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innovative programs and new methods of training for
cross cultural skills in interpersonal interaction are
the focus of this review which provides: (1) a biblio-
graphy with 48 abstracts of documents, largeiy from the
years 1966 to 19€8; (2) a topical digest of the main
points made in these documents, elaborated by quotations
from the texts; and (3) an index to documents, or to
sections of documents, which relata +to each section of
the review. The review of the literature is contained
under the following headings: The cross cultural train-
ing problem, The need for more effective methods of
cross cultural training, Conditions affecting the design

of cross cultural training programs, Conceptualizing the

training task, and Cross cultural interaction training
methods.
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1. CROSS CULTURAL TRAINING PROBLEM

~ In the Peace Corbs, In business and industry, in the State De-
partment, AID, the armed forces and in many other agencies, thousands
of Americans are serving abroad in missions where competence In the
field of human relations determines success or failure. Since con-
ventional area studies, lectures, classroom exercises and "how to get
along with" manudls have been ineffective in preparing for these mis-
sions, new methods are being tested to provide quicker, more éffecfive,
and hopefully, more economical training for cross cultural interaction

. skills.

Technical competence, language skills and many other capacities
are always required for effective service overseés an&lfhey'are, of
course, major components of most training programs for such missions.
Experience has shown, however, that they will be insufficient if com-
munication and rapport cannot be established between the American ad-
visor and the persons he encounters In the foreign culture, Thqugﬁ‘
whom all his contributions must be mediated. In these personal énf
counters, subtle but profound culture-rooted differences will inQafi-
bly intrude, often disruptively, even when the persons themselves are
motivated by good will and the most earnest intention to be helpful

to each other.

Some of these cultural differences are immediately appaééﬁfﬁln
] _varlations in dress, food, manners and other customs. theré, howaver,
 f;l' . " arlise from the depths of national culture or individual personal ity
,g%:  ’f”" o N and Involve non-verbal and even unconsclous differences in ways of
A thinking, In basic assumptions about life and the world, and in value
?1E;J; : ' : "“. systems. They can, and do, leave many dedicated Americans "talking
E o " - past" their foreign counterparts in a dismaying, seemingly Inexplicable
N - 4:; \ process which soon leads to culiure fatigue, discouragement and reireat
’ o into the "golden ghetto" where only fellow Americans will be encountered.
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Some quo'l"aﬂéns from the literature may make the general problem

more explicit.

Culture fatigue. ..."culture shock" was far less of a problem

t eulture fatigue," which oppears much more gradually. Culture
fatigue is the physical and emotional exhaustion that almost in-
variably results from the infinite series of minute adjustments re-
quired for long-term survival in an alien culture. Iiving and work-
ing overseas generally requirves that one must suspend his automoiic
evqluations and judgments; that he must supply new interpretations
to seemingly familiar behavior; and that he must demand of himself
congtant alteratione in the style and content of his activity. Whe-
ther this process i8 comscious or unconscious, eucceasful or unsuc-
cessful, it consumes an enormous mmount of emergy, leaving the in-
dividual decidedly fatigued. (44, p.48-9)

Cubltural differences. Like an American overseas, an American in

his own countny 45 Likely to see a situation in tenms of his own
perspective ~ a set of assumptions and values that is Langely a
product of his ouwn Sub-culiural exposure. In both insdances, many
difficulices can be viewed as arnising primanily grom the incongruities
in values, beliefs, and ways of Life which reflect in twin differences
in oceupation, socioeconomic status, cultural background, on other
agfiliation factons. The digference, of course, is that the cultural
differences are greater and far mone pervasive overseas; hence the
gneater need 4on nefevant training. (13, p.5)

Complex relationships. The third consideration, and the most important,
i8 the pggchoﬂgical evaluation for work abroad, which has to differ
congiderably from selection for work at home. When men have failed
overseas, it has ravely been found to be due to deficiency in their
professional work., It e mearly always due to a persomal difficulty,
such as lack of ability to adapt to loecal conditioms or inability io
deql with the complicated interpersomal relationships in the foreign
situation. Consequently, greater demands have been made upon the
psychological selection process for the foreign situation,and these

are not easy to fulfill. (20, p.186) .

Conflicting premises. The ciitical point 44 that these cross-cultunal
gactons a2 nof of Zhe obvious sornt, such as dég‘vw.ncu o4 dress,
gestunes, o: food which tend to get emphasized because of their exotic
appeal. Rather theu have to do with basic cultuwral premises and thought
patterns which pervasively intude upon everyday behavior and yet do o
An a subtle way that tends to 2scape awareness., {13, p.4)
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Non-verbal behravior. A large portion of the perception of
meaning in human interaction stems from the nonverbal rather
than the verbal portion of such behavior. Hall defines prox-
emics as: ... the study of ways in which man gains knowledge
of the content of other men's minde through judgements of
behavior patterns associated with varying degrees of proximity
to them. These behavior patterns are learned, and thus they
are not genetically determined. But because they are learned
(and taught) largely outside awarcness, they are often treated
as though they were innate. I have found this type of behavior
to be highly stereotyped, less subject to distortion than con-
sctously controlled behavior and important to individuals in
the judgements they form as to what is taking place around them
at any given moment in time.

