metacognitive capacity to switch between more complex and simpler ways of reasoning depending on what is more appropriate for a given situation” (p. 186). They further argue that accountability pressures (e.g., accomplishing goal of expatriate assignment, such as downsizing versus developing personal relationships with the host culture members) will shape the choice of acculturation strategies used in an organization. At the individual level, the degree to which an individual enjoys being a part each culture is likely to influence felt accountability pressures, for example, felt accountability pressures may increase when one has to make host culture members redundant. As such, an individual may balance the dissonance by completing the task then increasing efforts to develop relationships with other host member colleagues.
The above discussion on ACM confirms that apart from salience, the immediate operating-environment (i.e., culture of the environment in which one currently works in a given nation) is important since it can be the source of dissonance and/or identity conflict if the individual feels proportionately accountable to more than one culture and/or group values (Tadmor & Tetlock, 2006). ACM, however, suggests that those with high integrative complexity are able to resolve the dissonance and integrate the values. The assumption is that the individual is able to preserve the saliences of both sets of values (i.e., dual ethnics, Bochner, 1981; Phinney Horenczyk, Liebkind, & Vedder, 2001; Sang & Ward, 2006), as such, I contend that n-Culturals have high integrative complexity and are able to preserves the saliences of more than two cultural values.
Cultural Metacognition and Management of Multiculturalism

Applied to particular situations, such as work, I propose that n-Culturals use a multicultural orientation strategy that takes into account immediate situations or accountability pressures, internalized values and identities, including maintaining multiple saliences of cultural values. Recent works suggest that it is a metacognitive process and ability that helps individuals manage multiple sets of information or multiple identities. For example, Levy, Beechler, Taylor, and Boyacigiller (2007) described such an ability as the global mindset characterized by “(a) an openness to and awareness of multiple spheres of meaning and action; (b) complex representation and articulation of cultural and strategic dynamics; and (c) mediation and integration of ideals and actions oriented both to the global and the local” (p. 244).
Along a similar theme, Thomas et al. (2008) described the ability as cultural intelligence as “…a system of interacting knowledge and skills, linked by cultural metacognition, that allows people to adapt to, and shape the cultural aspects of their environment” (p. 126). According to Thomas (2010), cultural metacognition is an atypical cognitive construct within individuals since it is something that (a) materializes from the synergy of its constituent elements, thus involving a higher level cognitive strategy, (b) is fundamental in monitoring and regulating cultural activity, by taking account of cognition such as specific knowledge and cognitive resources, and (c) assumes that as a result of these cognitive activities, appropriate behaviors manifest. Cultural metacognition, therefore, is a goal-directed process that is controlled by the individual that enables the individual to potentially change the situation to match his or her identities. For this reason, I assert that cultural metacognition supports the management of multiple identities of n-Culturals, in particular situations and contexts. Further, I contend that integrative complexity is a similar concept to metacognition in the construct of cultural intelligence, that is, cultural metacognition (Earley & Ang, 2003; Thomas & Inkson, 2003).

Management of the n-Culturals’ Identities in Work and Non-work Environments

Central to all the identity theories discussed in the previous chapters is the idea that the situation is important to the decision or process of identity activation. For example, it is thought that how a person perceives the degree of fit between his or her salient identity and the situation determines which particular identity and/or identities will be activated (Burke, 1991; Burke & Reitzes, 1981). At the same time, how other people respond to another person’s activated identity is thought to determine whether the identity remains activated and whether it is likely to be activated again in similar situations (Burke, 1991; Burke & Reitzes, 1981; Hogg & Terry, 2000; Lewin, 1935; Stryker & Burke, 2000; Ward & Leong, 2006). There is no question that situations and contexts influence an individual’s choice of active identity, especially at work. Likewise, current theories suggest that people suppress other identities they possess when the values are in conflict with each other and when one identity is more advantageous in one situation and/or one is more salient than another in the situation (Hong et al., 2000; Kosic, 2006; Tadmor & Tetlock, 2006). I partly agree with this view, especially in situations where there are significant differences in salience, relevance, and commitment between identities.
For example, Stryker and Burke (2000) proposed that if individuals are faced with competing or conflicting identities in situations where alternative identities can be invoked, but there is significant difference in salience and commitment, then the identity which is associated with greater commitment and higher salience will be manifested in accordance with one’s social and identity standards. I argue that Stryker and Burke’s view is similar to the cognitive frame-switching approach (Hong et al., 2000; Molinsky, 2007), specifically, in cases where identity conflict does not actually exist. Hong et al. 2000 proposed that Bi-cultural individuals may have two cultural frameworks, and they may be contradictory, because they are guided only by one framework at any given time. Taken together, the implication is that if one set of cultural values is stronger, then conflict or dissonance does not necessarily exist between the values (Kosic, 2006; Tadmor & Tetlock, 2006) since the stronger one will dominate. It is of interest to note that, although on the surface the cognitive frame-switching strategy contradicts ACM’s integrated strategy, the two strategies may be complementary, since ACM postulates that dissonance and/or identity conflict occurs when a person feels equally accountable to two or more cultural and/or groups’ values (Tadmor & Tetlock, 2006). Consequently, I surmise that Stryker and Burke (2000) and Hong et al.’s 2000 views address situations where there are significant differences in salience and commitment between identities. It is very likely that some work environments demand individuals to have a dominant identity, thus one switches frames. However, these proposed strategies do not address situations where individuals perceive neither conflict nor a particular identity that is significantly more salient than others are and/or equally dominant identities—in such cases the choice is less obvious.
Low Identity Conflict in Work and Non-work Environments as Function of Maintaining Identity Salience and Strength
To address the question of which identity the n-Cultural uses in work and non-work environments when there is neither conflict nor a particular identity that is significantly more salient (important) than others, and/or equally dominant identities, I propose that the premise of n-Culturals maintaining identity salience and commitment of more than two cultures provides part of the answer to how n-Culturals manage their multiple identities. In short, n-Culturals will use a cognitively integrated strategy of reflecting multiple identities, similar to those used by dual ethnics and/or blended Bi-culturals (Bochner, 1981; Gong, 2007; Phinney et al., 2001; Sang & Ward, 2006).
As numerous scholars have identified (Gong, 2007; Hong, Morris, Chiu, & Benet-Martinez, 2000; Tadmor & Tetlock, 2006; Ward, 2008), one of the major issues for people who live at the intersections of more than two cultures is conflict of identity, and this conflict of identity is caused by a number of reasons such as values conflict, including threats of identifying with particular groups (Ellemers, Spears, & Doosje, 2002; Liebkind, 2006; McLeod, 1981; Snauwaert, Soenens, Vanbeselaere, & Boen, 2003; Ward & Leong, 2006). For example, Ward (2008) found that even migrants, who function in an integrated mode of acculturation, still experience ethno-cultural identity conflict, albeit lower compared to those who function in the separated, assimilated, and marginalized acculturation mode. However, I assert that there are work environments where the identity conflict is not high enough to suppress salient identities. Alternatively, there are enough complementary elements in the identities’ values, beliefs, and norms of the cultures associated to the identities that there is no need to suppress any particular identity. This is not to suggest that n-Culturals do not experience ethno-cultural identity conflict, but rather that they have developed the skills to manage and integrate their identities, and maintain their salience in the situation. In other words, n-Culturals are able to cognitively manage the conflict or change the situation to reduce identity dissonance so that one can reconcile his/her multiple cultural identities within oneself (Yampolsky & Amiot, 2016). As such, this is where my view deviates from SIT’s fit criteria (Hogg & Terry, 2000; Oakes, 1987). I contend that identities that have low-level conflict and do not necessarily fit the situation can still be cognitively salient and operational, even if the person does not behave according to the social and identity standards of that situation. The individual, however, as n-Culturals do, must identify, internalize, and be committed to those identities whereby one realizes differences in identities and values are complementary.
As I have discussed, in the previous section, commitment to a particular identity is central to determining which identity may be operational in any given situation. My argument is based on the idea that the strength of ties and time spent in activities, rather than just number of connections is an important component of commitment to an identity. I now add to this argument and forward the idea that if an individual has significant ties to individuals associated to a particular identity (strong ties), and spends a significant length of time developing relationships, as well as participating in roles within the community in which this identity is active, then it is an identity that is neither easily suppressed nor one that is cognitively absent in most situations. In other words, the identity and its associated parts are within the availability heuristic of the individual’s cognition (Kahneman, Slovic, & Tversky, 1982). As identity theories posit, there are two components in the process of identity activation, the internal cognitive and social structure. The point is that the situation is unlikely going to stop the internal cognitive dimension even if it constrains some behaviors. In the next sections, I present an example of an n-Cultural’s challenges and how he approaches these challenges.
Examples of Challenges Faced by n-Culturals

To personify the experiences of n-Culturals, I present a hypothetical n-Cultural who has lived and is living through some of the challenges discussed earlier (such as crossing boundaries, managing multi-identities, rejection, balancing inclusion and distinction, and managing cognitive complexity) to offer a glimpse into the dark side of what n-Culturals experience, as well as how an n-Cultural copes with situations—both non-work and in the workplace. Although not exhaustive, these challenges include (a) integrating multicultural identities, (b) being perceived as an outsider, (c) satisfying one’s coexisting need for acceptance and distinction, and (d) managing the cognitive demands of preserving one’s multicultural identities and saliences of multicultural frameworks. For example (see also Fig. 6.1.), another n-Cultural is a naturalized American and Canadian citizen born in Indonesia with Chinese heritage; similar to Joel, he is a father of two, a devout Christian, but lives and works in the USA as a management consultant. Henceforth, the character will be named Isacc.1
 Isacc also volunteers as a Sunday school teacher, rock climbs, ski, and surfs. Based on discussions in previous sections, Isacc can be classified as an n-Cultural because he chooses to maintain his multiculturalism, and thus, he has knowledge of, identifies with, internalizes and is committed to these respective cultures, and maintains the saliences of at least four cultural frameworks.[image: ../images/467893_1_En_6_Chapter/467893_1_En_6_Fig1_HTML.png]
Fig. 6.1Multiple identities and domains of Isacc’s life



Living in The United States, Isacc is able to behave and reflect values of Chinese, Indonesian, and US cultures, but often feels constrained to openly exhibit his Christianity at work since religious faith is perceived as believing in superstition in his workplace. Ward and Leong’s (2006) work suggests that Isacc’s work operating-environment can be regarded as a form of symbolic threat for him since he is very much aware that some of his colleagues in the workplace perceive his beliefs as irrational. For Isacc, this symbolic threat can also shift into an intergroup anxiety and realistic threat (Pekerti, 2008; Ward & Leong, 2006) each time Isacc visits his native home of Indonesia, that is, the threat stemming from his ethnic Chinese heritage and Christian beliefs (Indonesia is the most populous Muslim nation with the presence of extremist groups; see ABC News, 2018). Being ethnic Chinese also presents some threat to Isacc in his naturalized society of the USA where, at times, he finds himself being cursed by strangers for no apparent reason and told to go back to where he came from while walking down the street. Further, Isacc also feels rejected by Chinese groups because he is an ethnic Chinese person who cannot speak any Chinese dialect and he is often admonished by other Chinese individuals of his shortcoming.
As a migrant n-Cultural in The United States, Isacc has also found himself to be at the confluence of societies due to his ethnic Chinese phenotype. For example, Isacc still finds himself as the token non-White person, along with his wife, in numerous social situations within the USA’s multicultural society, including when he lived in Canada. Similarly, Isacc often still finds himself as the only Asian in his chosen adventurous pursuits, such as rock climbing, skiing, and surfing. Although he does not find these to be negative experiences, but rather at times flattering, Isacc still faces a challenge when the group with which he is a part of and accepted in (accepted as in-group member due to his boundary spanning skills) looks down upon other Asians or Christians.
On other occasions, Isacc has been called a “ringer,” although this generally implies that the ringer is a capable and skilled individual and also has the double-edge implication of being an outsider. In all three of the above situations, Isacc finds it challenging to manage the coexisting need to feel included and different at the same time (Brewer, 1991), because he does not choose to switch frames. This perceived challenge is real since works indicate that host culture members negatively perceive people who do not attempt to assimilate or integrate (Van Oudenhoven, Prins, & Buunk, 1998).
Isacc finds both the behavioral and cognitive dimension of being an n-Cultural challenging. For example, as a committed Christian, the cognitive frameworks and processes used as a Christian in his non-work life will not desist in other parts of Isacc’s life. In other words, because of the amount of activities and time (n-Cultural element of commitment, such as volunteer Sunday school teacher, attends church weekly and other activities during a workweek) that Isacc spends in Christendom is significant relative to his other life activities, Isacc’s cognitive frameworks and processes used as a Christian are pervasive in his daily and workweek activities. Furthermore, Isacc’s friends and/or ties (n-Cultural element of commitment) consist of other Christians, as well. For these reasons, the cognitive mechanism that Isacc uses to function in Christendom is active and accessible—thus salient, even if Isacc is not comfortable to exhibit his Christianity in a particular situation due to threats or other reasons. For example, Isacc is aware that it is not acceptable for him to publicly pray prior to making decisions and/or during decision making in the workplace. Isacc’s awareness of what is appropriate at work concerning Christian traditions means that he does not expect or ask people to behave according to his Christian traditions at work, even though he may privately do so as he does at home and at church. The important implication of the above example is that decision making is an activity that involves cognitive processes; therefore, present heuristics that regulate Isacc’s activities, even if Isacc is not comfortable to exhibit his Christian identity in his operating-environment due to threats will influence decision making (Sang & Ward, 2006). Existing works suggest that spirituality is a salient cognitive element. Lee Blando, Mizelle, and Orozco (2007) acknowledged that spirituality can be characterized as, “an active and passive process, innate and unique to all persons, that moves the individual toward knowledge, love, meaning, hope, transcendence, connectedness, and compassion, encompassing the religious, spiritual and transpersonal” (p. 15). In sum, for a religious person, such as Isacc, his religious framework is an accessible and available heuristic among others that is active in his daily life across situations and contexts. For Isacc, the challenge lies in how to integrate the salient values inherent in Christendom with his work and other values in his life. I contend that Isacc’s cultural metacognition is what enables him to manage the intensity of his behaviors to address potential stereotype threat (Harvey et al., 2005), while simultaneously not suppressing his cognitive mechanisms.
Logically, the cognitive and behavioral components of a person are interconnected such that Isacc’s colleagues know very well that he maintains salience of his multicultural identities and frameworks, to the extent that his colleagues have often mentioned that they do not know what Isacc will so or say in a particular situation. Although this is neither negative nor positive, it does increase uncertainty levels for people, especially for those individuals who are on the high end of uncertainty avoidance. In fact, such individuals may even find it threatening, similar to the phenomenon of “liability of foreignness” of individuals (Harvey, Milroad, Novicevic, Buckley, & Fung, 2005). An additional hidden challenge associated with taking account of multicultural frameworks is that on occasions Isacc is scrutinized as someone who is obtuse when in fact he is internally using his cultural metacognition to take account of the cultural dimension of the situation and culturally appropriate solutions.
Isacc finds that each culturally wrought episode is minor for him; however, he has found it challenging when taken together. In sum, the negative side of Isacc’s multicultural experiences revolves around the cumulative effect of multiple minor stressors. In short, the aggregate of multiple and chronic minor stressors can lead to overbearing psychological strain (Schweitzer, Melville, Steel, & Lacherez, 2006; Silove, 1999; Steel, Silove, Phan & Bauman, 2002), if not managed properly.
Resilience and n-Culturalism
Here, I introduce the concept of resilience, as a general capacity and developed ability that arises from basic human adaptational system in response to life’s stress and adversity (Masten, 2001). “Resilience simply means the capacity (for any system) to endure, bounce back, and grow in the midst of adversities and existential anxieties” (Wong, 2011, p. 74; parenthesis added). In other words, all individuals have the capacity; however, its development varies in individuals; and resilience alters if the situation changes according to one’s experiences (Rutter, 1987). Some individuals cope successfully, while others succumb to the stress. The ability is developed and dependent of an individual having sufficient inner and external resources, as well as learning effective strategies to manage the adversities (Wong, 2011). Factors which have been found to interdependently facilitate the development of resilience are: belongingness; positive outlook; attaching one’s self-concept to a contingency of self-worth, such as educational achievement; family support; community such as religious community (Fernando, 2012); and societal support such as isomorphism between individual self-concept and societal values (Pieloch, McCullough, & Marks, 2016).
Managing and Integrating n-Culturalism
I assert that Isacc is able to behave and reflect values of both American and Chinese cultures, including his Christianity, as well as maintaining salience of these identities in an operating-environment because Isacc appreciates the value of each identity and perceives identification with all these groups as being on different continua (Hutnik, 1991; Phinney et al., 2001; Ryder Alden, & Paulhus, 2000; Snauwaert et al., 2003). Further, Stryker and Serpe’s (1982) view that religion can serve as a cultural framework for individuals, including as a strong source of esteem (Lee et al., 2007; Lustig & Koester, 2006; Park 2005; Phinney et al., 2001; Stryker & Serpe, 1982) renders Isacc’s religious identity as something that is unlikely to be suppressed from his cognition and other facets of life. Furthermore, extant works in the area of resilience indicate that support from one’s religious community is an external resource that facilitates the development of resilience (Fernando, 2012).
Maintaining Multiple Domains of Self-Worth

