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Abstract

The study examines the association between ethnic-cultural identity and role
perception among youth workers (YW) who work with at-risk adolescents in
Israel of three minority groups—Arabs, immigrants from the CIS, and immi-
grants from Ethiopia. The four acculturation strategies—assimilation, inte-
gration, separation, and marginalization, manifest in an individual’s identity
and emphasize the preservation of culture and the willingness to adapt com-
ponents of the majority culture. Minority-group YWs working with adoles-
cents of their ethnic group are expected to be agents of change, directing the
adolescents to act by the rules and customs of the majority society. This ex-
pectation baffles YWs since they are torn between universal professional val-
ues and minority group norms. Their belongingness to the ethnic groups
hinders neutral, non-aligned action, and they struggle to identify with the
message they are expected to deliver to their clients on behalf of their em-
ployers. The research hypothesis assumed that minority-group YWs would
experience more significant role conflict than their majority-group peers
since their job does not include intercultural mediation. However, the find-
ings are counter-intuitive, as they indicated that role conflict is not associated
with the YW’s origin or group’s values but with the work climate within the
YW group. This conclusion suggests the importance of organizational culture
and its effect on the role-conflict experience. The paper also explores the
findings regarding acculturation strategies and the three minority groups,
presenting essential components of each group’s conflicting role.

Keywords

Youth Workers, Ethnic-Cultural Identity, Role Perception, At-Risk Youth,

DOI: 10.4236/aas0ci.2022.1210046  Oct. 31, 2022

657 Advances in Applied Sociology


https://www.scirp.org/journal/aasoci
https://doi.org/10.4236/aasoci.2022.1210046
https://www.scirp.org/
https://doi.org/10.4236/aasoci.2022.1210046
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/

S. Getahun

Acculturation Strategies

1. Introduction

Youth workers are a part of youth development. The fundamental purpose of
youth work is to enable young people to develop holistically, namely, mentoring,
guiding, and supporting them through developing their physical, emotional, in-

tellectual, and social skills as they become adults.

1.1. Youth Workers

Youth workers (YW) are employed in youth-case services in out-of-home,
community, and residential school settings. They accompany adolescents indi-
vidually, in groups, and in the community and maintain direct, ongoing, and
strong contact with them (Bar-On Cohen, 2007).

Adolescents can identify with YWs, who are significant adult figures, and the
personal relationship between them plays a primary role in the adolescent’s life.
Ideologically motivated, YWs view themselves as society’s messengers and me-
diators between young people’s inner world and society, as their roles include
rehabilitation and mediation. Rehabilitation focuses on the adolescent’s inner
world and is at the center of educational activities, aiming to direct adolescents
and point them toward the path of regular development. Mediation bridges the
adolescent and the demands of the surrounding system, for example, against ad-
dictive, affective-emotional, and sexual behavior (Bar-On Cohen, 2007; Ja-
schinski, 2014).

1.2. Target Audience—Youth at Risk

The 1989 Convention on the Rights of the Child (State of Israel, 1989) defines
children and adolescents at risk and in distress as children whose living condi-
tions, in their family or surroundings, prevent them from realizing their rights.
These conditions include economic hardship, family crises (parents’ severe ill-
ness or death, separation), immigration, belonging to a minority group, and
disability. Other conditions are learning disabilities, moving between settings,
and life in a poor or dangerous environment.

Addressing different ethnic-cultural backgrounds is part of living in a hetero-
geneous society such as the Israeli one. In the Schmidt (2006) Report on children
and adolescents at risk, the definition of a minority group’s risk was based on fi-
nancial and behavioral parameters, integration, victimization, removal from
home, and situations requiring psychiatric help. Special emphasis was given to
children and adolescents (and their families) who are forced to experience in-
tercultural transitions, based on the idea they are more likely to suffer distress
and risk situations than other social groups.