This area of interest in nomwverbal culturally determined inter-
personal commnication has been labeled pardacommuiication or
paralangudge. (6, p.5)

Emotional muscle. The purposes of cross-cultural thaining are
To: (1] devellop in the student more independence of externak
sounces of decisdion, information, problem definition, and mo-
tivation; (2) develop 4in the situdent the "emoiional muscle”
nequined to deal conmstructively with the stnong feelings which
ane created by conflict and congrontation of values and atfitudes;
(3) enable him to make choices and committments to action in .
situations of stress and uncertainiy; and (4) encourage him to
use his own and others' feelings, atiti , and.vafues as in-
formation in defining and solving humai problems. (24, p. 472Y

Relevance to Domestic Programs of Adult Education

Though this review may be useful as a guide to recent publications
for the speciallst in cross cultural training, it Is primarily intended
for the researcher and program planner in the general field of adult

education, for | believe that the research and development rapidly accu-

mulating in this area has pertinence and innumerable potential appiica=
tions in adult education programs for the poor and culturally deprived
segments of our own population, in community development, in residential
education and many other parts of the field. Consider, for example,the
kind of programs which may be implied by this simple statement from the
report of the President's Commission on Civil Disorders.

,,,,,,,
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"Haragsmert" or discourtesy may not be the result of malicious or
diseriminatory intent of police officers. Many officers simply fail
to understand the effects of their actions because of their limited
knowledge of the Negro community. Calling a Negro tzencger by his

=T Jiret nmame may arouse resentment because many whites still refuse

to extend to adult Negroes the courtesy of the title, "Mister." A
patrolman may take the arm of a person he is leading to the police
car. Negroes are more likely to rvesent this than whiles because
the acticn implies that they are on the verge of flight and may de-
grade them in the eyes of friends or onlookers.

Or, from another source:

Fon the urban dwellers, iunal Livd

I may be alien; for members of
S Zhe middee cfass, experinoce with

e poor, argry, and the dis-

T advanteged provi’es real confrontation.

e Or, consider the growing impatience of young adults with traditional

. N educational mefhods:

There is a hunger for educational experiences which imvolve the
whole person, which get to the "heart of the matter," which seer
to have a more direct commeetion with life as it ig lived in our
relativietic, kinetie, peripatetic, crisis ridden society.

The experiments with videotape self confrontation, programmed in-
struction "Culture Assimilator," on-site simulated environments and cther
techniques being devs!obed in Feace Corps, military and cther cross cul-
tural programs may have direct relevance In programs for training police
and correctional personnel, community action workers, and others whose
effectiveness will deperd on achieving a degree of cultural empathy with
disadvantaged Ameficans.

Steps in the Research and Development Process

Useful as the new methods and techniques may be In adult education,
however, ths general mode of research attack on the cross cuitural fraining
problem may be equally Instructive.
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In our aduit basic education programs, in vccational training for
+the disadvantaged and in other programs of urgent socia! priority, we
are dismayed to find, just as the cross cultura! trainers dia, that our
usual methods, however reinvigorated, simpiy do not work very well. We
may be driven back, as they were, to study the problem more closely and
to re-examine the knowledge masses in education and the behavioral sci-
ences which underiie our adult education practices, before we, finally,
emerge with the new methods effective to our present purpose.

It seems to me that we are, in fect, in meny parts of acult educa-
tion going fthrough an analagous period of turbulent confrontation of new
problems which lay fearful demands on our customary, comfortable ways of
organizing and guiding adult learning. These challenges are most salient
in our work with disadvantaged Americans, but are by no means confined to
that area. Ccnsider, for example, the remerkable demand from business,
industry, technclcgy and the prefessions for programs to up-grade skills
on an almost continuing basis and in a spirit close to emergency. We
are locked in engagement with many such new needs for education and train-
ing of adults from which there can be no retreat based on lack of re-
sources, for these are being provided in radically increased spending for

these purposes.

We mey, therefere, find it interesting and instructive to observe
how the confrontation process evolved in response to the similar neea to
improve training programs for cross cultural interacticen. Though not
surveyed explicitly in eny particular document, the stages of the process
can easily be re-constructed by anyone who reviews the literature of re-
cent years.