I have asserted that what differentiates n-Culturals with others in the multicultural continuum is the idea that n-Culturals choose to be multicultural and activate all their multicultural identities and saliences of their multicultural frameworks. To answer the question of how Multi-culturals and n-Culturals navigate through and take advantage of their multiculturalism, I argue that n-Culturals, along with developing boundary spanning skills, cultural knowledge, and multicultural cognition, have also developed, either deliberately or through their experiences, an ability to maintain multiple sets of life domains to preserve their sense of self-worth (Crocker & Wolfe, 2001; Wolfe & Crocker, 2003).
Crocker and Wolfe (2001) proposed that people’s self-concept and sense of worth is dependent on domain areas of their lives they consider important. These domain areas are called contingencies of self-worth—thus “a domain or category of outcomes on which a person has staked his/her self-esteem, so that person’s view of his/her value or worth depends on perceived successes or failures or adherence to self-standards in that domain” (Crocker & Wolfe, 2001, p. 594). Applying Crocker and Wolfe’s contingencies of self-worth concept to n-Culturals provides a glimpse to how n-Culturals manage their coexisting needs to belong and to be different. For example, if in one environment an n-Cultural is rejected, then he or she is likely to attach his or her self-worth on another domain and/or identity. This mechanism has the advantage of maintaining the n-Cultural’s self-worth at a level that enables him or her to function effectively in that particular environment. Weber, Appel, and Kronberger’s (2015) empirical work presents a similar approach of maintaining one’s self-worth, namely through a technique they called cultural identity strengths. In brief, they suggest it is a valuable resource for individuals who live at the intersections of multiple cultures to maintain strong multiple cultural identities so they can draw upon them in the face of stereotype threat. In other words, if one identity of the multiple identity is threatened, then one can avail oneself upon another or even multiple identities to compensate for the threat. In fact, having at least one secure identity is healthy and may facilitate openness to other identities within the individual (Phinney Ferguson, & Tate, 1997).
However, I contend that for n-Culturals, the mechanism used is not switching modes or identities, but rather it is to offset the identity that is threatened with another that is not threatened in that particular situation, which in turn develops resilience. In using this offsetting strategy, an n-Cultural such as Isacc is able to maintain his self-worth as an n-Cultural when his identity is threatened, such as when his in-group ignorantly looks down on other groups that Isacc has an affinity to since he has not suppressed his identity by switching modes. At the same time, Isacc is developing resilience toward foregoing his n-Culturalism, i.e., when assimilating or switching modes is an easier strategy to use in situations where one’s identity is threatened. I argue that Isacc (an n-Cultural) can draw upon inner strengths (internal resource) and historical experiences (external resource) of other Asians and Christians who have survived adversity to develop his personal n-Cultural resilience (Franklin, 2009).
For example, Isacc, who is on occasions told to go back to where he came from while surfing and cursed by strangers on the street for no apparent reason, manages the hostile situation by attaching an increasing salience of his identity as a management consultant and rationalizing that his work is contributing to the society, despite the fact that other members of that society are rejecting him. I contend that for Isacc (n-Cultural) to increase salience of his identity as a management consultant and his contribution to society, he is continuing to develop his n-Cultural resilience (Pieloch et al., 2016). In other words, Isacc is attaching one of his life domain areas to maintain his self-worth, thus he is thus utilizing what I coin as activating a contingencies of self-worth strategy to rationalize his presence in a particular society.
On other occasions when members in his current in-group mock other cultural groups with which Isacc identifies and has internalized, Isacc learns from the experience (Pettigrew, Tropp, Wagner, & Christ, 2011), that is, he attempts to learn the underlying reasons for the behavior and the group’s perspective—without copying the behavior. At other times, Isacc attempts to be the “voice of reason” either to correct misperceptions and/or provide a perspective that his current in-group is lacking (Harvey, Treadway, & Heames, 2007). For Isacc, either approach serves both to educate his current in-group and at the same time to maintain Isacc’s n-Cultural self-worth. Further, it serves to balance the double of edges of being simultaneously included and distinctive. Learning the underlying reasons for the behavior and in-group’s perspective enables Isacc to understand his in-group better without admonishing them. Even if Isacc does not agree with them, he is still able to maintain his membership in the group. However, providing a voice of reason establishes his distinctiveness as an n-Cultural. I argue that withholding judgements and appreciating cultural differences in the face of identity threat or discriminatory behavior is another set of life experiences that develop n-Cultural resilience in individuals (Bhowmik, Cheung, & Hue, 2018).
Managing Multicultural Identities in the Workplace through Complementarity of Values across Multi-identities and Multi-frameworks
A discussion of multicultural identities cannot neglect a central component that is relevant to work life, that is, the operating-environment (or culture of the work environment). It is a given that the nation in which one lives, or one’s host culture, is the environment in which all activities, including work, take place, or in Lewin’s (1952) terminology exist as the “ground” in which work activities occur. I contend that n-Culturals do not perceive their host culture and their heritage culture as conflicting, and thus, they are able to be committed to and maintain saliency of both cultures. Even if ethnic identities do conflict, as Ward (2008) found, there is no evidence that it suppresses cognitive activities related to the ethnic identities. As such, I assert that n-Culturals function by prioritizing and maintaining varying degrees of saliency of their multiple cultural frameworks at various times within an operating-environment. This strategy is in contrast to using a “switching” (Hong et al., 2000; Molinsky, 2007) or an “alternating” (Gong, 2007) strategy, since none of the cultures the n-Culturals have internalized are switched off. Furthermore, what differentiates n-Culturals compared to others on the multiculturalism continuum is their ability to maintain these identities internally and vary the degrees of expression of their identities at the workplace, thus operating with a more complex approach than a switching and/or alternating strategy.
Another way, therefore, that n-Culturals manage the coexisting need for belonging and distinctiveness is by affirming one’s multiculturalism as opposed to suppressing it. As discussed in previous chapters, by definition, n-Culturals are already distinctive by virtue of their multicultural experience; furthermore, they have developed the capacity to utilize their multicultural experiences and saliences of their cultural frameworks through acknowledging the value of each culture and balancing them. This ability to balance identities and saliences of multiple cultural frameworks is enabled when one recognizes that, although different, values systems can be complementary. For example, there might be some equivalence that exists between values systems that are associated to the identities that an n-Cultural holds that can help integrate these multiple identities in an operating-environment (LaFromboise, Coleman, & Gerton, 1993; Tadmor Tetlock, & Peng, 2009). That said, n-Culturals will indisputably face situations where assumptions, values, beliefs, and norms of these social microcosms conflict. In these situations, an n-Cultural needs to draw on his or her ability to attune and balance the conflicting values so that he or she can exhibit appropriate behaviors for the situation.
Imagine a situation where Isacc works together with a male Chinese inpatriate,2 Hienliang, on assignment in The United States (see Thomas & Inkson, 2003, for examples of common cultural clashes that revolves around a person’s face). Hienliang proposes a novel idea to present the results of a report for an upcoming meeting; however, Isacc strongly dislikes the idea. As an n-Cultural who maintains his multicultural identities and saliences of multicultural frameworks, Isacc recognizes that American and Chinese communication styles (directness and indirectness, respectively) and behavioral norms regarding this situation may conflict. To save Hienliang’s face, Isacc responds with “it’s an interesting idea” and utilizes body language and vocal intonation to convey that his opinion is actually unfavorable, as well adding “it can be improved in a number of ways…”
In an American work context, being direct can be argued as an accepted workplace norm which is an expression of one’s work ethic, self-worth, and self-direction (Johnson, 1985). Further for many, being direct and telling the truth is not only a cultural norm, but also a moral norm that is linked to religious beliefs (Bennett, 1998). A religious Christian might, therefore, feel accountability pressure from his or her religious identity (due to the availability of these values in one’s cognition) to maintain the value of honesty. Therefore, as a devout Christian, Isacc’s cultural metacognition would have guided him toward behaving appropriately in the operating-environment (i.e., USA), despite the conflicting accountability pressures he is experiencing. For example, as an n-Cultural, Isacc provided clear pragmatics to ensure that Hienliang interprets the statement, “it’s an interesting idea,” as a negative response, which is consistent with Isacc’s view. Further, by adding that the idea “can be improved in a number of ways,” Isacc is conveying objective and constructive criticism in a polite manner.
The example between Isacc and Hienliang illustrates how an n-Cultural might balance important values associated with four or five identities: (1) American, (2) Canadian, (3) Chinese, (4) Indonesian, and (5) Christian and then present a response deemed culturally appropriate (n-Cultural frame). If Isacc was to use switch frames or compartmentalize (Benet-Martínez, Lee, & Leu, 2006; Benet-Martínez, Leu, Lee, & Morris, 2002; Downie, Koestner, ElGeledi, & Cree, 2004; Molinsky, 2007; Verkuyten & Pouliasi, 2006), he might have used only his American or Christian identity, and directly stated that he strongly disliked the idea, thus potentially offending his Chinese colleague, despite the contextual setting in the USA (Thomas & Inkson, 2003). Please see Fig. 6.2 for an illustration of the example. However, by preserving the saliences of four multicultural frameworks, he effectively proceeded with the task governed by the context; he conveyed the objective information that would improve Hienliang’s presentation as his job requires even, when cultural norms clashed, but at the same time saving the face of his Chinese colleague. Existing literature suggests that Isacc’s experience with Hienliang, though creating dissonance for Isacc, will develop his coping skills so that when a similar or novel multicultural framework conflicts, he might be better prepared to address the situation (Benet-Martinez, 2012; Brannen & Thomas, 2010; Molinsky, 2007).
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Fig. 6.2Isacc’s frame-switching mode versus n-Cultural mode in a workplace situation



The validity of Isacc’s ability to maintain multiple identity saliences is sustained by the fact that not all the values that Isacc held as salient in the situation are contradictory. For example, Johnson (1985) found that (for Americans), religious values strongly influence work ethics. Therefore, it is likely that when a person’s religious values are not contradictory to the values of the operating-environment, some functional equivalence exists to aid in integrating the complexity (LaFromboise et al., 1993; Sanchez-Burks, 2002; Tadmor et al., 2009). Taken together, it is possible that despite Isacc not being comfortable to exhibit his Christian identity at work, his behaviors and decisions can still reflect Christian values and work ethics, such as professionalism and integrity. Extant works in resilience indicate that the ability of being able to adopt strategies such as “not seeing cultural differences as contradictory” is a behavior that demonstrates resilience (Bhowmik et al., 2018, p. 559). Thus, I claim that n-Cultural skills are closely intertwined with resilience skills. A parallel argument is equally valid, that is, for people who do not have a salient religious identity, their behavior and decisions may be guided by some other values, which are equally complementary to the workplaces’ work ethic. As LaFromboise et al. (1993) suggest a behavioral model of culture implies that it is not just a collection of its elements, such as cultural structure, individual cognitive and affective processes, biology, and environment. Instead, it is a result of continuous interactions and synergistic outcomes of these components, and thus, behavior is influenced by and influences a person’s cognition and social environment.
n-Culturals’ Cultural Metacognition