The Israel National Council for the Child (2019) reported that at the begin-
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ning of 2017, the Israeli population included some 250,000 immigrant children
(those born abroad or born to parents who immigrated to Israel after 1990)
about 9.8% of all children in Israel. However, their school dropout rate was 27%,
compared with the national rate of 1.4%. At the beginning of 2016, 24.4% of
immigrant children were poor, a rate lower than the 31.2% overall national rate
but higher than that of Jewish children (21.2%). In 2019, the police charged
25,381 minors, 35% of whom non-Jewish. Although constituting 28% of the
12-18-year-old population, non-Jewish minors held 33% - 37% of new police
records in 2015-2020 (Ethiel, 2020).

1.3. Minority-Group Youth Workers

Using minority-group YWs to work with adolescents of their own group is one
way of dealing with at-risk youth (Schmidt, 2006). The adolescents are members
of different sectors of Israeli society, with the Jewish sector including religious,
Haredi, and secular adolescents, as well as immigrants from Ethiopia and the
CIS; the non-Jewish populations include Arabs (Muslim and Christian), Be-
douin, and Druze (Shemesh, 2003). Youth enhancement services have been em-
ploying workers from all these sectors, with the expectation, in Israel and
worldwide, that these YWs would become agents of change, directing adoles-
cents from immigrant cultures to manage within the rules and customs in the
majority host society (Roffman, Suarez-Orozco, & Rhodes, 2005). In Israel, the
tendency is to recruit youth workers from minority groups to work with de-
tached or at-risk adolescents from the same minority groups. YWs from minor-
ity groups, who interface with the host culture and the culture of origin, are the
means to help adolescents bridge the cultural difference between their minority
group and that of the host society.

The combination of status, role, and culture is sensitive, with the potential for
three types of collision between values of the majority culture and those of the
minority culture (Goldberg, 2000). The first type is a collision between ostensi-
bly universal and professional values and the values of the minority culture (e.g.,
regarding gender equality). The second is a conflict regarding the YWs’ ethnic-
cultural identity and preferences and the difficulty of maintaining neutrality be-
tween groups. Third, the YWs, who are part of the minority group, may find it
challenging to identify with some of the messages the employers expect them to
impart. These collisions can lead to conflict, ambiguity, and difficulty in the

worker’s role perception (Biddle, 1986).

1.4. Ethnicity and Acculturation

Ethnicity, as defined by anthropologists, refers to common ancestry, so the ex-
perience of ethnic belonging is related to descendants sharing a sense of affinity
with each other (Verkuyten, 2000). Ethnic identity has a modicum of stability
because it relates to previous generations and future generations. Many minori-
ties feel committed to their ethnic identity if only to assure continuity of prior
generations’ traditions and pass them along to future generations (Liebkind,
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1992). Therefore, ethnic identity is the individual’s sense of self in terms of being
a member of an ethnic group. Ethnic identity can be manifested in labels that
individuals give each other and the way they present others with their group be-
longing, identification, shared values, and attitudes toward the ethnic group to
which they biologically belong (Liebkind, 2006). Thus, the way individuals perce-
ive their social belonging to an ethnic group is essentially subjective and com-
bines knowledge of belonging to the group with the meaning and value they
attribute to this belonging.

Hence, belonging to an ethnic group is not a detached biological fact but in-
cludes a cultural affinity. When we seek to learn about individuals’ ethnic-cultural
identity, we must examine the degree to which they show interest in the cultural
tradition of the history of their group. We must also learn to what degree they
actively participate in religious and other ceremonies and customs, whether they
speak the language or have marital ties to the group (Phinney, 1992; Sharaby,
2022).

Acculturation occurs when groups or individuals from various cultures come
into ongoing, immediate contact with each other, generating changes in the
original patterns of one or both cultures (Berry, 2003, 2006; Redfield, Linton, &
Herskovits, 1936). Acculturation is how an ethnic-cultural minority adjusts to
the dominant culture and changes its beliefs, values, and behaviors due to con-
tact with the new culture and its members (Berry, 1993). It is often seen as the
degree to which attributes of the host society are absorbed, and the minority-
group immigrants take root in them. Acculturation can be used to describe how
much the minority group absorbed from the majority culture; in this case, the
minority group is traditionally rejected by society (Johnson, Bowker, & Cordell,
2004).