I. Recognition of the problem and effcrts tc edjust traditional

methods, e.g., to make lectures on human relations and cultural

differences longer or more lively, to spend more time on this
aspect of training, fto find betier trainers or to stress its ur-
gency. "Everything in this handbook is as tactical as an 'op plan'
or the manual on the Marine Rifle Squad," says the introduction to

a Navy handbook on how to get along with the Vietnamese.




2. Recognition of failure. The authors seem in agreement that
these adjustment efforts, howover worthy, have not been adequate
and that some drastically new training methods must be developed.

3. Renewad, closer examination of the prcblem. The cross cultural

trainers have diligently collected thousands of particular examples
of perscnal interaction which seemed critical in the success of for-
elgn missions. These. were examined, classified and studied to dis-
cern their common elements in order better to understand the exact
nature of the training problem.

4. Efforts to conceptualize the problem and to find an analytical
. framework which would allow recourse to relevant basic research in
the behavioral sciences. This led, for example, fo a review on the

_role differentiation process in differing culfures and to a revival

of interest in paralanguage and non-verbal communication.

5. Review of educational methcds which have proved effective i
similar situations. Some experts judged that the r -~ss cultural
fraining probiem may be best attacked through som. .rm of role
playing or simulation; others judged that experience-based human
relations methods wculd be useful. Thus, we find in the litera-
+ure some excel lent basic reviews in these areas, prepared with a
vies ta applying these methcds to the interaction training problems.

6. Experimentation and prcgram development. New t+raining techniques
are now beirng tested using prcgrammed instruction, videotape simuia-
+jon exercises and other techniques with actual critical incidents
col lected from field experience as the program content.

| believe adult educators will be quick fo adapt sure of fhe techni-
gues to similar cross cultural training prcblems vwe encounter in preparing

leaders for work with the disadvantaged, in programs for re~establishing
contact with the younger generation vhose basic assump*ions and modes cf
+hinking sometimes seem as mystifying as those of any foreigner, and In
many other prcgrams outside our traditionai province of intelieciually
oriented education for middle class clienteles.

6
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And the general process thé.crés;-culfural trainers have foilowed
may be a model for the large scale reassessment and revamping of adult
education practice required if we are to hreak open new programs and
new methods for bringing large numbers of poor, isolated and often re-
sentful citizens into a fully functioning relationship with a modern,
urtan, industrial society. Our experience thus far in large scale pro-
grams of vocational training and adult basic education has shown how
inadequate our present methods are and how engulfing are the educational
problems of the culturally isolated. Still confident that adult educa-
t+ion is a curative solution to these problems, we are now in stages two
and three of the reassessment process-sober recognition of the inadequacy
of present methods and closer examination of the exact nature of the
educational problems of various culturally deprived groups. If the ex-
perience of the cross cultural trainers is a guide, we may still have
much work and study to do before the most effective new methods of re-
medial education emerge.

Natune and Purpose of the Review

Innovative programs and new methods of training for cross cuitural
skills in interpersonal interaction are the focus of this review, which
provides: (1) a biblicgraphy with abstracts of documents, argely
from the years 1966 to i968; (2) a topical digest of the main points
made in these documents, elaborated by quotations from the texts; and
(3) an index Yo documents, or to sections of documents, which relate
to each section of the review. Many topics tangential to the focus on
problems and methods of training, emerge in the documents, but receive
only cursory treatment in the digest. This is nof a general review of
literature about the Peace Corps, or conventional area studies, cr pro-
grams for exchange of persons, or language training, though all of
these topics appear as they relate to training for interaction skills.

Adult educators will note that the research and development reviewed
here represents another contribution to our field by our "invisible
colleagues," in this case the psychologists, military officers, uni-
versity faculty members and others, who, quite unaware that they are

-
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confflbuflng fo>aduﬁ; educéffbn; have addéd 16 the growlhg bedy of ex-
perience and tested knowledge which underlies adult education practice.

Al of the documents reviewed have been located by using the re~
sources of the growing network of the Educational Resources Information
Center (ERIC) and all have come routinely into the files of the ERIC
Clearinghouse on Adult Education at Syracuse University. Most of the
documents which are not avallable in standard published sources, may be
obtained through ERIC or other sources in microfiche or hardcopy repro-
duction. A notice on availab!iity precedes the bibliography.

For the general adult educator who wishes to keep up with research
and development in the area of training for cross cultfural interaction
skilis, this digest should provide an adequate condensation of the in-
tel lectual content of the documents, and, if he sees something of great
interest or with potential application in his own work, the index will
guide him directiy to the documents he needsfor further exploration.