The example between Isacc and Hienliang further illustrates the value of cultural metacognition; that is, if Isacc had viewed his identities as separate and switched between them, he might neither have resolved the situation appropriately and effectively nor developed multicultural skills. One of the important nuances of the n-Culturalism construct is that it presents multiculturalism as a continuum as opposed to the notion that multiculturalism as discrete concepts and identities. Constituting forms of multiculturalism and identities as discrete confines how individuals might progress through multiculturalism and limit the number of cultures one might internalize. In contrast, conceptualizing n-Culturalism as a construct of within-individual multiculturalism and continuum of developing multiculturalism suggests that people are able to develop capacities, skills, and abilities to progress and continually internalize through their multiculturalism from Mono- to n-Cultural, which is the epitome of multiculturalism. Nevertheless, because n-Culturalism is a process, it also implies that there are Bi-, Multi-, and n-Culturals who successfully endure and grow through the process of becoming multicultural individuals and coping with their multiculturality. These n-Culturals in turn develop and increase their resilience capacity and abilities (Bhowmik et al., 2018).
Research on cognition (Penn, Sanna & Roberts, 2008) suggests that relying on experience and existing schemas (metacognition) to make decisions and/or attributions intensifies under conditions when one’s cognitive resources are limited. For example, when one is engaged in high cognitive load such as engaging in a new complex task in a new environment, thus operating with working information deficits (new complex task) or distracted (new environment)—one is operating under limited cognitive resources. Such a cognitive condition fits the classification of a person who is experiencing chronic ethno-cultural identity conflict and/or acculturative stress (Cruz & Blancero, 2017; Lee & Church, 2017; Ward, 2008). In other words, one’s cognitive mechanism activates a higher level of functioning using existing schemas and metacognition to aid in the processing of information under high cognitive load. However, for individuals who are struggling to adjust and deal with ethno-cultural identity conflict and/or acculturative stress and who have not developed a high level of cultural metacognitive capacity abilities, the demand and operating in high cognitive load for prolonged periods can lead to dysfunctional outcomes in work and non-work lives (Bhugra, Leff, Mallett, Morgan, & Zhao, 2010; Horan, Kern, Green, & Penn, 2008). Alternatively, these individuals experiencing acculturative stress may also activate inappropriate schemas/metacognitive experiences that can lead to social faux pas. In the following section, I discuss the challenges that multicultural individuals confront during the acculturation process, in particular, identity conflict and cognitive strain that, in turn, may become chronically dysfunctional for some if they do not adapt effectively.
Identity Struggle and Cognitive Strain in Acculturation as a Natural Part of Multicultural Individuals’ Experience3


Based on Berry’s (2005) claim that acculturation continually occurs where culturally different groups interact, multicultural individuals may experience ongoing acculturation, both cognitively and socially, especially in multicultural environments. I contend that n-Culturals have gone through this process and developed capacities and ability to manage their multicultural identities effectively; they should have significantly lower stress levels. Thus, n-Culturals are also more skilled at integrating multiple cultural identities, frameworks, and saliencies that lead to effective and appropriate behaviors. However, the implication is that not all multicultural individuals manage this process effectively and may find the struggle to be debilitating. The major issue for multicultural individuals in the process of acculturation is that it involves stressors associated with the acculturation process and psychological and physiological strains, such as reduced mental health status (e.g., anxiety and depression), increased psychosomatic symptoms, and identity confusion (Berry, Kim, Minde, & Mok, 1987).
Berry et al.’s (1987) description of symptoms associated with acculturative stress is important since it resembles social cognition impairment, with symptoms that include making attributional errors, forming misperceptions (Horan et al., 2008), and being distracted (Penn et al., 2008). From a practical standpoint, social cognition impairment resulting from acculturation may be a relatively short-term condition that is experienced by all who go through acculturation. For some who go through the acculturation process successfully, the results of the short-term impairment are generally positive. For example, Meintel (1973) argued that cross-cultural experiences allow self-discovery, personal growth, and escape from social roles and culturally controlled perceptions. Nevertheless, for those unable to manage the acculturation process successfully and continually struggle with their multiculturalism, social cognition impairment can become chronic and lead to debilitating outcomes.
Social cognition impairment is associated with the following deficits: self-objective awareness (i.e., difficulty in expressing feelings intentionally), own intention awareness (i.e., an individual’s perception that his/her actions are brought about by external forces and not as a result of his/her own volition), and awareness of other people’s intentions (i.e., leading to wrong inferences about these intentions) (Horan et al., 2008; Penn et al., 2008; Roncone et al., 2007). Although I argue that symptoms such as difficulty in expressing feelings, feelings of loss of control, and incorrect inferences of other’s intentions are milder in acculturative stress since they may not be at a clinical level, the cumulative effects of difficulty in expressing feelings, feelings of loss of control, and incorrect inferences of other’s intention still emerge as difficulties in social perception and interaction, on a personal and relational level (Horan et al., 2008; Roncone et al., 2007). The ability to construct representations of the relations between self and others, and to use these representations flexibly to guide social behavior, is crucial skills for understanding and interacting with others (Fiske & Taylor, 1991; Horan et al., 2008; Penn et al., 2008). Thus, if this impairment becomes chronic, it will hinder a person’s ability to function properly, in both work and non-work environments.

I assert that another useful implication of presenting a within-individual multiculturalism model is that it provides an analytical map of who is an n-Cultural, who is not, who might become one, and who might not become n-Cultural. In other words, the conceptualization of n-Culturalism along a continuum, in conjunction with its constituent elements, enables us to see which elements an individual is missing in the development process. It thus allows others to understand how people can be helped to progress to being n-Culturals, if one chooses to progress along the multiculturalism continuum. Conversely, if we continue to view multiculturalism as discrete identities, we will not advance our understanding of this phenomenon. I pose that the advantage of encouraging the development of n-Culturals in society and in organizations is in developing a multicultural metacognition within the individual, which enables them to be competent globally.
For example, for n-Culturals such as Joel (Chap. 2) and Isacc (current chapter), their n-Cultural metacognition contains knowledge, values, and behavior scripts of multiple cultures. For Joel, Indonesian (including its heterogeneous culture), New Zealand (including its bicultural Anglo-Saxon and Polynesian culture), Australia, Chinese, Christianity, whereas for Isacc Indonesian (including its heterogeneous culture), American, Canadian, Chinese, Christianity. What we can abstract from these two individuals are the fact that within them they have beyond mere superficial level of knowledge concerning four large major regions of the world’s cultures, namely Asia, North America, Asia-Pacific, and South East Asia. I assert that similar to highly culturally intelligent individuals, n-Culturals are able to use their knowledge, skills, and abilities regarding particular cultures and apply it in different cultures which ascribe to similar assumptions, values and beliefs—in which they have not had firsthand experience. The implication of being able to apply their multicultural cognition in cultures that n-Culturals have not experienced is enabling them to be effective, functional, and competent in these cultures, compared to a Mono-cultural or even a Bi-cultural individual. For Joel for example, he poses rich knowledge concerning cultures that ascribe to: both individualistic and collectivistic values; low- and high-context communication modes; autocratic-democratic systems, Judeo-Christian traditions, ancestral, mana and tapu belief system, and multiculturalism including the ills and benefits of a multicultural society. I argue that tapping into these different cultural value dimensions that Joel already possess would enable him to behave effectively in most countries of the world. The caveat being that Joel would not be able to speak most of the languages of the world. The following sections introduce means to mitigate poor acculturation and cognitive stressors via a mentoring framework that facilitates individuals to progress toward n-Culturalism.

Mentoring—An Organizational Approach to Mitigate Stressors for Multicultural Individuals4


Recent work on acculturation (Rudmin, 2009) has suggested four methods of acculturative learning that include (a) gathering information about the second-culture, (b) didactic instruction, (c) imitation of second-culture behaviors (following social learning theory; Bandura, 1971), and (d) mentoring by persons competent in the new culture, including behavioral modeling and social support to help people experiencing acculturative stress.
The argument for a mentoring program for multicultural individuals in organizations is based on the premise that these individuals may experience chronic acculturative and/or cognitive stressors, which in turn puts pressure on cognitive resources. While some degree of cognitive impairment will occur during acculturation (Bhugra et al., 2010, including anxiety, Lee & Church, 2017), it may increase if multicultural individuals struggle with multiple decision-making platforms. Thus, any intervention that can mitigate the impairment is valuable. Drawing on Roncone et al.’s (2007) work, I propose that social cognitive interventions for multicultural individuals can help facilitate improvements in functional outcomes, including more effective and satisfying social functioning (Horan et al., 2008). Thus, I propose the development and implementation of a mentoring framework for organizations to assist multicultural individuals to adjust to their current operating-environment and toward becoming n-Culturals (Pekerti et al., 2015).5

I propose that nurturing the social cognition and metacognition of multicultural individuals in organizations can occur in four stages within a multicultural mentor modeling program (see Fig. 6.3) as follows:[image: ../images/467893_1_En_6_Chapter/467893_1_En_6_Fig3_HTML.png]
Fig. 6.3Multicultural mentor modeling program (Pekerti et al., 2015)


	Stage I:
	Develop an understanding of self

	Stage II:
	Search for and selecting means to improve understanding of self

	Stage III:
	Implement the means to improve understanding of self

	Stage IV:
	Revisit initial understanding of self.





These stages address three areas of mentoring that encompass personal, relational, and professional dimensions, thus targeting intrapersonal and interpersonal aspects of cognition and behaviors in work and non-work settings (Harvey, Napier, Moeller, & Williams, 2010).
To develop an understanding of self at the personal level, mentors encourage mentees to engage in social cognition training through introspection of personal views, values, cognitions, and behaviors (Horan et al., 2008). The mentors help mentees on the multiculturalism continuum to recognize their different identities and know where these fit within particular contexts to enable them to cognitively manage their inner selves (attitudes, best-self views, and emotions). In particular, at the personal level, mentees try to understand themselves as multicultural beings in their own worlds. At the relational level, mentors help mentees to model and interact in new contexts, as well as with people from different cultural backgrounds. Finally, to develop an understanding of self at the professional level, mentors help mentees learn to ask questions, such as how mentees see themselves as multicultural professionals, how they can use their diversity (exposure and visibility thereof) to contribute to organizational goals, and what roles they should have in their organizations.
As discussed in the previous section, although social cognition impairment during acculturative stress will initially be milder compared to the onset of psychological psychosis, the effects associated with difficulties in expressing feelings intentionally, loss of internal control, and errors in perceptions will still materialize as issues on a personal and relational level (Horan et al., 2008; Roncone et al., 2007).6 Based on the assumption that social cognition impairment may exist in multicultural mentees, I propose a four-stage mentoring program adapted from a number of existing interventions (Feuerstein, 1980; Manz & Neck, 1991; Roncone et al., 2007). The resultant multicultural mentor modeling program (MMMP) contains a four-stage process divided into elements pertaining to the management of unfreezing cognition (stages I and II) plus behavior and refreezing cognition (stages III and IV).7

Stage I: Developing Understanding of Self

Stage I helps multicultural individuals through an introspection process with the aim of improving behaviors in the workplace. Thus, introspection is viewed as necessary to help mentees understand personal values and help manage their inner selves cognitively (Feuerstein, 1980; Horan et al., 2008; Manz & Neck, 1991; Neck & Manz, 1996; Penn et al., 2008; Roncone et al., 2007). Briefly, when individuals undergo acculturative stress due to uncertainty in the new culture (both societal and organizational), some of the difficulties they may face are interpreting others or knowing how to behave and express themselves in a new environment. At this point, the mentoring process occurs because the mentee realizes and/or the mentor observes that the mentee is struggling socially (Feuerstein, 1980; Roncone et al., 2007). For example, the mentee may be distracted, make attributional errors, misinterpret others’ behaviors or experience high levels of stress, all of which may result in tension in and out of work.
In practice, the MMMP prescribes that the mentor and mentee begin by analyzing a recent critical incident (situation) together (Step 1) that the mentee may have mishandled. In Step 2, the mentor and mentee analyze the mentee’s perceptions during the incident(s) and the effects on the mentee’s behavior(s). For example, a mentee may have been offended when a colleague provided constructive criticism in front of others (e.g., “your idea can be improved in a number of ways…”). The mentee, in turn, may then have admonished the colleague aggressively (saying something like “you are very rude”); this then may have escalated with the colleague and others responding defensively, leading to a disagreement. In such instances, mentors may help the mentee understand that in certain cultures, people provide direct feedback. Thus, the mentee’s reaction of being offended may have been inappropriate or a least naïve for the context, and the response of “you are very rude” created a negative effect in that context.
Stage II: Searching for and Selecting Means to Improve Understanding of Self