Acculturation also emphasizes the degree to which individuals, groups, or
classes within society choose to adopt components of a different culture. This
adaptation of ideas, words, values, norms, behaviors, and/or institutions is the
perspective of acculturation that will be the focus of the present article (Interna-
tional Organization for Immigration, 2004). Berry (1970, 2003) listed four ac-
culturation strategies that can be manifested in an individual, assimilation, inte-
gration, separation, and marginalization. The strategies emphasize two main is-
sues, cultural preservation through identity and identification with one’s herit-
age and willingness to adopt components of the majority culture.

Berry & Sam (1997) found that minority groups worldwide clearly prefer ac-
culturation through integration over the other three strategies. Two exceptions,
perhaps due to the relationships and attitudes of the majority toward the
minorities, were the Turkish minority in Germany (Piontkowski, Florack,
Holker, & Obdrzalek, 2000) and Turks of low socioeconomic status in Canada
(Ataca & Berry, 2002). As integration can take place only where the majority is
open and willing to receive new and strange social variances, Berry (1970, 2003)
suggested that mutual compatibility is needed, which must include acceptance of

the minority group by the majority (multi-culturalism). Therefore, integration
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can happen only in societies that meet several prerequisites, among them broad
acceptance of cultural variety (positive multi-cultural ideology), relatively low
levels of prejudice (limited ethnocentrism), mutual positive attitudes between
the ethnocultural groups (no inter-group hate), and a sense of connectedness or
identity and identification with broad society by all individuals and groups. At
the same time, Berry (1970, 2003) maintained that separation is applicable only
if the members of the ethnocultural group want to preserve the group’s cultural
heritage. Berry et al. (1989) noted other limitations when choosing acculturation
strategies, but these are beyond the scope of the present paper. However, one
should mention that physical characteristics can distance people from society, as
was the case of Koreans who tried to integrate into Canada or Turks in Germa-
ny, where the different physical appearance increased prejudice and discrimina-
tion, creating reservations about assimilation. This limitation could be relevant
to Israel regarding the possible strategies employed by Jews of Ethiopian origin,
who are dark-skinned.

1.5. Ethnic-Cultural Identity and Role Perception

Role perception used in Role theory (Biddle, 1979) means that each of us carries
roles and statuses, and the way we operate within these roles is an outcome of
the expectations transmitted by those around us. Roles are composed of three
distinct components-role definition, role perception, and role behavior. Role de-
finition is the formal demands of the role defined by those in the role player’s
sphere of activity. Role perception is the individual’s understanding of the role,
and role behavior is the actual conduct and actions of the role player (Biddle,

1979; Biddle & Thomas, 1966; Levinson, 1959; Linton, 1936).

In the present article, role will be viewed as a continuum that begins with ex-
pectations transmitted to the role player, continues with the role player’s subjec-
tive interpretation, and ends with the person’s behavioral abilities and limita-
tions. Accordingly, we may assume that the role perception of YW, who work
with adolescents who are of their own ethnic origin, would be affected by: a)
Expectations of their employers and their community, which may not be com-
patible; b) The cultural values with which they identify; ¢) The behavioral pat-
terns that could be affected by their degree of identification with the culture of
origin or the host culture.

Biddle (1986) offered a different point of view, suggesting that role perception
is an outcome of social processes in five distinct dimensions, functional, organi-
zational, symbolic-interactive, structural, and cognitive.

The functional, organizational, and symbolic-interactive dimensions are espe-
cially relevant to the present study:

o Function: A role serves social functions. Minority-group YWs are employed
as a bridge to adolescents of their own ethnic-cultural group. Thus, they can
represent the majority culture and draw the adolescents closer to it (Roffman,
Suarez-Orozco, & Rhodes, 2005).