A terse running summary of the main points made in the 48 documents
appears In this typeface double-spaced. Quotations from the texts elab-
orate these points. They are single-spaced and in two different typefaces,
with sources identified by item.number of the document in the bibliography
and to the pages. in various sections, item numbers from the bibliography
are inserted to Indicate documents dealing explicitly with the topic sum-

marized in that section. -




11. THE NEED FOR MORE EFFECTIVE METHODS OF CROSS CULTURAL TRAINING

The number of Americans serving overseas in missions requiring
effective personal communication has drastically increased in recent
years and the urgency of the missions, especially those related jo the

Vietnam war, has mounted to crisis pro~-=tion. Failures, especial ly

those dramatic incidents of the "ugly American" type, have led to gen-
eral recognition that conventional training programs were not effective.

Incneased cross-cultunal contacts. The §requency of cross-cultur-
ak contacts has increased in the modern world. Mutual economic
and military assistance between nations, the wonk of international
onganizations, and internalization of Large corponations have Led
1o countless occasions in wiich people of different cultunal back-
grounds have fo wonk together, o negotiate, on to interact in
some other way. 1£ has been necognized that a fask performed .in
a cross-cultunal situation £s Rikely fo present mone difficulties
than when the same fask is entrusted to a cultunally homogeneous
group. 1t 48 noit surpiising, therefone, that ithe problem of how
o Anain people 1o interact effectively with people of another
culture has become important and urgent. (12, p.2)

Need for rapid training. Various government agencies and research
organizations were visited and were asked what problems all have
in common when they prepare Amexr-icans for contact and work with
native personnel overseas. Our survey asked each agency for the
goals of their culture-training program, the kinds of things taught,
the methods used, and the problems faced by the training groups in
achieving their aims. Two general findings came out of ihe survey:
First, there is a definite requirement for rapid and effective
training in cross-cultural skills. "Ugly American” incidents con-
tinue to damage Americar prestige and the U.S. image abroad. Cur-
rent programs of intelligemee briefings, remote area orientations

leciures on customs and habits ave inadequate and sometimes
cquse more harm than good. In short, knowing what to do is not
equivalent to doing what you know. Giving a man a lecture on do's
and don'ts in a foreign eountry is equivalent to giving him a lec-
ture on how to fly the B-52; in each case he might easily get a
passing grade on a wiitten test but his actual performance would
be unacceptable. (23, p.3)
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Bus.iness and Industry

As American business becomes ever more internationai in operation
and perspective, executives and other workers must be trained for over-
seas duty.

Training intemational executives. In the process of setting up
overseas operations, companies axe finding that .international
business has unique characteristics. 1t 48 unusually complex and
diverse because of the wide nange of differences in political,
cultural, and economic conditions. 1% i8 also highly dynamic and,
at present, unfamilian to many companies. 0f the varticipants in
This survey, approximately one-thind of 150 majon corperations-
headquantered in mone than 20 countries - considern themsefves new-
comens 1o international business.

Sevenal {acts seem apparent: (1) International management re-
quires executives with special abilities. (2) Qualified inten-
national executives have been - and probadly will continue to be-
scance. (3) Many companies ane aware of this shonicge, but few
04 them have nesofved the problem. (4) International executives
;.ndaubtu)uy will assume a mone important nole in the future., (2,

Need for training programs. There are close to a million American
businessmen and their families living abroad, and probably two hun-
dred thousand of them are actually engaged in business. The number
i8 increasing all the time and they carry on a large mumber of pro-
Jects. American industries in Caracas, Veneczuela, for example,

have a budget of $600,000 ecch year for educational, artistie, and
related programs. The Institute of Intermational Education in a
census found that ninety-seven Ameriean corporations brought to this
country 4,800 irainees in a single year.

The author's worldside survey found little use of formal systems,
rigid procedures, or exiensive paperwork in conmection with the
development of internaticnal executives. Indeed, the majority of the
international firms consulted do not have awy well-defined plans for
intermational development (in contrast to their thorough plans for
executive development in the domestic operations) and have not named
any specific executive or group to make such plams. (2, p.43)

SEE: 2;26;45

10




AID and Other Federal Agencies

Technical assistance and other foreign aid programs have become

an important instrument of American foreign policy.

SEE:

Cultune contact as foreign policy. The appointment of an Assis-

eon 02 on lonal and Cultunal Afjairns and
the changes in the policies and operations that will §Low {nom
that appoiniment, reflect a majon departure in the §ormulation
and the conduct of American foneign policy. Educational and
cultinal activities are now set forth as a majon instument o4
foreign policy, to be joined with poLitical and economic ac-
Livities in sustaining and directing the position of the United
States in wonld affains. (9, p.337)

Predicting successful adjustment. Although it is gradually be-
eoming possible to make more reliable predictions comcerning
probable success or failure abroad, a great deal more research
ts needed in this regard. It is still far from easy to evaluate
human beings in terms of their future reactions. There is much
to indicate that a person who-has successfully dome a technical
or professional job at home will not necessarily be able to do
a similar good job at the same work in a dijferent cultural
sttuation. (19, 20, p.186-7)

9;32;33;35;45;47

Peace Conps

The Peace Corps has required large scale, costly, and rapid

training.