The goals of social cognition training in Stage II are to help the mentee understand and improve self within the personal, relational, and professional dimensions. First, the mentor and mentee find realistic ways to improve awareness and perceptions by searching for values, cognitions, and behaviors that are complementary in a particular operating-environment. Next, they find ways to work through and manage the values, cognitions, and behaviors that are in conflict in a particular operating-environment.
Roncone et al.’s (2007) metacognition intervention has suggested that individuals can benefit from understanding the nature and usefulness of cognitive processes involved in social interactions. Manz and Neck (1991) pointed out that people often behave in a mindless manner, that is, “people spend much of their lives reacting to situation after situation with little considered attention given to why they perceive and mentally process information the way they do” (p. 88). Therefore, it is crucial for mentors to help mentees see the link between cultural values and behaviors in their operating-environment. As a solution, Manz and Neck claimed that thoughts can be self-controlled, and suggested that for personal, relational, and professional behavior to change the mentee must challenge destructive thinking, especially those related to cultural factors and acculturative stress, and then improve cognition and behavior in both work and non-work settings.
One intervention to facilitate understanding of the self is attribution training (Horan et al., 2008; Moritz & Woodward, 2007; Penn et al., 2008), which seeks to develop the accuracy of a mentee’s beliefs to highlight constructive and dysfunctional perceptions and identify more positive perceptions. Social and metacognition training literature (Horan et al., 2008; Moritz & Woodward, 2007; Penn et al., 2008) has suggested that attribution helps develop metacognitive skills and behavioral modification. Moreover, cross-cultural training literature (e.g., Brislin, Landis, & Brandt, 1983; Brislin & Yoshida, 1994; Cutler, 2005; Cushner & Brislin, 1996; Ko & Yang, 2011; Selmer & Lauring, 2009) has corroborated the value of attribution training (e.g., from cultural assimilators) for individuals who live at the intersections of two or more cultures.
The MMMP is more extensive and systematic approach than existing cross-cultural training approach because it provides practical help to mentees to improve both cognitively and behaviorally (Moritz & Woodward, 2007). Thus, in the MMMP, mentors coach mentees by explaining possible cognitive biases, such as misattribution, jumping to conclusions, and ethnocentrism, and discussing and/or demonstrating possible negative consequences of cognitive biases, and training to practice metacognitive processes, such as considering alternatives, withholding judgments, accepting disconfirming evidence, and re-evaluating initial perceptions (Moritz & Woodward, 2007).
For example, different causes of positive and negative events may provide different perspectives. In the above case where a mentee is offended by public constructive criticism, the mentor asks the mentee to consider several possible explanations of the mentee’s behavior from a third person perspective. Thus, a dominant interpretation may be that the mentee is unable to take on constructive criticism and blames others for his/her response to the situation. Alternative interpretations may be that (a) the mentee has a poor idea and blames himself or herself for the reaction (negative internal attribution), (b) a colleague is jealous of the mentee’s idea mentee credit self (self-serving positive and negative attributions of colleagues), or (c) the colleague is actually interested in improving the mentee’s idea (positive attribution of colleague). In short, mentors help mentees consider various plausible causes (Moritz & Woodward, 2007) and understand how cultural factors may influence perceptions.
Stage II further involves mentors and mentees developing and identifying constructive perceptions, and analyzing how these perceptions may have changed mentee’s actions. At this point, the mentor’s role becomes coach-like, informing the mentee of boundaries in the operating-environment, highlighting mentee’s misperceptions, and helping a mentee see complementarities in the values, cognitions and behaviors within the operating-environment. Further, mentors can also function as a social support mechanism (Hu, Pellegrini, & Scandura, 2011; Lee, Koeske, & Sales, 2004).
An example of such a mechanism is that mentors can suggest that mentees observe the behavior of others and analyze it. Mentors may suggest that the mentee has to learn to accept those self-perceived inappropriate behaviors but not mimic them when giving feedback to others, thus staying true to one’s self and modeling an alternative way to provide feedback (e.g., an indirect mode that is used by collectivistic and high-context individuals). Apart from identifying alternative and constructive perceptions, mentors can also help mentees develop empathy skills (Horan et al., 2008). Thus, in combination with attribution training, mentors and mentees can discuss how others might feel about and perceive a mentee’s behavior in a particular situation.
To reiterate the process, mentors can help mentees to understand how the skills and attributes they develop as multicultural professionals can contribute to their organizations, including which roles they can take on in the organizations, and when (Gotsi, Andriopoulos, Lewis, & Ingram, 2010). For example, mentors can encourage Bi- and Multi-cultural individuals to be a bridge or boundary spanner between two culturally different groups, or use his/her creative synergizing skills to suggest alternative solutions in appropriate situations. Mentors, if not an n-Cultural, may also point out n-Culturals in the organization who can model being a boundary spanner, and/or the skill of presenting alternative solutions.
Stage III: Implementation to Improve Self in an Operating-Environment

A critical stage of the multicultural individual adjustment process occurs in Stage III, in which mentors help mentees to improve in all dimensions (personal, relational, and professional). Mentors and mentees work together to develop ways for mentees to improve by incorporating flexibility in their personal (multicultural) views and absorbing what mentors offer.
While the operating-environment will provide the boundaries, mentors and mentees can develop the means that will enable mentees to improve in the operating-environment. Again, mentees must take account of complementary values, cognitions, and behaviors between the operating-environment and the mentees’ multicultural background. In short, a mentee considers one’s best possible self as a multicultural individual, which may facilitate mentees to improve behaviors (Horan et al., 2008; Kohonen, 2005; Sheldon & Lyubomirski, 2006) as a multicultural individual in a particular operating-environment. For example, in line with social cognitive interventions techniques, the thought self-leadership (Manz & Neck, 1991; Neck & Manz, 1996) approach involves imagining a positive scenario where one has a self-dialogue toward achieving a positive outcome. Thus, with the aid of mentors, mentees form new habits in social competency behavior for different operating-environments (Manz & Neck, 1991; Roncone et al., 2007), while taking account of complementary factors that exist in the values, cognitions, and behaviors between the operating-environment and mentees’ multicultural backgrounds. For example, a mentee may visualize his/her future actions in the operating-environment in which she receives direct feedback from other colleagues and openly accepts the constructive criticism. The mentee can encourage himself or herself by accepting that the constructive criticism can only improve his/her future performance.
According to the thought self-leadership approach, developing new habits centers on developing and maintaining constructive desirable thought patterns. The thought self-leadership approach claims that just as we develop behavioral habits that are both functional and dysfunctional, we develop patterns in our thinking that influence perceptions. As such, mentors can train mentees to process information in an accurate manner that enables them to develop their best possible selves.
For instance, a mentee can imagine a scenario in which he or she perceives absence of malice in constructive feedback during an interaction with a colleague and then visualizes the interaction in a constructive manner. The mentee can conduct an internal dialogue where positive perceptions from a colleague develop constructive and productive outcomes. In this process, the mentee then visualizes positive expressions, thus linking positive perceptions with his/her own positive and constructive actions. Earlier work (Gioia & Manz, 1985) has also suggested that people are able to learn behaviors through vicarious learning. As such, mentors (who may be n-Culturals or not) can share their unsuccessful and successful experiences so mentees can learn from these experiences in the organization. In turn, mentees can develop them as general scripts to use in future similar situations in both work and non-work settings.
At this stage, the role of mentors also becomes more complex, as they become part of their mentees’ professional social networks (Yeh, Ching, Okubo, & Luthar, 2007). Thus, mentors can help mentees to be comfortable in and/or create an environment where multicultural individuals are welcome in the organization. For example, it is possible that mentors can create a meta-identity for the workgroup that are based on their multicultural identities (Pratt & Foreman, 2000). In conjunction with creating a meta-identity for groups, mentors can support mentees to develop as n-Culturals by affirming who they are as multicultural individuals and possibly through developing a supportive multicultural milieu. In this manner, mentors also help mentees to view and develop the mentee’s meta-identity as a Multi-cultural and/or n-Cultural (Yampolsky & Amiot, 2016). The idea is to develop an “optimal distinctiveness” perspective for the mentee, so that he or she feels both accepted as a multicultural individual and as unique at the same time.
Brewer’s (1991) work on optimal distinctiveness theory suggests that having multiple social identities can satisfy individuals’ simultaneous needs for inclusion and differentiation. This implies that mentors can be a social support system (Hu et al., 2011; Lee et al., 2004; Rudmin, 2009) within the organization that accepts mentees as they are, and affirms their individual multiculturality as a set characteristic that makes them unique.
The thought self-leadership approach essentially provides a platform for multicultural individuals to be in control of their destiny. As multicultural individuals form new habits across different situations and contexts that reflect their thought self-leadership, mentors assist in providing constructive criticism as they see fit to develop them as n-Culturals. The mentees begin to see how they can maintain salience of multiple cultural identities and values simultaneously (see Stage IV discussion) and progress toward n-Culturalism. The mastery of balancing salience and thus determining appropriate reactions to situations is accomplished when multicultural individuals recognize their best possible self, which contains the balance of feeling included and different from other cultural groups. In other words, n-Culturals have developed an honest, untainted, and self-aware impression of themselves, their cognitions, and subsequent behaviors and are thus able to consciously select appropriate action paths.
Stage IV: Revisiting Initial Understanding of Self
Stage IV highlights the importance of going through the process of understanding the self along the three dimensions. Mentors encourage mentees to reflect on initial versus current understandings by asking several questions: (a) Who am I? (b) What are my assumptions about this situation? (c) Are my self-statements helpful and constructive for me or are they destructive? The goal here is for the mentee to develop a habit of forming accurate and constructive thought patterns (Manz & Neck, 1991; Neck & Manz, 1996) to ensure that as a multicultural individual he or she manages his/her beliefs and assumptions.
I suggest that these accurate metacognitive patterns may enable multicultural individuals, such as Bi- and Multi-culturals, to maintain the salience of their multiple cultures, be objective about themselves and others, and to express feelings intentionally. These patterns may also enable a mentee to accurately assess the factors within his/her control in the new operating-environment. In turn, constructive perceptions may lead others to modify their views, as well. I contend that mentors can be a social support system both personally and professionally (Hu et al., 2011; Lee et al., 2004; Rudmin, 2009) and help mentees to maintain optimal distinctiveness. Recent studies into cognitive training suggest that significant improvements in general social cognition and behavioral performance are transferable to other tasks and promote motivation to improve one’s quality of life (Roncone et al., 2007) and general positive outlook (Moritz & Woodward, 2007; Sheldon and Lyubomirski, 2006). Further, individuals with prior experience in mentoring relationships (i.e., as a mentee or mentor) may be more willing to follow through with a mentoring program (Ragins & Cotton, 1993).
Value of the MMP Framework
The argument for presenting a mentoring framework for multicultural individuals is the recognition that multiple identities can create complex cognitions that may result in value conflict in relation to the multicultural individual’s multifaceted persona, especially during acculturation. Further, if multicultural individuals are unable to manage this acculturation process, it may result in chronic and/or greater cognitive strain (see Berry, 2006). These individuals may then struggle to manage and/or integrate their identities and subsequently face debilitating outcomes; however, they can be helped in the acculturation process through appropriate mentoring. Because managing mentoring relationships is an important issue for organizations (Young & Perrewe, 2000), I introduced the MMMP consisting of personal, relational, and professional dimensions that benefit both the individual and the organization. The proposed four-stage MMMP helps multicultural individuals to actively balance frameworks and salience of multiple cultures by influencing their cognitive processes and subsequent behavioral choices. In turn, such psychological and sociocultural adjustments provide individuals with the capacity to contribute to organizational performance.
One of the important contributions I have made in this monograph is in emphasizing that n-Culturals are capable of holding and being committed to multiple identities as well as maintaining the different cultural saliences without switching modes or compartmentalizing. This view is a point of departure from existing literature, which suggests that such an approach will limit an individual’s cognitive capacity significantly. Although this may be true initially, I pose that with practice and mentoring one is able to develop this ability. I acknowledge that these ideas are nascent thus require empirical validation; therefore, I close this monograph with a discussion of implications and future research concerning the n-Cultural individuals.
In particular in Chap. 7, I explore the practical implications of being n-Cultural in the workplace and ideas future research concerning n-Culturals. Measurement issues will be addressed, plus the idea that the capacities and abilities possessed by n-Culturals can be developed via a mentoring process.
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Footnotes
1The spelling of the name Isacc as opposed to the conventional “Isaac” is deliberate; it serves as an identifier for the hypothetical individual who is born in Indonesia, naturalized in America (USA) and Canada, as well as being a Christian. I.e., ISACC: “IS” stands for Indonesia, “A” for America, “C” for Canada, and “C” for Christian.

 

2The term inpatriate (Harvey et al., 2005) refers to a host country national who is on official assignment to the home country of the (headquarter) firm. For example, an Australian working for Roche in Australia who is sent to Roche headquarters in Switzerland is an inpatriate.

 

3The following sections have been adapted from ideas presented in Pekerti, Moeller, Thomas, and Napier (2015).

 

4The following sections have been adapted from ideas presented in Pekerti et al. (2015).

 

5Although I am suggesting behavioral training and intervention techniques, I am not diagnosing the existence of pathologies that need to be corrected within the individual. At the same time, the assertion is that some symptoms are mild representations of conditions associated with social cognition deficit; thus, they can be addressed by using existing treatments for improving social cognition.

 

6The natural human capacity for resilience moderates the impact of acculturative stress, such that initial adversity and acculturative stressors are a condition that can considered absent of mental disorder (Fernando, 2012). However, cumulative adversity and stressors if not managed properly can be debilitating.

 

7The MMMP warrants several assumptions and boundary conditions. (a) Multicultural individuals are receptive of mentoring efforts. No one wants to appear vulnerable and inexperienced, much less actively seek help, particularly not someone who has been placed in an important managerial role. (b) It may be undertaken formally or informally. (c) Mentoring arrangements for multicultural individuals are likely to include multiple mentors across different continents who support the multicultural individual in the personal, relational-social, and professional domain. (d) Stages in the MMMP may occur simultaneously. Thus, while one mentor may help to improve the mentee’s understanding of self from a personal perspective, another mentor may help the mentee to understand the self from a professional perspective. (e) Mentors within the personal, social, and professional dimensions of mentoring are unlikely to change across the different stages. For example, a mentor who engages in personal mentoring efforts will likely manage the personal mentoring process through Stages I–IV. (f) The stages are considered ongoing and parallel to the acculturation process. (g) It is difficult to identify the “appropriate” mentor at the “appropriate” time for the “appropriate” category of mentoring at the “right” stage of one’s life and/or career, since the selection pool of mentors is likely to span across organizations or nations.
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Abstract
In this chapter, I explore the practical implications of being n-Cultural in the workplace and future research concerning n-Culturals. A major issue will be measuring the n-Culturals and associated elements fundamental to their existence. The chapter and monograph conclude with a discussion on mentorship. Although the ideal mentor for an individual acculturating to a particular environment would be a stereotypical local individual, I maintain that the two necessary criteria required to be an effective mentor are: (a) recognizing the value of multiculturalism as an asset to organizations and (b) being comfortable with one’s own identity and/or multiculturalism.
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In this monograph, I have presented the idea that n-Culturals exist where multiple cultures are internalized by individuals either simultaneously or after primary social patterns and self-concept have been formed, and thus a phylogenically achieved process. There are a number of implications that can be gleaned from this within individual multiculturalism model that presents four fundamental elements of knowledge, identification, internalization, and commitment, plus a fifth element of being able to maintain saliences of multiple cultural values simultaneously (KIICS). First, exploring the constituent elements enables us to map the multiculturalism typology, therefore allowing scholars to analyze the mechanism that are crucial within the multicultural individual through the ways that multiculturals experience and manage their multiple identities. Second, by examining the ways in which n-Culturals develop, we gain further insights into modeling this process. Third, by understanding that n-Culturalism is the epitome of multiculturalism, we set the stage to analyze n-Culturals as individuals who have developed higher order cognitive processes that enable them to maintain simultaneous saliences of all their cultural identities and values. Fourth, in this monograph I have established that n-Culturals develop skills to manage and balance cultural conflicts internally that enable them to adapt situations to be socially effective and thus perform particular tasks that benefit the organizations that employ them, thus adding another skill set associated with n-Culturals.
In this final chapter, I further expand on the practical implications of being n-Cultural and the associated KIICS for individual well-being, intercultural relation in plural societies, and for international assignments or international global virtual team engagements. Finally, to conclude this monograph I raise a number of propositions, empirical questions, and research issues related to n-Culturalism for developing future research concerning theory building, empirical work, and applications of the theory.
Practical Implications of Being n-Cultural