¢ Organization. The organizational dimension determines how the role’s func-

DOI: 10.4236/aas0ci.2022.1210046

661 Advances in Applied Sociology


https://doi.org/10.4236/aasoci.2022.1210046

S. Getahun

tions will be materialized, and this role could contradict the ethical indica-
tions that workers bring from their cultural world to the encounter with the
organization (Stone-Romero, Stone, & Salas, 2003). Thus, the organizational
level could enhance functional conflicts that originated in ethical-cultural
gaps. For example, the organization can establish a therapeutic routine that
the group could interpret as an affront to their norms.

o Symbolism-interaction. The YWSs’ interaction with their surroundings is rife
with expectations that shape their role expectation. This interaction can be
especially complex among YWs who work with adolescents in communities
where they are involved personally, socially, and through the family since the
YW is on the line between the welfare organizations and their clients. Dis-
harmony, discord, or antagonism between all those who affect role percep-
tion could lead to role conflict, a lack of clear direction as to the perception
and execution of the role, and this conflict can lead to confusion and uncer-
tainty (Levinson, 1959; Linton, 1936; Yousef, 2002).

When workers do not receive clear messages regarding expectations, role am-
biguity can follow and can also be an outcome of workers misunderstanding
their job description (Chiu, Lai, & Snape, 1997). In the present study, two addi-
tional variables contributing to role ambiguity are introduced, the nature of hu-
man service and multi-cultural complexity. Multi-faceted organizations often
lack a strict, unequivocal guiding principle of hierarchical management (Hasen-
feld, 1983), and the chances are that workers will experience role ambiguity.
When unclear hierarchy meets the complexities of multi-culturalism, we could
expect minority-group YWs working with adolescents from their own group to
experience higher levels of role conflict and role ambiguity than YWs who are
not members of a minority nor focus on minority groups.

Peterson et al. (1995) studied mid-level managers from 21 countries, looking
at role conflict, role ambiguity, and role overload. In all three measures, national
differences were more significant than differences in personal characteristics
such as gender, organizational structure, or form of ownership. Sagiv & Schwartz
(2004) examined the association between the same three measures and three
measures defined by Schwartz (1999): a) The degree to which individuals believe
in values of assimilation into the collective or in maintaining their autonomy; b)
The degree to which individuals believe that hierarchy is a social necessity or
in equality and freedom of action; c) The degree to which individuals believe in
their need to control the world or adapt themselves and live in harmony with
events around them. The findings revealed a significant association between
workers’ cultural values and their stress on the job (conflict, ambiguity, and

overload).

2. Research Aim and Hypotheses

2.1. Research Aim

The research proposes a predictive model of the role-conflict experience among
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YWs working with at-risk youth in Israel, where the YWs are members of mi-

nority groups working with adolescents from minority groups.

2.2. Research Hypotheses

Research findings consistently indicate that people who adopt integration or as-
similation strategies show better results for the measures presented in this study,
and those who choose marginalization show lower results (Liebkind, 2001; Peet-
ers & Oerlemans, 2009; Lu, Samaratunge, & Hartel, 2012). Based on analogies
with these findings, two research hypotheses will be examined:

a) Youth-care workers who use acculturation strategies of integration and as-
similation will report lower levels of role conflict, role ambiguity, and role over-
load.

b) Youth-care workers who use separation and marginalization strategies will

report higher levels of role conflict, role ambiguity, and role overload.

3. Method

A convenience sample and snowball sample were used to recruit 247 YWs.
The participants belonged to four distinct ethnic groups: Muslim and Christian
Arabs (n = 64), immigrants from Ethiopia (n = 60), immigrants from the CIS (n
= 61), and native-born Israeli Jews (n = 62).

The study implements quantitative research methods to achieve the research
aim. It systematically investigates the phenomenon of role perception by ga-

thering quantifiable data via questionnaires and performing statistical analysis.

3.1. Research Tools

Two research tools, Role Perception Questionnaire (Rizzo et al., 1970) and Multi
group Ethnic Identity Measure (Phinney, 1992), were used to measure role con-
flict, ambiguity, and adolescents and youth’s ethnic identity. Statistical calcula-
tions were conducted using stepwise linear regression analyses. This method was
chosen due to its ability to manage large amounts of potential predictor variables
and select the best predictor variables from the available options. The study
identified 19 variables as predictors of role conflict (depicted in the following

section).