In Progham Year 1965, the Peace Conps trained in 58 different
universities and with sevenal non-accdemic onganizations. The
average Peace Conps training program unden contract Lasted
approximately 11 weeks and cost $2,354 per trainee. 1In an
attempt 1o provide more meaningful and realistic training fon
1966-67, sevenal new elements have been added which will in-
crease the Length of training to 12 weeks and ewrich the thain-
ing cuwviiculum. Ghreater numbers of neturned Volunteerns and
overseas stagf memberns will be used. New and more intensive
language technigques have been developed, moving Language thain-
ing up o approxvimately 1/3 of the total hours in the average
training pregham. New material and case siudies based on




Volunteen expenience are being developed; the staff-trainee ratio
has been increased; the amount of time dedicated to practice teach-
Aing and field training either in the U.S. or in Canada, Mexico on
Puernto Rico has been increased and the amount of training 4in the
host country has also increased.

ALL of Zhese developments have naised the estimated cost ver trhainee
in 1966-67 to $2,612. (35, p.52)

SEE: 3;15;34;37;38;44;45

Militany Programs

Mjiitary operations have changed drastically in the Vietnam war,
# where soldiers trained to fight are diverted in large numbers to paci-
fication and other programs of advising or training the Vietnamese.

Non-shooting warfare. One of the "limits" in future limited war
- i8 that the U.S. soldier or airman, trained for everything from
. hand-~to-hand combat to sophisticated, computerized command-and- LT
P control, will be prohibited from firing at all. He will be sent ~ L= R

T R . to another culture as a guide, instructor, trainer, and advisor. / .
o ) . Many special training problems (as well as selection difficulties)
1 M . arise in this context. Perhaps there is negative transfer when LEiin

T - you train a man to be an excellent fighter or an expert in napalm -

= bombing then frusirate him with a civie action assignment as a o
S teacher. (23, p.4)

1 I — Military nole in development. The constructive rofe 4n national
- ) devellopment possible 10 a nation's military establishment is not
Lo g genewally nealized. To be swre, the military instrument, if not
properly oniented, can be a negative fonrce in society, character-
dzed by stark authonitanianism. Parntially as an inherent featunre
2T and Ancreasingly by design, the Militarny Assdistance Progham con-

‘ , tributes to an enlightened militany attitude and fo the noke that
L } the militany structure plays 4in nespect fo political, economic,
and social progness, particularly iv. the Less-developed areas of :
the gree world. There 48 an increasing awareness that military T

and economic assistance are interdependent vaniables and not necess- f

anily alternatives. (9, p.158) o ”

Diversity of missions. TIThe technical advisor overseas for short
duration mesions is faced with monumental problems, not the least
of which involves effective interpersonal relations with those SRR
foreign nationals with whom he deals. The Air Force Mobile Training S TR
Team mission iz to respond to reguests for technical training from D o
other countries. This mission raquirement makes necessary close,
frequent face-to-face contact between Americans and their counter-
parts. The American and native persommel typically imvolved in MIT
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work represent quite homogeneous samples from their respective
cultures and thus the problems of providing training for the
Americans are reduced according to individual variability. This
comparigon concerns the problems faced in training individuals
for the Peace Corps or for the Foreign Service (7, p.1)

Battlefield of values. The instructon/technical adv. son is in-
votved an vatuatly continuous contact with a counterpart in
another country for a specified Length of time and has explicit
ends to accomplish during this period. A thind type of assign-
ment fon American military persomnel 4s that in Uietnam., This
Aype of assigniment 48 quite similarn to that of the Konean conflict
and centain aspects of Workd Wan 11, The type of training and
preparation of Amerdicans fon the §inst kind of assignment 48 con-
ducted by such agencies as the Foreign Service Institute and for
the thind kind through nonmal combat readiness military procedures.
The second type of assignment is one of vital impontance and re-
quires the greatestscruting; fon vpon the personnel acting as in-
dtwetons and advisons fales the heavy nesponsibility of establish-
4ng sinong, productive bonds of {niendship and communication,
while at the same time increasing ihe technical shill of people
grom the so0-called emenging countries. This 48 the battlefield
upon which the values of Liberty, tolernance, and self-improvement
are practiced. They must be practiced well. {6, p.7)

SEE: 7;23;27;29;45

Voluntarny Organizations Missions

Hundreds of voluntary agencies support community development and
other work in foreign countries. The pioneers in this type of activity,
the missionaries of the various church denominations, are stil! active
in many parts of the world.

Role of voluntary organizations. In a free society such as ours,
private institutions, foundations, the Institute of Intermational
Education and its sister organizations, and private business have
a very important role to play in cultural aid to underdeveloped
countries.