Throughout this monograph, concepts of identity, social identity, and ethnic identity theory have been used to conceptualize n-Culturalism, namely the notion of multiculturalism within individuals who have KIICS of more than two cultures. The implication is that n-Culturals, by choice maintain cognitive and social systems that are multicultural in content. The metacognitive working model proposed in this monograph suggests that n-Culturals use a cognitively integrated strategy that enables them to operate effectively in multiple cultures as a function of KIICS in both work and non-work environments.
n-Culturals as Experts in Acculturation
One of the significant practical implication of being n-Cultural is having experienced multiple cognitive and social acculturation processes. n-Culturals have gone through multiple acculturation processes, thus addressing value conflicts to manage their multicultural identities successfully and effectively. These acculturation experiences, which I have established as on-going, are useful when a person finds herself or himself in intercultural situations within a new host plural society and/or working with colleagues from different cultures.
For example, Pekerti, Woodland, Diack, and Pekerti’s (2011) work on valuing cultures through critical incidents identified five simple systematic questions and suggestions to help people minimize potential errors during intercultural interactions; they called it the culture(s), individuals, different behaviors, understanding of, and disagreement with values (CIDUD) framework. In short, Pekerti et al. (2011) suggested that all intercultural interactions present an opportunity for all participants involved in an intercultural encounter to ask questions concerning CIDUD to facilitate cross-cultural encounters. The questions adapted from Pekerti et al. (2011) are as follows:Culture(s): Do I have sufficient cultural knowledge to function effectively with the person from the other culture? If not, inform oneself about the culture, and withhold judgments until sufficient knowledge is gained.
Individuals: Do I have sufficient knowledge about the individual(s) from the other culture? If not, withhold judgments, then inform oneself about the counterpart(s).
Different behaviors: Is the person(s) behaving differently to the available information I have about the culture? If so, withhold judgment then inform oneself about individual; especially if one comes away with judgments such as, rude, dirty, lazy, dishonest, disrespectful, etc.
Understanding of values: Do I understand the reasons/causes for the behavior(s)? If not, go through the first three steps again in more depth, or consult a cultural informant and/or trusted person to provide explanations about the particular behavior(s).
Disagreement with values: Do I disagree with the reasons/causes of the behavior(s)? If so, then try to behave in ways that protect the face of all parties (p. 55).



The relevance of this CIDUD framework is that n-Culturals have gone through the process of asking these questions and answering them in at least two or more cultures. Most importantly, they have gone through the internal conflict process with two or more cultures assessing which particular values they agree or disagree with, and resolving how to behave concerning the values they do not agree with—just as Isacc did in Chap. 6. Addressing values with which one disagrees is a point of departure from many extant cross-cultural prescriptions, but it is a necessary step for effective intercultural interactions—one which a Mono-cultural might not have encountered.
In plural societies and multicultural work environments, one is likely to be faced with practices and behaviors based on values that one disagrees with. The advantage of being n-Cultural compared to a Mono-cultural is that n-Culturals, by virtue of their vast multicultural experiences, would have gone through a process such as imagining scenarios where one has a self-dialogue toward achieving a positive outcome for particular situations. In other words, a similar process to the thought self-leadership technique described in Chap. 6 of this monograph, n-Culturals, by choice, would have gone through more scenarios, deliberated the pros and cons of the scenarios, as well as the most productive solutions than Mono-culturals, and thus are more likely to be effective compared to Mono-culturals. For example, in the multicultural workplace interaction between Isacc and Hienliang in Chap. 6, Isacc as an n-Cultural would have gone through a myriad of scenarios addressing appropriate behaviors for a Chinese person in Indonesia (since Isacc has Chinese heritage), Indonesian in the USA (since Isacc is Indonesian), as well as for Christians in a populous Islamic nation (since Isacc is a Christian in Indonesia). This makes Isacc a more experienced expert at solving intercultural issues compared to Mono-culturals, which in turn facilitated an amiable relationship between Isacc and Hienliang. Therefore, in other similar situations Isacc will likely behave more appropriately than a Mono-cultural.
n-Culturals as Experts in Addressing Competing Perspectives
The literature comparing novices versus experts (Chi, Glaser, & Farr, 1988; Fiske, 1982; e.g., Mono-culturals vs. n-Culturals, respectively) show that experts who possess complex cognitive structures in a particular domain tend to perform better than novices in that domain. For example, Wade-Benzoni et al. (2002) found evidence indicating that cultural knowledge is positively related to understanding the perspective of another culture. Again this illustrates how n-Culturals (experts in the domain of culture compared to Mono-culturals) are capable or have developed the capacity and ability to acknowledge the legitimacy of competing perspectives (i.e., integrative complexity), and to respond with an appropriate response and/or behavior for a particular situation. I assert that this ability has been honed by experiencing accountability pressures of multiple cultures that n-Culturals face every day. Just like experts who are exposed to problem solving numerous times in their domain areas, such as physics (Chi et al., 1988) or politics (Fiske, 1982) have developed complex cognitive structures to solve problems in physics and politics, respectively, n-Culturals have developed metacognition to solve cultural problems, internally, by developing integrative complexity, practicing multiple scenarios akin to the thought self-leadership technique. Although Mono-culturals can also develop higher levels of integrative complexity, such as practicing to develop arguments for both sides of an issue, in the domain area of culture, n-Culturals have an advantage over Mono-culturals since they face it every day. Therefore, the value of consciously being n-Cultural is that it facilitates one to solve competing perspectives, which are ubiquitous in most intercultural interactions and when we work people from different cultures.

n-Culturals Contribute to Organizations as Boundary Spanners and Models of Multiculturalism Within Individuals
Caliguiri and Tarique’s (2012, 2016) work suggests that any type of cross-cultural experiences in both work-related and non-work-related activities are valuable for developing cross-cultural competencies. They argue that cross-cultural experiences lead to the development of cross-cultural competencies though a process of engagement with the environment (i.e., social learning process, Bandura, 1977). As discussed in Chap. 5, n-Culturals develop skills, such as tolerance of ambiguity, cultural flexibility, and reduced ethnocentrism, which lead to dynamic cross-cultural competencies. Caliguiri and Tarique (2016) called these skills “cultural agility,” which they found to be predictive of global leadership competencies and effectiveness in international assignments. Caliguiri and Tarique (2012, 2016) argued that cross-cultural experiences such as those experienced by n-Culturals present situations where n-Culturals require the simultaneous use of cross-cultural competencies. As discussed in Chap. 5, these are in effect the same skills inherent in boundary spanning activities; that is, (a) information gathering skills, such as being sensitive to social cues, (b) intercultural and team communication skills, and (c) interpreting information, such as contextualizing and decontextualizing information, including cultural knowledge. In turn, these skills equip individuals (Adler & Bartholomew, 1992), such as n-Culturals, with the ability to integrate multicultural accountability pressures and respond in a culturally congruent manner without compromising their own values.

Therefore, n-Culturals are an asset to organizations domestically and internationally as boundary spanners. Their competencies provide organizations with an individual who are capable of mediating between groups of people from different cultures thus build bridges between people of different cultures, which facilitates collaborations in international ventures and/or in a multicultural work environment. As discussed briefly in Chap. 6, these n-Culturals can subsequently serve as mentors or models for others as boundary spanners.
n-Culturals Model Managing Different Life Domains to Facilitate Well-Being
I argue that in addition to modeling workplace behaviors, n-Culturals, just as importantly, can also model self-development that facilitates the well-being of individuals. Just as Barack and Michelle Obama did when they served as the 44th president and First Lady of the USA, n-Culturals, by being themselves and living as multiculturals, can model how to develop and manage multiple sets of life domains to preserve their sense of self-worth and well-being.
For example, Isacc in Chap. 6 knew very well, because of his life experiences, that he will continually face the inclusion and distinctiveness challenge. Isacc purposefully maintained different life domains, such as his hobby surfing, as a way to balance the challenges of being different and coping with work and non-work life. The relevant point here is that Isacc’s hobby, which is a non-work activity placed him in situations with very distinct accountability pressure and demands than work or other accountability pressures, such as being American, Canadian, Indonesian, and/or a Christian. From a well-being perspective, this non-work activity is important since it enables Isacc to use his hobby as a “release valve” to manage life’s strains, that is, reducing anxiety levels, increasing general self-efficacy levels, and enhancing emotional well-being, including positive self-concept (Donaldson & Rona, 2006; Netz, Wu, Becker, & Tenenbaum, 2005; Penedo & Dahn, 2005). Further, in Isacc’s case, he purposefully integrated activities that enabled him to surf, such as including physical fitness into his daily activities. In particular, Isacc incorporated swimming or gym exercise as part of his lunchtime break, which again helped him to manage his stress level at work. Although this is not a novel approach to work-life balance, similar to the technique of managing cultural identity strength, I contend that n-Culturals consciously incorporate “release valves” into their daily lives as mechanisms to offset accountability pressure and demands in one life domain with another that is different. Extant works in resilience further show that strategies that are associated with maintaining well-being is another attribute that strengthens resilience (Bhowmik, Cheung, & Hue, 2018). For example, Luthar (1991) found that resilient groups tend to have positive well-being compared to less resilient groups who tend to have less positive well-being. Again, n-Culturals can deliberately mentor others in organizations to this type of work-life balance and/or simply be themselves as n-Culturals. I now close this monograph with a discussion of future research concerning n-Cultural individuals starting a number of questions.
Based on the conceptualization of the n-Culturals in this monograph, though not exhaustive, there are a number of questions that can guide future research. For example:	1.To what extent can a person be considered a true n-Cultural and can we measure n-Culturalism?

 

	2.Does n-Culturalism affect one’s well-being?

 

	3.To what extent does one’s n-Culturalism influence one’s decisions in general?

 

	4.Alternatively, how does multiculturality affect decisions at work and non-work environments?

 

	5.Does n-Culturalism enhance decision-making?

 

	6.If n-Culturalism is found to enhance decision-making, how do organizations encourage individuals to maintain their multiculturalism?

 





It is my contention that one of the first steps to answering some of the above questions is to empirically operationalize n-Culturalism and validate its measurement.
Operationalizing the n-Cultural for Research