3.2. Procedure

Prior to data collection, the researcher approached directors of organizations
that work with at-risk youth and asked them to distribute questionnaires among
their staff. This request did not yield sufficient participants, and the researchers
contacted the other participants directly and asked for their consent. Initially,
the researcher approached personal acquaintances and then continued with the
snowball method. Data were collected between November 2007 and March 2008.
The average time for filling in a questionnaire was 45 - 50 minutes. The ques-
tionnaires were distributed individually by the researcher and a research assis-

tant.
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4. Findings

A regression analysis was conducted to predict values of role conflict. Variables

with a significant relationship to the level of role conflict in one or more of the

groups were added to the independent variables (e.g., coping styles and percep-
tion of work environment). Accordingly, 19 variables were entered as predictors

of role conflict: 1) Number of hours of direct contact with the adolescents; 2)

Acculturation strategy; 3) Individualism vs. collectivism; 4) Long-term orienta-

tion; 5) Inter-peer consolidation; 6) Supervisors’ support; 7) Autonomy; 8) Task

orientation; 9) Work pressure; 10) Innovation; 11) Active coping; 12) Planning;

13) Instrumental support; 14) Emotional support; 15) Re-definition and growth;

16) Turning to religion; 17) Expression and externalizing emotions; 18) Denial;

19) Behavioral detachment.

The findings yielded three essential points for discussion:

o Separation was found to be a frequent strategy in some groups. It was highest
among Arabs and immigrants from the CIS. Integration was most frequent
among immigrants from Ethiopia. Marginalization and assimilation were of
particularly low frequency in all three groups.

o No meaningful, sweeping differences were found in the dependent variable
(role perception) between the four groups.

o The three cultural measures examined (tendency toward traditionalism or
modernism, long-term orientation, and individualism vs. collectivism) were
found to be marginally predictive of the dependent variable. However, of the
independent variables, coping styles and perception of the work environment

were found to be important for their predictive abilities.

5. Discussion

The present study is an outcome of a “gut feeling” from fieldwork experience in
the ELEM Association’s multi-cultural unit for youth care. ELEM is a nonprofit
organization dedicated to treating and transforming the lives of troubled youth.
There was an intuitive hinting at an especially strong emotional involvement
among professionals from minority groups in Israeli society who work with
adolescents from their own groups. Minority-group workers tend to be involved
in activities enhancing and empowering the population for whom they care.
However, they may also be frustrated by their encounter with the bureaucracy
and the values represented by the system that employs them, perhaps even lead-
ing to fatigue and professional burnout.

Based on this gut feeling, the literature review examines professional texts
about minority-group professionals working with members of their own group.
The literature findings address two groups of variables, role perception and
burnout. Role perception (Biddle, 1986) includes three measures, role ambiguity,
role conflict, and a sense of role overload. Burnout (Maslach, Jackson, & Leiter,
1996) includes fatigue, client depersonalization, and a sense of injury to one’s

self-fulfillment at work.
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The literature also notes that the degree to which minority-group workers
could experience difficulties with role perception and burnout is not only related
to being members of a minority group but is also an outcome of the nature of
their ethical baggage (Hofstede, 1983; Ramirez, 1991). Finally, the difficulties are
related to the strategy used in the encounter between the workers’ culture of ori-
gin and the majority culture; namely, the choice to adopt the majority culture,
assimilation, reject it, separation, combine the two, integration, or reject both
cultures, marginalization (Berry, 2003). According to Berry et al. (2006), integra-
tion yields the best outcomes in adjustment, physical health, emotional satisfac-
tion, self-esteem, quality of work performance (Liebkind, 2001), and subjective
quality of life (Zheng, Sang, & Wang, 2004).

The findings are particularly intriguing. Contrary to the intuitive expectation,
they revealed that the role-conflict experience is not necessarily related to the
YWSs’ origin or the values of their ethnic-cultural group. Contrarily it is a prod-
uct of the climate formed within the groups of YWs and is indicative of the im-
portance of organizational culture and its effect on the role-conflict experience.
Diskiene & Gostautas (2013) emphasized the importance of congruence between
the values of individuals and the organization. They examined how congruence
affects workers’ satisfaction and quality of work. The researchers discovered that
while satisfaction is closely associated with congruence between individual and
organizational values, no association prevails between work satisfaction and
workers’ level of functioning. Kumar (2012) studied individual and organiza-
tional values and their association to commitment to the organization and found
that people who attributed importance to such values as openness, decency, log-
ic, and honesty demonstrated a greater commitment to the organization. Fur-
thermore, people who thought the organization enhanced these values showed
commitment to their workplace.