There is no single institution in this group that is predominant
as 18 the govermment. But in the aggregate, these institutions
have considerable influence, and it is important that ve under-
stand the nature of this influence and the methods by which it
i8 exerted. (9, p.285)
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Missionarny movement. American neligious onganizations have, gf;
course, been active abroad for at Least 150 yearns. Although thein
primarny purpose has been te spread Chruistianity in non-Christian
countries, they have established schools, colleges, and hospifals.
In necent yeans, these missicnany activities, which are part 0§
Amonion' s eubtunal nelations, have neally become fange-scale. A
1954 nepont made to the House of Representatives showed that Cath-
okic, Protestant, and Jewish onganizations wene then contributing
over $120 milkion 20 programs of a technical assistance natuwre.
Todoy the esiimated contribution of all private nonprofit ongani-
zations 4s close to $200 million. This exceeds the total spent by
the United States Government on this type of activity. There are
also estimated to be four times as many Americans abrcad carrying
on technical assistance activities on-private funds (some fwenty
thousand) as there are on govermmert funds. (9, p.290)

SEE: 45
Universities

Universities in the post war period, in addition to providing train-
ing for other agencies, have developed their own foreign assistance pro-
grams which they directly administer, often in cooperation with counter-
part Institutions in the foreign country.

SEE: 8;45
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171. CONDITIONS AFFECTING THE DESIGN OF CROSS CULTURAL TRAINING
PROGRAMS

Much has been learned by the cross cultural tralners in recent
years from the concerted attack on the multitude of problems which
arise when programs must be developed in haste (with a general air of \
;'*‘f R emergency) and in areas where past experience is a poor guide to ac- .
L .y tion. Analagous conditions increasingly prevail In programs of adult
;,::\ . ‘ - basic education, in MDTA training, in the new Community Education pro-
1 : . ) grams sponsored by Title | of the Higher Education Act and in other

G N program planning situations.

Divernse Objectives

Ty

Since cross cultural assignments take so many persons to so many
"%‘ L different cultures for such varying purposes, the problems of inter-
éé‘f‘ o t"‘-i personal communication trainees may encounter in the field seem almost
{E infinitely varied. The concepts of "culture shock™ and "culture fat- -
S_éé i - - ’ igue", constantly invoked in the literature, cover a variety of emotion o4
%,;i — ) - laden challenges, each inveclving a particular problem of barficular . .g;g;'
B persons in a particular context. A random assortment from the pléthora | - /
of 2necdotal accounts, stories and critical incidents in the |iterature
;':',"‘ o may illustrate this diversity. Some of the incidents involve foreign-
,»jjﬁ ) ) ers in the United States, since these are thought to be particularly

] ; o Co instructive.

4oL Culture identity. The very term "American" created confusion for
L., some trainees. They had been accustomed to identifying themselves
R ) as Americans (in contrast with the members of groups outside the
R - United States). But what does one call himself in comtrast with
N American Indians? Some trainees experimented with the term "non-
o o Indian," thereby assuming an implicitly inferior status. Some
oL L experimented with the term "whites," but this term seemed too
S . general. Some tried the term "White Americam," but this term
left out Negro trainees. The process was noticeably disruptirg.
Trainees learmed that one's identity is shaken when one begins
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tampering with something seemingly sc slight as the label of one's
group memberships. (21, p.8-9)

AT 448 because of the Lack of spices in the focd. Veny cfter at
nome we get din coitact with spices and we need {£. One of tic

things wﬁu_h we particulanly appreciated was the chance Zo lave
an Indian dinner after about 14 days in the States. We had not
had any particular kind of Tndian §ood until this, and this we

Liked verny much. (31, p.19)

!
|
Food customs. 1 wus affected a Little gz condtipation. 1 think [
|
|

Suspicion. In the course of reseavch in the Northern Province of
‘Sterea Leone, "I repeatedly encountered the belief, most often
‘ among. literate Africans who had little or no direct contact with
- the Peace Corps, that the Volunteers were actually spies from tne
ncocolonialist in the United States, which coveted the wealth of
Sierra Leone. Some Africans thought it outragecus that their
governnent was paying living allowvances to American spies who
@ taught school and worked in other government departments as a
cover-up for their sinister activities. Sierra Leone, of course,
does not pay the living allowances of the Corpsmen, but it is
hard to convince some Sierra Leoneans of this. (44, p.176)