A challenging issue that endures in the field of multiculturalism is how to measure the constructs of identity, acculturation, and internalization accurately and effectively (Arends-Tóth & van de Vijver, 2006; Ward & Kus, 2012). Thus, it is not surprising that apart from a handful of studies (e.g., Benet-Martínez, Lee, & Leu, 2006; Bochner, 1981; Downie, Koestner, ElGeledi, & Cree, 2004; McLeod, 1981; Taft, 1981), the literature still lacks empirical work that operationalize what a Multi-Cultural individual is beyond two cultures, and none have operationalized the n-Cultural. This monograph ends with a discussion on addressing some of these measurement issues, including suggestions on how to measure, knowledge, compatibility of cultures, commitment, as well as some outcome variables that are all important dimension of n-Culturalism.
There are, however, a number of works that have conceptualized and discussed the Bi-cultural individual and how to determine biculturalism; most works link the construct with the individual’s identity, including the present monograph (Bochner, 1981; Ellemers, Spears, & Doosje, 2002; Hong, Morris, Chiu, & Benet-Martínez, 2000; Hutnik, 1991; LaFromboise, Coleman, & Gerton, 1993; Ryder, Alden, & Paulhus, 2000; Sam & Berry, 2006; Snauwaert, Soenens, Vanbeselaere, & Boen, 2003; Tadmor & Tetlock, 2006; Taft, 1981; Verkuyten & Pouliasi, 2006). These works point to ideas regarding operationalizing the n-Cultural through measuring the relative salience and strengths of his/her identities and values, either directly or indirectly. This includes methods that assess multiculturalism that ranges from self-reports of one’s identity, reporting of surface characteristics, such as ethnicity, to reports of personal history (Benet-Martínez, 2012; Tadmor & Tetlock, 2006). By modeling multiculturalism in terms of its constituent elements, I provide a basis for measurement that presents a multiculturalism continuum that ranges from Mono- to n-Culturals (see Fig. 4.​2). Thus, as opposed to rigid and discrete multicultural types, n-Culturalism presents multiculturalism on a continuum depending on the presence of knowledge of cultures, identification, internalization, and commitment to multiple cultures to a greater or lesser extent (see Table 4.​1 and Fig. 4.​2). As such, n-Culturalism can be measured by assessing the extent to which individuals have the elements of knowledge, identification, internalization, commitment, and finally, the ability to maintain the salience of each cultural identities and values.
Extant research suggests that at least three necessary elements must exist to a lesser or greater extent within the individual to classify one as a multicultural individual (Pekerti & Thomas, 2016). These elements are knowledge (Lücke, Kostova, & Roth, 2014; Oyserman & Lee, 2007; Thomas et al., 2008), identification (Ashforth & Mael, 1989; Benet-Martínez, 2012; Roccas, Sagiv, Schwartz, Halevy, & Eidelson, 2008; Tadmor & Tetlock, 2006), and internalization (Benet-Martínez, 2012; Fitzsimmons, 2013; Tadmor, Galinsky, & Maddux, 2012). With these existing foundations, I combine these components and additional boundary conditions to conceptualize multicultural individuals as ones who have knowledge of, identification with, internalization of, and commitment to more than two cultures (Pekerti & Thomas, 2016); and for n-Culturals, the ability to maintain the salience of each cultural identities and values. Further, I pose that the sine non-qua of multicultural individuals is the presence and combination of all five KIICS elements. The crucial implication of the above sine non-qua is that the absence of at least one of the criteria precludes one from being an n-Cultural. I acknowledge that this criterion requiring all five elements to be present is a boundary condition that departs from existing conceptualizations of multicultural individuals (see Table 4.​1). I assert that this is a useful criterion to include for empirical purposes, namely to bifurcate cultural domains that differ in degree versus those that differ in kind. In short, I assert that the difference in knowledge content of one cultural microcosm to another may differ in degree rather than in its content values.
For example, having an Acehnese-Javanese identity differs in degree to an Acehnese-Javanese -Indonesian identity, that is, I acknowledge the real possibility that a person in Indonesia may not identify with his/her national culture. In other words, if we apply the criteria of more than two cultures as well as knowledge, identification, internalization, and commitment, the difference between an Acehnese-Javanese versus an Acehnese-Javanese -Indonesian identity is a matter of degree since the national culture of Indonesia contains some elements of Acehnese and Javanese culture in scope and content. In a similar manner, an alternative culture dimension may still differentiate individuals. For example, a Protestant-Acehnese-Javanese differs in degree in their cultures to a Catholic-Acehnese-Javanese. In other words, in this case the difference in degree comes from having a monotheistic religious-culture with the same conception of God (i.e., similar structures), but large differences in theology (Johnson, 1985). In contrast, a Catholic-Acehnese-Javanese differs in kind in their cultures to an atheistic-Acehnese-Javanese individual.
Although one can argue that all differences are differences in degree (Cecere, 1986), in the context of multiculturalism the absence versus the presence of a cultural element, such as religious norms, values, beliefs, and assumptions can be classified as a difference in kind, that is, absence of that particular values-beliefs and assumptions structure. Again, from a multiculturalism lens, the difference in kind can be further nuanced by the origins of an individual’s norms, values, beliefs, and assumptions structure in terms of its content. The difference in kind between a Catholic-Acehnese-Javanese versus an atheistic-Acehnese-Javanese is less compared to a Catholic-Acehnese-Javanese versus an atheistic-Mexican-American multicultural. In other words, the content of Mexican-American values, beliefs, and assumptions structure would be different than that of the Acehnese-Javanese, in that there might be emic concepts in each of those cultures that may not have a comparative equivalence in the other cultures (Brislin, 1993; Jahoda, 1995). This leads to another implication of the above criterion, namely the idea that multiculturalism exists on a continuum.
Consistent with Fitzsimmons, Liao, and Thomas (2009) and Pekerti and colleagues (Pekerti, Moeller, Thomas, & Napier, 2015; Pekerti & Thomas, 2016), I assert that multiculturalism exists on a continuum (see Fig. 4.​2). At one end are those who have knowledge of, identification with, internalization of, and commitment to one culture and on the other end is the heterogeneous n-Culturals (Pekerti et al., 2015; Pekerti & Thomas, 2016) who have KIIC of more than two cultures, plus the ability to maintain the saliences of multiple cultural values simultaneously (S). I therefore acknowledge that the elements of knowledge, identification, internalization, and commitment exist within individuals to a greater or lesser extent, and that their combination results in a continuum of multicultural individuals, as opposed to the notion that multiculturalism as discrete categories. For example, an Acehnese or Javanese would be placed on one end of the continuum (1), followed by an Acehnese-Javanese (2), then an Acehnese-Javanese-Indonesian (3), then a Christian-Acehnese-Javanese-Indonesian (4), then still further along the continuum Christian-Acehnese-Javanese-Indonesian-Canadian born in Saudi Arabia (5–6) is placed toward the n-Cultural end of the continuum. The relevant implication of this view is the increasing complexity of cognitive demands that is placed on the multicultural individuals from one end of the continuum to the other, for example, more than one culture to more than four to six cultures, respectively (Lakshman, 2013; Lücke, et al., 2014). Therefore, I pose that an ideal measure of multiculturalism at the individual level should be able to discern Mono-culturals from n-Culturals, as well as bifurcating cultural differences in degree and kind.
Suggestions for Measuring n-Culturals
To address the lack of empirical work that operationalize the multicultural individual beyond two cultures and the n-Cultural, I provide some suggestions to tap into multiculturalism (indicators) at the individual level. These suggestions are designed to tap into the elements that would map the presence of knowledge of, identification with, internalization of, and commitment to cultures within multicultural individuals simultaneously, as opposed to simply determining the presence each multicultural element.
Measuring Knowledge
As a foundation of multiculturalism at the individual level, I contend that it is crucial to measure multifaceted knowledge (both tacit and codified) that a multicultural individual has (Lakshman, 2013; Lücke et al., 2014), including surface and deep level knowledge. Ideally, I operationalize knowledge of culture(s) as any information that is tacit or codified that is associated to the cultures that a multicultural individual is affiliated with, identify with, have internalized, and committed to. This knowledge can encompass both surface and deep level knowledge.
One method to measure cultural knowledge and how it is used is concurrent and retrospective verbal/survey protocol (Ericsson & Simon, 1993; Kuusela, & Paul, 2000; Thomas et al., 2008, 2012) when applied to solve a cultural related problem, such as making correct attributions in relation with a critical incident (Cushner & Brislin, 1996). For example, (a) individuals are presented with a critical incident (via video or print), (b) asked to analyze the incidents, thus to explain the underlying causes and effects depicted in the incident, and (c) have their responses recorded (orally or self-written). Two or three raters are then used to code the responses to various concepts and constructs under study. The challenge is to develop a tool that can capture the nuances of the numerous cultures that exist in our world. This challenge is not insurmountable; for example, it is possible to create tools that encompass major regions and/or multiple cultural dimensions that are relevant at the same time (e.g., best-worst scaling technique; Finn & Louviere, 1992; Marley & Louviere, 2005). The major disadvantage of the verbal protocol technique is the administration and coding are tedious (Thomas et al., 2016).
The advantages of these techniques are that it allows us to develop generalized instruments (region based) that can be applied to multicultural situations and multiple cultures at the same time albeit not inclusive of all the cultures that exist in the world. The protocol data enables researchers to make inferences on how the knowledge is used in the different cultural scenarios. Further, the best-worst scaling method is an effective tool that strongly links behaviors of individuals to their country and culture (Auger, Devinney, & Louviere, 2007); therefore, I surmise that it is a useful tool that also taps into how knowledge coalesces toward identification and internalization.
Measuring Identification
I view cultural identification as a construct that involves achieved identity, hence I operationalize identification as being psychologically linked to a particular culture. The implication is that this achieved cognitive link involves conscious decisions to actively identify with the culture(s) after a process of exploration (Germain, 2004; Phinney & Alipuria, 2006). Furthermore, it also implies that for multicultural individuals the multiple cultural identification that they have should be relatively stable.
Apart from existing techniques that ask individuals which culture they identify with (e.g., Benet-Martínez et al., 2006; Mok & Morris, 2010), I suggest additional techniques that tap into the stability of one’s identification with the cultures they are psychologically linked to should be used. Again, I surmise that the best-worst scale technique (Finn & Louviere, 1992; Marley & Louviere, 2005) can tap into the stability dimension of cultural identification. One can design a survey that taps into both knowledge and identification elements by varying the number of times a concept occurs. Therefore, stability can be determined by the extent one is consistent in one’s choices regarding particular preferences that are associated to the cultures with which one claims to have a psychological connection.
The advantage of using the best-worst scaling technique is that it affords the researcher to measure variability across the cultures one claims to identify with and within-individual variability. In turn, individual variability may enable researchers to infer cognitive aspects that differentiate the cognition of Mono-cultural versus Multi-cultural individuals (Lakshman, 2013; Lücke, et al., 2014). For example, Mono-culturals may not show variability, whereas multicultural individuals do. Moreover, since the method utilizes a nominal scale, it eliminates potential responses biases, especially when used across cultures (van de Vijver & Leung, 1997).
Measuring Internalization
The incorporation of values, attitudes, and beliefs of a particular culture implies that one behaves according to values, attitudes, and beliefs of the culture. As such, I operationalize cultural internalization as the presence of cultural schemas that reflect acceptance of each of the culture(s) with which one identifies (Lakshman, 2013; Lücke et al, 2014; Pekerti & Thomas, 2016) including consistent behaviors (Ajzen, 1991; Ajzen, Czasch, & Flood, 2009) which serve as indicators that the values, attitudes, and beliefs are guiding principles for the behaviors manifested.
Tapping into multicultural internalization is complex since it involves measuring latent concepts simultaneously. I contend there are number of ways that one can tap into indicators to infer internalization. For example, the oral/survey data protocol can be used to infer whether internalization pervades within an individual, that is, where choices made by individuals reflect cultural schemas of the culture(s) one identifies with, including its consistency (stability dimension).
Measuring Compatibility of Cultures
The concept of identity is for the most part cognitive, non-observable, and due to the complexity of the human mind a robust assessment of cognitive activity is laden with difficulties (Nisbett & Wilson, 1977). It is important to acknowledge that a comprehensive assessment of multiculturalism will necessitate the use of multiple techniques and measures to assess different levels of knowledge, identification, commitment, and internalization of cultures. Further, in our endeavor to thoroughly measure multiculturalism we should also assess the relative strength of identities that an individual possesses, as well as attitudinal and behavioral indicators of multiculturalism (Navas, Rojas, Garcia, & Pumares, 2007; Ryder, Alden, Paulhus, & Dere, 2013; Stoessel, Titzman, & Silbereisn, 2012; Sam & Berry, 2010; Tartakovsky, 2012; Ward & Kus, 2012). For example, to assess how individuals manage ethno-cultural identity conflict Downie, Mageau, Koestner, and Liodden (2006), and Downie et al. (2004) measured the extent to which individuals viewed the compatibility of the cultures they identify with (multicultural identity integrations or culture-chameleonism). Downie et al.’s (2004, 2006) techniques measured people’s perceptions of cultural coexistence or disparity, including how individuals managed their cultural identity (i.e., separately or simultaneous strategy), including a peer validation process; therefore the approach is akin to Benet-Martínez, Leu, Lee, and Morris (2002) instrument and works. The value of measuring compatibility of cultures within a person lies in the fact that it enables researchers to assess whether one has integrated their identities or managed in other ways.
Notwithstanding the limitations of self-report techniques, I recommend the use of self-report; since such measures are useful and may be the only accurate technique to determine whether a person identifies with multiple cultures (Downie et al., 2004) and/or is acculturated to a particular culture (see Benet-Martínez, 2012). In other words, observers can infer that a person identifies with multiple cultures through indicators such as actions or other trace measures, but we need to confirm identification by asking the person directly. To complement self-report measures of identity, I recommend that researchers use other latent measures as a form of convergence test. For example, we can use existing cultural intelligence (CQ) measures (e.g., Earley & Ang, 2003; Thomas et al., 2012) and/or a multicultural personality measure (e.g., van der Zee & van Oudenhoven, 2000) to assess the degree of CQ that n-Culturals have and presence of multiculturalism, respectively, compared to Mono-culturals and other multicultural individuals.
Operationalizing Commitment
I assert that one of the important outcomes of establishing and denoting each constituent element of multiculturalism is that it lays the foundation for constructing effective measures to assess n-Culturals. Thus, by carefully examining each of the elements, and its composition we are able to explore a number of options to consider different techniques to measure the elements. For example, existing literature on identity (Stryker & Burke, 2000; Tsui-Auch, 2005) suggests that the number of contacts a person has associated to a particular people group and/or culture (density of ties) reflects that person’s commitment to that people group and may further indicate the importance of this group for this individual. Although I agree with this view, examining the concept of connections underscores its role as an important component of identification. In turn, this leads me to theorize further that not only the density of ties to a cultural people group is important, but also the quality of relationships individuals have with a particular people group is as important as the density of ties as an indicator of a person’s commitment to a particular people group and/or culture.
For example, in attempting to assess commitment, a scholar may quantitatively (e.g., Tsui-Auch, 2005) and qualitatively (e.g., Moore & Barker, 2012; Sparrow, 2000) assess the strength of relationship(s) that a person has with members of various groups or cultures to which he or she is connected. Similar to some of the techniques Downie et al.’s (2004) used, we can utilize peer assessments to control for social desirability biases. We can also measure other behavioral components related to value strength of maintaining one’s identities to complement and assess the degree of commitment to various cultural identities, for example, the amount of time that one is willing to spend to maintain membership in the multiple cultural groups. Since it has been documented that individuals tend to engage in more activities that are important to them and fulfill them (Ashforth & Mael, 1989; Stryker & Serpe, 1982, 1994; Stryker & Burke, 2000), one can then measure the amount of time a person invests in activities that are linked to her/his identities to assess the salience and strength of these identities. There are other resources beyond time spent in an activity that can be a gauge of the degree one is committed to identity, such as, the effort that a person exerts, and the degree of engagement during activities that are associated to their identities. Empirically investigating these variables and qualitatively documenting how individuals make decisions regarding how much time and effort they invest into a particular identity will provide us with insight regarding the extent to which an individual has internalized and is committed to particular cultural identities. Taken together, answers to these empirical questions may provide information concerning the relative commitment an n-Cultural has to each of his/her cultural identities.
Operationalizing Multicultural Networks for Commitment
Stryker (1980), as well as Stryker and Burke’s (2000) discussion of the past, present, and future of identity theory highlighted a number of concepts that can contribute to the operationalization of an n-Cultural’s relative salience and strengths of his/her identities. Given that identity is often defined in the context of social relationships, one can actually assess the salience and strength of a particular identity by a latent technique of measuring a number behaviors and variables linked to a person’s identity. For example, Stryker (1980) and Tsui-Auch (2005) suggest that the density of ties a person has reflects one’s commitment to a particular group. Therefore, measuring the density of ties one has related to the cultures he or she identifies with may indicate the salience of these cultural groups. In a similar manner, assessing the importance of these ties from a number of perspectives, such as work and non-work settings may also indicate salience and strength of a person’s relationships to particular cultural groups in those settings.
In light of the fact that research exploring the internal mechanisms of a person’s identity is still an underdeveloped topic (Stryker & Burke, 2000), it is my conclusion that measuring the variables linked to a person’s identity discussed in this monograph are important steps toward assessing the cognitive and social systems possessed by n-Culturals. In turn, the information gained from these latent variables may shed further light on how n-Culturals manage and integrate their multiple identities in work and non-work settings.
Well-Being and Performance

Another future research area in n-Culturalism is to investigate the impact of multiple cultural experiences on well-being, such as in the area of acculturative stress and performance across a range of domains. Researchers have documented that significant numbers of individuals who live at the intersection of multiple cultures struggle to acculturate and manage their identities (Berry, 2006; Berry & Annis, 1974; Berry, Kim, Minde, & Mok, 1987; Furnham & Bochner, 1986; Perez, Voelz, Pettir, & Joiner, 2002; Rudmin, 2009). In turn, the inability to adapt and manage their multiculturality results in chronic and debilitating acculturative stresses (see Berry, 2006). At the same time, Brislin, Landis, & Brandt, (1983) suggested that the ability to manage and balance values, norms, and situations when they are potentially in conflict results in lower levels of anxiety (i.e., by reducing cognitive dissonance) and thus potentially lower acculturative stress. Future research can investigate this well-being dimension to assess whether n-Culturals have better well-being than other multicultural individuals, because of their higher order cognitive abilities and established capacities, such as cultural metacognition. Related to the concept of well-being is the question of who should be helping Multi-cultural individuals in the workplace and/or who should be mentors for Multi-cultural individuals?
Who Should Be Mentors for Multicultural Individuals?