In the present study, no acculturation strategy was noticeably more frequent
than the others. However, as mentioned, separation was more prevalent among
Arabs and immigrants from the CIS, and integration was most frequent among
immigrants from Ethiopia. At the same time, the other two strategies, margina-
lization and assimilation, were of low frequency in all three minority groups.

Furthermore, the findings do not confirm the hypothesis that YWs who adopt
an integrating or assimilating strategy will report the lowest levels of role ambi-
guity and conflict. Nor do the findings support the hypothesis that YWs whose
strategy is marginalization will report higher levels of role conflict and role am-
biguity. However, the picture changed when the research hypotheses were ex-
amined for each group separately. Thus, the following section presents the re-

search finding for each research group.

5.1. Research Findings and Their Meaning for Each Research
Group

No evidence was found for the benefits of integration or assimilation or the dis-

advantages of marginalization among immigrants from Ethiopia and Arabs. Nev-
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ertheless, the strategies were prevalent among immigrant adolescents from the
CIS. Youth workers from the CIS who used integration or assimilation had low-
er levels of fatigue and depersonalization than their peers from the CIS who used
separation or marginalization. Although this finding confirms the research re-
sults, the data also yield a contradictory finding, in contrast to the hypotheses,
YWs from the CIS who use assimilation and integration strategies also report the
highest levels of role conflict.

Two issues emerge from these findings: First, why was there an association
between the YWSs’ acculturation strategies and the dependent research variable
(role perception) only among YWs from the CIS and not among Arabs and im-
migrants from Ethiopia? Second, why is there congruence between the findings
and the hypotheses for two of the three burnout measures, and which findings
contradict the research hypotheses regarding role perception?

The differences between the three groups may explain the association between
acculturation strategy and dependent variable only among CIS workers. The
most distinct group is the Arabs, an educated group with training closest to the
fields of education and therapy. There is a high rate of experienced workers;
many works with other Arabs, and a high percentage are supervised and guided
by Arab professionals. Almost half of the Arab YWs tend to “choose” separation.
The data indicate that Arab YWs have worked in an Arab environment for many
years. Their encounters with the Israeli majority culture are relatively limited
compared to the two immigrant groups, so the question of intercultural encoun-
ters is of less importance to their work. It seems that of the three conflicts that
Goldberg (2000) listed, values and norms, identity and preferences, and expected
messages, the most problematic one for Arab YWs is the personal commitment
based on acquaintances. As Haj-Yahia, Bargal, & Guterman (2000) noted, one of
the prominent characteristics of the Arab establishment in Israel is that it is
based on a system of personal ties and personal, familial, political, and even reli-
gious commitments. Because of this structure, YWs could find themselves en-
tangled in commitments other than those focused on the client or employer.
Furthermore, Abdalla (1988, 1991) claimed that the unique social structure of
the Arab sector in Israel works in a way that increases the workers’ commitment
to social constructs and not to the organization’s formal structure. The findings
and arguments underline the explanation that there is a good probability that
Arab YWs will experience greater role conflict than the immigrants.

A similar analysis should be conducted for YWs of Ethiopian descent. The
central, most prominent finding is that 76.7% of these YWs reported assimila-
tion or integration strategies, perhaps indicating that their experience of the
possible difficulties arising from the conflict between identifying with the major-
ity’s messages and the minority’s values is not as strong. This result could also
explain why acculturation strategy was not found to be important among YWs
of Ethiopian descent. A methodological explanation could also be offered: If
there were 60 YW of Ethiopian descent, and close to 77% of them (2 = 46) used
assimilation or integration, only 14 YWs were left for comparison in the other
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groups, yielding small samples. This situation could lead to a Type II statistical
error, where the differences examined are statistically significant, but the small
samples prevent seeing this significance.