Saﬁg#. 1 had some intenesting and shocking experiences in Chica-
go. I was netwwining to the Chicago University whene 1 was staying
-~ zhe time uws about 8:30. 1 thought that T must gelt out of the
train one station ahead and walk cround Zo see the city all alone.
1 was walking and walking and walking. Aftern some time 1 thought
that 1 must ask the way back to Chicage University and 1 asked a
man the way for International House. Then he tofd me that "it is
better for you to neturn, 1 do not know the way. This 48 not the
place for you to watk all alone." 1 got a Little scared, 1 walked
back, come to anothern place where I saw a young Lady. 1 asked hen
the way Lo International House and she asked me whether T was from
Pakistan. 1 told her that I am fnom India. She tofd me how "my
sicten may know Zhe way, ard ycu may come into the hcuse," and she
made an aititude to fLint with me. 1 got absofutely nervous. 1
2o&d her T would "just go to the othern intersection and ask some
oihen people nather than come into your house." At once I waved
10 the next cab, taxi coming on, and got into the cab and escaped
§nom the place and came to the International House. In the train
: also 1 saw a man who was absolutely drunk, standing there dancdr
N ‘ with a bottle in his hand; and even though there was a S4ign in ihe
1 fain Lthat no smoking was allowec e was smoking and daneing and

sdapping me on the back. There abso I got neavous. (31, p.17-18)

. : Personal values. Philippine social interaction is, to an impres-
; szve degree, based on whatithe Volunteerse later came to call "SIR,"
» - o or "smooth interpersonal relationships." Under such ccrditioms,
"Just be perfectly frank,' hovever pleasing it might have been to
the American individual, was a devastating bit of advice. (44, p.29)
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The "thind" culture. ... the task o4 gaining cultural phofici-
ency 18 guither complicated when a "thind” culture must also be
Learned. This 48 the culture bowrowed, with adaptations, 4rom
the fonmer European colonial rufern., Among our thinteen countr-
des, inerne aie only thiee whnete tnis 45 ol a prodlem: iie
Philippines, Thailand, and Afghanistan. Generally speaking, the
PCV must concentrate his energies on this thind culture §inst,
nathen than on the indigenous culture, in good part because the
thind cultune 48 used to a signifdcant extent by the political,
governmental, and administrative elite. In four of the ten ex-
colonial cases, Leanning the ihind culture entails knowing a
European fanguage that 48 often new to the PCV. Thus Spanish

48 necessarny fon Volunteerns in Peru and Bolivia, and French fon
Tunisia and Moroceco; and in the formen Ttalian pontion of So-
malia PCVs gind very useful any facility they might develop in L
I.tw(’,iant.S This extra Learning bwgdlen"zdds"h%va to the digdi- Tt TR
ML&’ of gaining proficiency in the "home" Lamguage and cultwre T

04 the Local people. The problem is compounded even further b

whene membens of the elite - such as the Spanish speakens in ‘
Peru - tend to Look down on theirn compatrniots who arne abfe to
speak onky the indigenous tongue. (44, p.307)

Cleanliness. Americans frequently become obsessed with clean- S
liness, finding everything dirty and unfit for use. Interest- DA
ingly enough, the tendency to see the new enviromment and its
people as filthy is a common feature of culture shock. The
Middle~Easterner considers as dirty the American habit of
wearing street shoes in the home {especially when young chil-
dren ave playing about on thz rug), our rather sketchy habits
of washing after the use of the toilet, and finally, arm-pit
commercials on TV make the Middle Easterrer turn ill. (23, p.6)

 Unpredictabibity

The intrusicn of fortuitous events beyond anyone's control further
compl icates many foreign missions, ieading, unless the trainee is pro-
perly prepared, to frustration, retreat and resentment. A random sei-
ection of section headings from a report of Peace Corps experience in
thirteen countries may illustrate this:

pokitical nioting; opposétion from the expatriates; ammei ie-

volt; British colonial heritage; crnisis and expulsion ai Vicos; ‘
international politics intrudes; unfortunate timing; the crisds; o
volunteers are expelled. g




Nature and Modive of Thainees

The age, background, expectations and motives of the frainees
affect the training program, especially when they conflict with the
purposes of the frainer or the inherent requirements of the cress 1
culturatl assignments. Despite all efforts to improve selection poli- -
/ . cies, these problems remain. Uedicaticn to hard work and favorable '
1 o o attitudes toward the host culture appear to improve both fraining and
L P performance.

"Helping" orientation. The opportunity to help is one of the

strongest appeals of the Peace Corps, and properly so. At the

g same time, it ig ome of the greatestperile. Indeed, the Volun~

| ¥ teer's helping relationship is in some ways more difficult than

fp - . the psychotherapist's. The latter usually enjoys the advantage
that his patient has come to him and requested help. By contrast,
the Peace Corpg Volunteer is dealing with school teachers who us-

. uglly have not asked for his help; the asking was done for them
by officials often far removed from or even unknoum to them. In-

1NN ' deed, many Philippine school teachers do not feel that they need

1 ] N - hezp. (44, p- 31)

Hand wonk. The chief contributing facton 1o the successes which
wene experienced in the ealy training proghams was the quality

04 the Peace Conps trnainees. Highly motivated and extremely eagen
1o Reann, the inainees wene willing to do the hard work demanded
by the intensive, accelerated educational progham. (37, p.34)

Alley cats or tame tabbies? The decision to entice student "act-
iviats” to join the Peace Corps was a "high-risk-kigh-gain" kind
of decision, even as it has since been modijied. Nowadays, the
Peace Corps seemg to be saying, "When we go out cn the porch and
whistle we're hoping that a few aliey cats will enter the door
along with the tame tabbies who have been showing up."