An area that modern organizations need to address for mentoring multicultural individuals in the future is who should mentor multicultural individuals, and how organizations should choose these mentors. A prevalent question that has been posed is whether mentors for multicultural individuals also need to be multicultural, such as Bi-, Multi-, and/or n-Cultural. For example, Isacc is an n-Cultural, high on cultural intelligence, and thus possesses skills to adapt effectively across multiple cultures, but he still needs to feel welcomed in new environments. In such cases, a mentor who might help Isacc integrate to a new organization does not need to be a Bi, Multi-, or n-Cultural individual or someone who has had international work experience. I assert that a fundamental criteria for a mentor for cases such as Isacc is for the mentor to see Isacc and his multiculturalism as an asset for the organization and thus able to help Isacc (a person in the process of acculturating) acculturate to the host culture of the organization and society (Nesdale, 2002), as a Multi-Cultural individual or n-Cultural (Pratt & Foreman, 2000; Yampolsky & Amiot, 2016).
Although, it may be beneficial for mentors to have experienced similar challenges faced by the acculturating person, they need not be an expatriate, Bi-, Multi-, and/or n-Cultural. I contend that another necessary criterion for mentors is comfort with their own identity and/or multiculturalism. In short, mentors for multicultural individuals must be void of perceived threat from the new multicultural members of the organization (Kanthak & Krause, 2010; see Laws, 1975—regarding threats to the “special” status of token minorities). In fact, research has corroborated the view that support from the organization and having a mentor that is prototypical of the host culture may be better able to facilitate mentees learning about the host culture (Ramiah & Hewstone, 2013) compared to a Multi-cultural who unique to the host culture. As Downie et al.’s work suggest (2004), spending a significant length of time interacting with host locals and host culture is important for the well-being of acculturating individuals. Therefore, there is room for organizations to develop mentoring programs where training to both mentors and mentees are implemented. For example, organizations who are intending to implement mentoring programs can be proactive and develop individuals who have high cultural intelligence (Thomas et al., 2008) to be trained as potential multicultural mentors and socializing them that their mentoring role to new members of the organization are crucial to the organization’s success. Therefore, developing the mentors’ identity in the organization as a mentor and rewarding this work, as well as instilling that there is value in everyone maintaining their multiculturalism to help workplace outcomes, I contend that these steps are important ones to enable organizations to take advantage of the knowledge, skills, and abilities that are potentially inherent in a culturally diverse workforce.
Summary

In this monograph, I have introduced and addressed a within individual multiculturalism model called n-Culturalism by using identity theories as the foundation for which to explore the within-individual concept—it therefore, establishes the idea that multicultural individuals exist. Both identity theory (Stryker & Burke, 2000) and social identity theory (Tajfel, 1981) enabled exploration of the internal and social external mechanisms of the multicultural identity and how it is situated with society. Central to the idea of n-Culturalism is how such individuals manage a complex set of values systems and the continuous process of acculturation as a consequence of choosing to maintain multiple cultures. I have introduced the idea that cultural metacognition is the internal mechanism that enables n-Culturals, and to some extent other multicultural individuals, to manage their multiple identities and subsequent actions by managing the saliency of one’s identities in a given situation. It presents the idea that the capacity and abilities of multicultural individuals are developed through a phylogenic processes where individuals consciously choose to maintain their multiculturalism despite challenges, such as chronic acculturation. It was discussed that the conscious choice of maintaining one’s multiculturalism forces individuals to solve internal ethno-cultural tensions, thus subsequently developing skills, such as actively balancing the salience of multiple cultures.
I then establish the idea that the foundation of multicultural individuals’ abilities is based on possessing cultural knowledge, identification, internalization, and commitment; with n-Culturals possessing an additional ability to maintain the simultaneous saliences of more than two different cultures. Cultural knowledge is presented as the underlying foundation of n-Culturalism and a prerequisite for identification, internalization, and commitment since these elements cannot exist without the cultural knowledge necessary to establish identification, internalization, and commitment. The relevance of identification for n-Culturalism lies in the fact that, like cultural knowledge, it is a necessary component for multiculturalism—the active self-categorization process involved in cultural identification is indispensable for multiculturalism to exist. In turn, internalization concerns the incorporation of values, attitudes, and beliefs that develops an individual’s cognitive structures, which enables subsequent integration of cultures. The inclusion of knowledge and commitment as necessary elements of n-Culturalism is a departure from existing views, which acknowledge that the necessary elements of multiculturalism are identification and internalization. I assert that the strength of a person’s belief in and acceptance of a group’s goals, values, attitudes, beliefs and their degree of willingness to exert effort on behalf of the group, as well as their level of desire to maintain membership in the group is important. In brief, commitment is an element that represents consistency of conscious and/or unconscious effort regarding attitudes and behaviors. I further posit that an additional element which distinguishes n-Culturals from other multicultural individuals is the developed skill of maintaining simultaneous saliences of more than two different cultures. This particular skill is essential to facilitate n-Culturals in harnessing their multiple selves and enabling them to take advantage of their multiculturality, such as, contributing to creative solutions because they are not shifting frames and/compartmentalizing. A taxonomy of multicultural individuals and non-multicultural individuals was presented to illustrate the continuum that maps out the within individual multiculturalism model.
I then continue to discuss the challenges that are faced by multicultural individuals, including n-Culturals. The premise of the discussion is that, notwithstanding the skills n-Culturals possess, they are facing continual acculturation by choosing to be multicultural in both work and non-work life. I explored the conclusion that n-Culturals are boundary spanners who cross multiple cultural microcosms; as such, they continually face the challenge of managing their multiculturality. n-Culturals may also face the challenge of being rejected due to their distinctiveness of being multicultural.
In this monograph, I offer some solutions concerning the challenges faced by multicultural individuals, such as balancing the saliences of multiple cultural frameworks to fit in with the situation and context; and/or finding equivalences and complementarities between cultures. I conclude that developing solutions to challenges that n-Culturals face is an on-going learning process since they have the propensity to place themselves in boundary spanning roles, which are likely to continually pose both challenges and opportunities. One of the solutions presented for n-Culturals to take advantage of their multiculturality, and maintain their well-being in spite of the myriad of challenges, is to attach their self-worth to multiple sets of life domains. The technique enables n-Culturals to manage their simultaneous needs for inclusion and distinctiveness since it allows one to offset an identity that is threatened with another that is not threatened in a given situation. The discussion of how n-Culturals solve the challenges that stems from their multiculturality, answers the question of how n-Culturals function as individuals and maintain effectiveness in work and non-work environments. In sum, n-Culturals balance the saliences of multiple cultural frameworks by finding equivalences and complementary factors evident across cultures that are active in the operating-environment and developing multiple contingencies of self-worth in multiple sets of life domains.
In closing, the implications of this within individual multiculturalism model were discussed with regard to the development of Multi-Cultural individuals, mentoring, and organizational behaviors in multicultural settings. Four stages of mentoring multicultural individuals in organizations were presented. The stages are as follows: Stage I—Developing understanding of self; Stage II—Searching for and selecting means to improve understanding of self; Stage III—Implementation to improve self in an operating-environment; and Stage IV—Revisiting initial understanding of self. I also address the question of who should be mentoring multicultural individuals, arguing that two criteria are required (a) mentors must see the value of multiculturalism as an asset to organizations and (b) the mentor must be comfortable with his/her own identity and/or multiculturalism, so as to avoid a sense of being threatened by new multicultural individuals.
I conclude with a discussion that n-Culturals are experts in acculturation and addressing competing perspectives; they are boundary spanners and models of multiculturalism within individuals. Finally, I explored ideas for future research to investigate multicultural individuals, addressing issues, such as operationalizing concepts, such as compatibility of cultures, commitment, and multicultural networks, measuring knowledge, identification, internalization, compatibility of cultures, and outcome variables.
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Appendix A: List of Questions forn
-Culturalism: A Within Individual Multiculturalism Model


	Themes
	Location of questions
	Questions

	n
-Cultural criteria/attributes

	
• Chapter
1

	• Do individuals who live at the confluence of more than two cultures can effectively lay claim to belonging to more than two cultures?
• Do individuals who lay claim to more than two cultures through a number of permutations such as, having mixed heritage, born within a nation with a multicultural society (e.g., Indonesia), raised in a second culture, living in a third and fourth culture, plus laying claim to other cultural domain affiliations functionally in work and non-work environments actually exist?
• Are individuals who are living at the confluence of two or more cultures limited by human capacity; and as such, can only effectively lay claim to belonging to one or two cultures?

	
• Chapter
4

	• To what extent can an individual maintain long-term salience and commitment to multiple sources of identity?

	
• Chapter
7

	
• To what extent can a person be considered a truen-
Cultural and can we measuren
-Culturalism?


	
Development ofn
-Culturals

	
• Chapter
7

	• Who should be helping multicultural individuals in the workplace and/or who should be mentors for multicultural individuals?
• Who should be mentors for Multi-cultural individuals?

	
Validation ofn
-Culturalism

	
• Chapter
7

	
• To what extent can a person be considered a truen-
Cultural and can we measuren
-Culturalism?


	
Managingn
-Culturalism

	
• Chapter
5

	
• How do Multi-culturals andn
-Culturals navigate through and take advantage of their multiculturalism?


	
• Chapter
5

	
• How do Multi- andn
-Culturals do their jobs in new environments, such as during foreign assignments?


	
• Chapter
5

	
• How Bi-, Multi- andn
-Culturals, who choose to maintain multicultural identities and saliences, navigate through their multiculturality to achieve desired workplace outcomes?


	
Impacts and outcomes ofn
-Culturalism

	
• Chapter
1

	• Do individuals who are living at the confluence of more than two cultures face the same challenges as other multicultural individuals, such as biculturals with regard to making sense of their experiences, managing their identities including managing acculturative stress?

	
• Chapter
2

	• If a person’s identity is in fact, multifaceted, then which identity does one use in a given social situation?
• Does a hybrid identity guide one’s behaviors?

	
• Chapter
3

	
• How don
-Culturals, including multicultural individuals, effectively manage their self-selected multiple identities?


	
• Chapter
6

	
• How do Multi- andn
-Culturals function effectively as individuals in work and non-work environments?

• How do they manage their self-selected multiple identities and integrate their potentially conflicting identities to function effectively in society?

	
• Chapter
7

	
• How doesn
-Culturalism multiculturalism affect one’s well-being?


• To what extent does one’sn
-Culturalism multiculturalism influence one’s decisions in general?

• How does multiculturality affect decisions at work and non-work environments?

• How doesn
-Culturalism enhance decision-making?


• Ifn
-Culturalism is found to enhance decision-making, how do organizations encourage individuals to maintain their multiculturalism?







Appendix B: List of Propositions forn
-Culturalism: A Within Individual Multiculturalism Model


	Themes
	Location of propositions
	Propositions

	n
-Cultural criteria/attributes

	
• Chapter
1

	• A more nuanced theory concerning multicultural individuals needs to be developed to understand the potential impact that such individuals have and can have on organizations (see Leung, Bhagat, Buchan, Erez & Gibson, 2005)

	
• Chapter
1

	• “Knowledge of” a particular culture and “identification with” (emotional and cognitive link to an identity) that culture influences the intensity to which a person accepts and internalize the culture’s goals and values (including its roles and expectations), associated with the identity plus subsequent motivation to exert effort to maintain a particular identity

	
• Chapter
2

	
• The

strength of social ties


a person has associated with an identity is also an important dimension of commitment to that particular identity (see Rudmin, 2009; Tsui-Auch, 2005)


	
• Chapter
3

	
• To be considered ann
-Cultural, one has to possess
knowledge


,
identify


with more than two cultural identities,
internalize


some of the values, attitudes, and other elements of more than two cultures as part of one’s guiding principles for thought and actions, plus be willing to exert effort to maintain and be
committed


to these identities


	
• Chapter
3

	• Commitment to an identity is as important if not more important than the situation. “… Commitment embodies what it is to be culturally competent. LaFromboise et al. (1993) argued that a person is able to gain competence within two cultures without having to choose one culture over the other, and without losing one’s cultural identity. Nevertheless, to be in order to be culturally competent, one would have to: (a) possess a strong personal identity, (b) have knowledge of and facility with the beliefs and values of the culture, (c) display sensitivity to the affective processes of the culture, (d) communicate clearly in the language of the given cultural group, (e) perform socially sanctioned behavior, (f) maintain active social relations within the cultural group, and (g) negotiate the institutional structures of that culture” (p. 396)

	
• Chapter
3

	
• Commitment involves added dimensions of attitudinal and behavioralconsistency
attribute involving psychological, sociocultural, and interpersonal processes (Ryder, Alden, & Paulhus, 2013), which is indicative of the strong link between attitudes and behaviors (Ajzen, 1991; Ajzen et al., 2012)


	
• Chapter
4

	
•n
-Culturals further possess the ability tomaintain the saliences of multiple cultural values simultaneously
(S
), in addition to havingknowledge of, identification with, internalization, and commitment to two or more cultures
(KIICS
)