When participants were divided by acculturation strategies, partial confirma-
tion of the research hypotheses regarding differences in the dependent variables
was found for the third group, YWs who were immigrants from the CIS. Gold-
berg (2000)’s three conflicts could offer an explanation. First is the conflict be-
tween universal professional values and the norms in the minority society. In the
case of the CIS, the universal values are relatively close to those of their own
group. The literature indicates that in 1998 structural changes took place in CIS
countries, especially Russia, which included recognition of poverty and social
problems such as alcoholism. With reliance on the party and the country no
longer possible after the Communist era, individuals and social organizations
took over the initiation of social welfare projects (Gurov, 1998). Gurov main-
tained that the social and political changes indicated greater closeness to univer-
sal values and that the structural events were simultaneous with a new humanis-
tic spirit that called for new social functions. Templeman (2004) claimed that
these changes became the ethical foundation for developing social work, and its
associated universal values, as a profession in some CIS countries.

We may assume that if these processes took place in the USSR, immigrants
from the CIS in the 1990s would have understood the need for support when
facing Israeli welfare and absorption policies. They would identify with the need
to receive professional help and recognize social work as an aid system with hu-
manitarian values. This assumption can be backed by the willingness of students
from the CIS to choose social work studies in Israel, to improve the conditions
within the community (Spiro, 2001). Additionally, Ben-David (1996) noted the
relative social and ethical proximity shared by all European social workers, not
necessarily from the CIS, with immigrants from the CIS.

Goldberg (2000)’s second conflict, between professional neutrality and group
values, would seem less of a problem for YWs from the CIS. Israel is now home
to immigrants from 15 CIS countries.' Thus, unlike other relatively small minor-
ities, there is less of a chance that YWs would be personally acquainted with
their clients, as happens among Arabs or other smaller groups in Israeli society.
Furthermore, immigrants from the CIS had families of no more than four (Min-
istry of Immigration and Absorption, 2009), so the likelihood of running into-
relatives is small. From 1989 to 2014, 1.04 million people immigrated to Israel
from the CIS (Lan, 2020), and in 2014 they numbered 1.184 million (Schepps,
2016).

Goldberg (2000)’s third conflict relates to the possible conflict between the
degree to which the YWs relate to the messages they receive from Israeli society
and their identification with the values of the culture of origin. In the present

study, the rate of YWs who chose the separation strategy was particularly high,

'Armenia, Azerbaijan, Belorussia, Estonia, Georgia, Kazakhstan, Kyrgyzstan, Latvia, Lithuania,
Moldavia, Russia, Tajikistan, Turkmenistan, Ukraine, and Uzbekistan.
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41.7%. The rate is even higher if we add the 15% who chose marginalization or
non-involvement with issues of identity. The data indicate that the encounter
between the values of the culture of origin and the new values is of special
meaning to this group and could have a pivotal relative impact on the YWs’ role

perception and even level of burnout.

5.2. Role Conflict among Users of Integration or Assimilation
Strategies: Unexpected Findings

The findings contradicted the research hypothesis that people who adopt inte-
gration or assimilation strategies would experience less role conflict. Having ex-
plained why the acculturation strategy is an important variable, we must clarify
this contradiction, why do those who had chosen integration and assimilation
report greater role conflict?

A possible explanation is that those who adopted separation (41.7% of the
CIS-origin YW study population) came to work with a firm set of values they
did not question. In contrast, those who chose other strategies, primarily the as-
similators and integrators, are more exposed to the contradiction between their
cultural value system and Israeli values. This reason could explain the stronger
sense of conflict they report. If this explanation is correct, it is important because
it attests not only to the benefits of the integration and assimilation strategies but

also points to their disadvantages.

5.3. Frequency of Using the Separation Strategy among Arabs and
Immigrants from the CIS

This article is based on studies (Haj-Yahia, Bargal, & Guterman, 2000; Abdalla,
1988, 1991) that claimed that the geopolitical and social confrontation between
Israeli Jews and Israeli Arabs could yield a relatively higher frequency of the se-
paration strategy among Arabs. This claim is based on studies conducted among
Turks in Germany (Piontkowski, Florack, Holker, & Obdrzalek, 2000) and Turks
of low socioeconomic status in Canada (Ataca & Berry, 2002). Both studies
demonstrated that the Turkish minority preferred separation to other strategies.
Berry (1991, 1999) suggested that because of the majority groups’ relationships
with the minorities and attitudes toward them, integration can happen only
when the majority group is open and willing to accept and include new, foreign
cultural varieties. Following Berry, it may be that many Arab participants pre-
ferred separation to integration due to negative mutual positions between the
ethnocultural groups (inter-group hate) and relatively high levels of prejudice
between Arabs and Jews.

However, the current findings also show that among immigrants from the
CIS, there was a high rate of YWs who adopted the separation strategy. A possi-
ble explanation could derive from a survey presented on a study day devoted to
immigrants from the CIS (Brandman, 2006), showing that among young people,
there is a clear trend toward separation. Thus, Russian is the primary language

of communication with friends and family, even for adolescents and young
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adults. Only 30% of 12 - 24-year-olds reported that they speak only Hebrew or
more Hebrew than Russian. The use of the Russian language increased with age
- 50% of people aged 25 - 34 reported that they speak only Russian or more Rus-
sian than Hebrew. The rate went up to 64% in those aged 35 - 49 and those over
50. 80% reported speaking only Russian or more Russian than Hebrew. Fo-
cus-group discussions revealed that youth from the CIS is sensitive to stigmas in
the Israeli and immigrant sectors. They describe Israelis with stereotypic lan-
guage as “Jew boys, punks, fresh, reckless drivers,” and some veteran Israelis as
“modest who want to evolve”. These adolescents described most immigrants
from the CIS as cultured and educated, with a minority that are “criminals who
drink lots of vodka and curse in Russian”. Answers to questionnaires that the
focus-groups participants filled revealed that the declared emotional affinity to
Israel is higher than the declared emotional affinity to the Russian-speaking
community (average of 7.7 vs. 5.9, respectively), while their sense of integration
into Israeli society is moderate to low (average of 6.8).

Age is a major factor in the sense of integration into Israeli society, a sense
that is especially low among people 35 and older. As for affinity, 24% of the par-
ticipants in the survey described themselves as not having integrated into Israeli
society and do not have a sense of belonging to it. However, they also feel no
sense of belonging to the immigrant community, despite clearly defining them-
selves as Russian. Overall, the participants have identified neither with Israeli
society nor with the Jewish immigrants from the CIS, they see themselves as
Russians. These may be the hard-core separatists, as revealed in the present
study.

The finding that Arabs and immigrants from the CIS prefer the separation
strategy is of paramount significance, as it is highly probable that the emotions
and experiences of YWs are transferred, at some level, to the adolescents with
whom they work. Especially if the YWs become meaningful to these adolescents.
In such cases, separation could be transferred from worker to adolescent by so-
cial learning and identification. While not the focus of the present paper, this is-
sue is important and requires the attention of the YWs’ employing organization,
as it can increase the sense of alienation among adolescents of two minority

groups in Israel, Arabs and immigrants from the CIS.

6. Conclusion

YWs of various ethnocultural groups use different acculturation strategies.
However, despite these differences, no essential variance was found among ado-
lescents of the various groups in their perception of their work environment and
coping styles, nor were differences noted in difficulties in their role perception
or the degree of burnout. At the same time, essential differences were found be-
tween native-born Israelis and the members of the minority groups in the va-
riables examined.

The research findings are noteworthy and significant since, contrary to intui-

tion, the results indicated that role conflict is not necessarily related to the youth
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worker’s origin or cultural group’s values. Instead, role conflict stems from the
work environment, namely, the reality and experience created among the em-
ployees. Therefore, it implies the importance of the organizational culture and
its effect on role conflict.

Furthermore, the paper emphasizes value change due to interculturalism.
Namely, it presents a predictive model for role conflict among youth workers
who are members of minority groups and are engaged in the treatment of mem-

bers of minority groups.
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