• The degree of complexity required to manage more than three cultures becomes exponentially higher compared to only two cultures ofn-
Culturals. The skill possessed byn-
Culturals to manage this degree of complexity is what makes them the epitome of multiculturalism and places them at extreme end of the multiculturalism continuum


	
• Chapter
6

	
•n
-Culturals have high-integrative complexity and are able to preserve the saliences of more than two cultural values


•n
-Culturals use a multicultural orientation strategy that takes into account immediate situations or accountability pressures, internalized values and identities, including maintaining multiple saliences of cultural values


	
• Chapter
6

	
• Cultural metacognition supports the management of multiple identities ofn
-Culturals, in particular situations and contexts. Further, integrative complexity is a similar concept to metacognition in the construct of cultural intelligence, that is,cultural metacognition
(Earley & Ang, 2003; Thomas & Inkson, 2003)


	
• Chapter
6

	
• The premise ofn
-Culturals maintaining identity salience and commitment of more than two cultures provides part of the answer to hown
-Culturals manage their multiple identities


	
• Chapter
6

	
• If an individual has significant ties to individuals associated with a particular identity (

strong ties)


, and spends a significant length of time developing relationships, as well as participating in roles within the community in which this identity is active, then it is an identity that is neither easily suppressed nor one that is cognitively absent in most situations


	
• Chapter
6

	
• Forn
-Culturals, the mechanism used is not switching modes or identities, but rather it is to offset the identity that is threatened with another that is not threatened in that particular situation


	
• Chapter
6

	
•n
-Culturals can draw upon inner strengths (internal resource) and historical experiences (external resource) of others who have survived adversity to develop their personaln
-Cultural resilience (Franklin, 2009)


	
• Chapter
6

	
• Withholding judgments and appreciating cultural differences in the face of identity threat or discriminatory behavior is another set of life experiences that developn
-Cultural resilience in individuals (Bhowmik, Cheung, & Hue, 2018)


	
• Chapter
6

	
•n
-Culturals do not perceive their host culture and their heritage culture as conflicting; thus, they are able to be committed to and maintain saliency of both cultures. Even if ethnic identities do conflict, as Ward (2008) found, there is no evidence that it suppresses cognitive activities related to the ethnic identities


	
• Chapter
6

	
•n
-Cultural skills are closely intertwined with resilience skills


	
• Chapter
6

	
•n
-Culturals have gone through this process and developed capacities and ability to manage their multicultural identities effectively; they should have significantly lower stress levels. Thus,n
-Culturals are also more skilled at integrating multiple cultural identities, frameworks, and saliencies that lead to effective and appropriate behaviors


	
• Chapter
6

	
• Similar to highly culturally intelligent individuals,n
-Culturals are able to use their knowledge, skills, and abilities regarding particular cultures and apply it in different cultures which ascribe to similar assumptions, values, and beliefs—in which they have not had first-hand experience


	
• Chapter
7

	
•n
-Culturals (experts in the domain of culture compared to Mono-culturals) are capable or have developed the capacity and ability to acknowledge the legitimacy of competing perspectives (i.e., integrative complexity), and to respond with an appropriate response and/or behavior for a particular situation. This ability has been honed by experiencingaccountability pressures
of multiple cultures thatn
-Culturals face every day


	
• Chapter
7

	
•n
-Culturals consciously incorporate “release valves” into their daily lives as mechanisms to offset accountability pressure and demands in one life domain with another that is different. Again,n
-Culturals can deliberately mentor others in organizations to this type of work-life balance and/or simply be themselves asn
-Culturals


	
• Chapter
7

	• The criterion requiring all five elements to be present is a boundary condition that departs from existing conceptualizations of multicultural individuals. This is a useful criterion to include for empirical purposes, namely, to bifurcate cultural domains that differ in degree versus those that differ in kind. In short, the difference in knowledge content of one cultural microcosm to another may differ in degree rather than in its content values

	
• Chapter
7

	
• Multiculturalism exists on a continuum; at one end are those who have knowledge of, identification with, internalization of, and commitment to one culture and on the other end is the heterogeneousn
-Culturals (Pekerti et al., 2015; Pekerti & Thomas, 2016) who have KIIC of more than two cultures, plus the ability to maintain the saliences of multiple cultural values simultaneously (S). I therefore acknowledge that the elements of knowledge, identification, internalization, and commitment exist within individuals to a greater or lesser extent, and that their combination results in a continuum of multicultural individuals, as opposed to the notion that multiculturalism as discrete categories


	
Development ofn
-Culturals

	
• Chapter
3

	
• Acquisition of multiple cultural identities (i.e., achievedmulticultural identity
; Lustig & Koester, 2006) can be gained

ontogenically


, thus after the basic social patterns and self-concept have been formed (Taft, 1981) or in the process of emerging adulthood (Arnett, 2002)


	
• Chapter
3

	• The depth and quality of relationships may be as important as the number of people with which one is connected when one determines the value of investing (i.e., time and effort) into a particular identity

	
• Chapter
6

	
• Another useful implication of presenting a within individual multiculturalism model is that it provides an analytical map of who is ann
-Cultural, who is not, who might become one, and who might not becomen
-Culturals


	
• Chapter
6

	
• The advantage of encouraging the development ofn
-Culturals in society and in organizations is in developing a multicultural metacognition within the individual, which enables them to be competent globally


	
• Chapter
6

	
• Similar to highly culturally intelligent individuals,n
-Culturals are able to use their knowledge, skills, and abilities regarding particular cultures and apply it in different cultures which ascribe to similar assumptions, values, and beliefs—in which they have not had first-hand experience


	
• Chapter
6

	
• The development and implementation of a mentoring framework for organizations to assist multicultural individuals to adjust to their current operating-environment and toward becomingn
-Culturals (Pekerti et al., 2015)


	
• Chapter
6

	
• Nurturing the social cognition and metacognition of multicultural individuals in organizations can occur in four stages within a

Multicultural Mentor Modeling Program


as follows:

Stage (I) Develop an understanding of self
Stage (II) Search for and selecting means to improve understanding of self
Stage (III) Implement the means to improve understanding of self
Stage (IV) Revisit initial understanding of self

	
• Chapter
7

	• Mentors can be a social support system both personally and professionally (Hu et al., 2011; Lee et al., 2004; Rudmin, 2009) and help mentees to maintain optimal distinctiveness

	
• Chapter
7

	
• A fundamental criteria for a mentor who is mentoring a multicultural is to recognize the individual and his or her multiculturalism as an asset for the organization and thus able to help the person in the process of acculturating acculturate to the host culture of the organization and society (Nesdale, 2002), as a Multi-Cultural individual orn
-Cultural (Pratt & Foreman, 2000; Yampolsky & Amiot, 2016)


	
• Chapter
7

	• Another necessary criterion for mentors is comfort with their own identity and/or multiculturalism. In short, mentors for multicultural individuals must be void of perceived threat from the new multicultural members of the organization (Kanthak & Krause, 2010; see Laws, 1975—regarding threats to the “special” status of token minorities). In fact, research has corroborated the view that supports from the organization and having a mentor that is prototypical of the host culture may be better able to facilitate mentees learning about the host culture (Ramiah & Hewstone, 2013) compared to a Multi-cultural who unique to the host culture

	
• Chapter
7

	• Developing the mentors’ identity in the organization as a mentor and rewarding this work, as well as instilling that there is value in everyone maintaining their multiculturalism to help workplace outcomes,… are important ones to enable organizations to take advantage of the knowledge, skills, and abilities that are potentially inherent in a culturally diverse workforce

	
Validation ofn
-Culturalism

	
• Chapter
7

	
• Then
-Culturalism construct needs to be empirically validated


	
• Chapter
7

	• The criterion requiring all five elements to be present is a boundary condition that departs from existing conceptualizations of multicultural individuals. This is a useful criterion to include for empirical purposes, namely, to bifurcate cultural domains that differ in degree versus those that differ in kind. In short, the difference in knowledge content of one cultural microcosm to another may differ in degree rather than in its content values

	
• Chapter
7

	• It is crucial to measure multifaceted knowledge (both tacit and codified) that a multicultural individual has (Lakshman, 2013; Lücke et al., 2014), including surface and deep-level knowledge

	
• Chapter
7

	• There are number of ways that one can tap into indicators to infer internalization. For example, the oral/survey data protocol can be used to infer whether internalization pervades within an individual, that is, where choices made by individuals reflect cultural schemas of the culture(s) one identifies with, including its consistency (stability dimension)

	
• Chapter
7

	
• One of the important outcomes of establishing and denoting each constituent element of multiculturalism is that it lays the foundation for constructing effective measures to assessn
-Culturals


	
Managingn
-Culturalism

	
• Chapter
5

	• The switching strategy has an inherent shortcoming, apart from neglecting to address the importance of how individuals are cognitively linked to their identities, degree of acceptance and commitment to the cultures; it effectively negates positive attributes of being multicultural

	
• Chapter
6

	
• The premise ofn
-Culturals maintaining identity salience and commitment of more than two cultures provides part of the answer to hown
-Culturals manage their multiple identities


	
• Chapter
6

	• There are work environments where the identity conflict is not high enough to suppress salient identities

• Identities that have low-level conflict and do not necessarily fit the situation can still be cognitively salient and operational, even if the person does not behave according to the social and identity standards of that situation. The individual, however, asn
-Culturals do, must identify, internalize and be committed to those identities whereby one realizes differences in identities and values are complementary


	
• Chapter
6

	
• Forn
-Culturals, the mechanism used is not switching modes or identities, but rather it is to offset the identity that is threatened with another that is not threatened in that particular situation


	
• Chapter
6

	
• Ann
-Cultural can draw upon inner strengths (internal resource) and historical experiences (external resource) of others who have survived adversity to develop their personaln
-Cultural resilience (Franklin, 2009)


	
• Chapter
6

	
• For ann
-Cultural to increase salience of his identity as a management consultant and his contribution to society, he is continuing to develop hisn
-Cultural resilience (Pieloch, McCullough, & Marks, 2016). In other words, then
-Cultural is attaching one of his life domain areas to maintain his self-worth, thus he is thus utilizing what I coin asactivating a contingencies of
self-worth

strategy
to rationalize his presence in a particular society


	
• Chapter
6

	
•n
-Culturals do not perceive their host culture and their heritage culture as conflicting; thus, they are able to be committed to and maintain saliency of both cultures. Even if ethnic identities do conflict, as Ward (2008) found, there is no evidence that it suppresses cognitive activities related to the ethnic identities


	
• Chapter
6

	
•n
-Culturals function by prioritizing and maintaining varying degrees of saliency of their multiple cultural framework at various times within an

operating-environment


. This strategy is in contrast to using a “

switching


” (Hong et al., 2000; Molinsky, 2007) or an “

alternating


” (Gong, 2007) strategy, since none of the cultures then
-Culturals have internalized areswitched off


	
Impacts and outcomes ofn
-Culturalism

	
• Chapter
5

	• Individuals who live at the intersections of two or more cultures will face challenges because of their multicultural experiences, especially those on the higher end of multiculturalism continuum who have not developed such capacities and abilities

	
• Chapter
5

	
• Current thinking on cross-cultural experiences, including overseas assignments, should consider the cognitive and behavioral experiences of individuals, as well as the interactions between these elements especially among those who possess diverse identities, such as Multi- andn
-Culturals. In short, the literature needs to provide a nuanced perspective to discuss how these individuals manage and master the struggles that arise from exposure to different cultural experiences (Kreiner, Hollensbe, & Sheep, 2006; Sparrow, 2000; van Laer & Janssens, 2011; Vora, Kostova, & Roth, 2007), including cognition (Lakshman, 2013), acculturative stress (Berry, 2006; Berry & Annis, 1974; Berry, Kim, Minde, & Mok, 1987; Rudmin, 2009) and ethno-cultural identity conflict (Cruz & Blancero, 2017; Ward, 2008)


	
• Chapter
5

	
• The spanning of these external and internal organizational boundaries is not trivial or easy but rather, represents some of the underlying causes for the cognitive and behavioral struggles that expatriates, as well as Multi- andn
-Culturals face during acculturation


	
• Chapter
5

	
• Beingn
-Cultural can be made more difficult in an environment where ann
-Cultural has been on both or multiple sides of in-groups and out-groups and knows which part(s) of his/her identities are rejected within a particular community and/or context (Pettigrew, Tropp, Wagner, & Christ, 2011)


	
• Chapter
5

	
• Multi-culturals andn
-Culturals are faced with ethno-cultural identity choices (Tadmor & Tetlock, 2006; Ward, 2008). That is, notwithstanding their skills and cultural knowledge to span boundaries, they are oftentimes simultaneously at the juncture of multiple cultures, and may feel rejected and accepted at the same time


	
• Chapter
6

	
• If an individual has significant ties to individuals associated with a

particular identity (strong ties)


, and spends a significant length of time developing relationships, as well as participating in roles within the community in which this identity is active, then it is an identity that is neither easily suppressed nor one that is cognitively absent in most situations


	
• Chapter
6

	
•

Cultural metacognition


is what enables one to manage the intensity of one’s behaviors to address potential stereotype threat (Harvey et al., 2005), while simultaneously not suppressing one’s cognitive mechanisms


	
• Chapter
6

	
• Withholding judgments and appreciating cultural differences in the face of identity threat or discriminatory behavior is another set of life experiences that developn
-Cultural resilience in individuals (Bhowmik, Cheung, & Hue, 2018)


	
• Chapter
6

	
•n
-Culturals have gone through this process and developed capacities and ability to manage their multicultural identities effectively; they should have significantly lower stress levels. Thus,n
-Culturals are also more skilled at integrating multiple cultural identities, frameworks, and saliencies that lead to effective and appropriate behaviors


	
• Chapter
7

	
•n
-Culturals (experts in the domain of culture compared to Mono-culturals) are capable or have developed the capacity and ability to acknowledge the legitimacy of competing perspectives (i.e., integrative complexity), and to respond with an appropriate response and/or behavior for a particular situation. This ability has been honed by experiencingaccountability pressures
of multiple cultures thatn
-Culturals face every day


	
• Chapter
7

	
•n
-Culturals consciously incorporate “release valves” into their daily lives as mechanisms to offset accountability pressure and demands in one life domain with another that is different. Again,n
-Culturals can deliberately mentor others in organizations to this type of work-life balance and/or simply be themselves asn
-Culturals
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