Now alley cats can be aifficult to handle: <irreverent, often
outspoken, hostile to the Establishment and scmetimes just about
everything else, at war with the world, they are more inclined
tc 8it on the back fence and yowl than to curl up on the sofa
and purr. But there is all that emergy. . . (25, p.30)
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Attitude towand host culture. 1t was found that subjects with

a positive aititude towod cultune "X" displayed a higher rate
0f Leanning unden self-congrontation than did subjects with
newtral on negative aiititudes. Whife this finding is an initial
one and musit be intenpreted with care, it my indicate that at-
titude acts here as a motivational variable, and that the posi-
Zive attitude subjects actually trnied harnder. Alternatively, a
positive atiitude may have neduced the discomfort of a finst
interaption with a strangen from another cultune; the negative
and neutral attifude groups may have experienced mone tension
a’:szd an;%ty, which hampered thein performances sLightly.

» Pe

Age. Age was also a concern of these executives. In the com-
parnies that participated, the optimal age for a man’s first
assignment abroad is about 35 years. According to one partici-
pant, this makes it poesible for an executive to have ten years
of postgraduate experience - a reasomable period of time for him
to become mature, learn the company’s policies and practices,
gain flexibility, and become seasoned in the practice of manage-
ment (provided thai his company has an executive development
precgram). (2, p.70)

"To hedp othen people.” To assess the degree of congruence be-
Tween Zhe goals of Ahe candidates and those of the trainers, it~
ainecs were asked, when they annived, why they had vofunieered
;'6,0”' the Peace Conps. The majon motivation expressed was "to

elp othen people.” This motive frequently ues phrased ir Leams
0f improving Living conditions, but sometimes was stated as hely-
ing othens to hefp themselves. The next mosi frequenity express-
od motivation was "to help my country." This mofive was phrased
often 4n the ask-not tradition; i.e., "Ask not what yowr countiy
can do for you but what you can de for vour country.” The thind
mos fiequently expressed motivation concerned the desire to make
some contribution towand improving international nelations: 4.e.,
toward se2ing the Peace Conps as a significant part of United
States' foneign policy and as having some potential for neducing
workd tensions. (21, p.6) '

Conflict of geals. The great majority of motives expressed by
trainees Jor joining the Peace Corps were outerfocused or non-
self-focused. Even the self-related goals tended to be stated
in terms of career and accomplishment, with less than 20 per
cent of the assignees stating any form of self-development Gs cme
of their goals.

Given ihis tendency for trainees to be nonself-focused, how could
cne expect to achieve any mutuality of goals when the trainers’

goals uere so clearly focused on increasing self-wmsarenees?
(21, p.6)
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Family adjustment. Agencies which send employees abroad Zend
riowadays £o considen the prospective applicant and his femily
as a unit, and try 2o determine not only the maii' s but the
wife's and the family's nreadiness for Life and work overseas.
n fhe wonds of one Foreign Service officer, "The adjustment
and indining fon overseas foi wives 45 as impontart as the
adjustment and M%os the men. 1 have seen men overseasd,
doing well at their jobs, become unhappy and dissatisfied be-
cause their wives became dissatisgied.”" (19 & 20, p.168)

Difficuliy of Evaluation

Leck of criteria for adequate performance and means of measuring
performance in the field makes objective evaluation of cross cultural
training programs difficult. Distarce, the transitory nature of the
projects and other practical probiems make even routine subjective

feedback difficult.

Lack of objective criteria. In all training techniques presently
in use for overseas assignment preparation, there exists no thor-
ough-going objective eriteria for assessing the effectiveness cf
performance in cross-cultural settings. The naiure of such posi-
tions as high-level diplcmatic staff, ete., make such identifi-
cation of training requirements or criteria difficult at best,
and at worst, nzarly impossible. However, much of the work under-
taken by Americans overseas has an identifiable end and time spar.
Thig is particularly true of a certain type cf military migsion,
Mobile Training Teams. (6, p.6)

Peace Conps effectiveness. An evafuation of the quality of the
ZTwaining proghams duning the ginst fwo years of the Peace Coips
shoutd %inst necond that foun thousand Volunteers were, 4in fact,
frained forn ocverseas servdce, and the recond indicates that they
genenally did funciion effectively. (37, p.34)

Traditional tests of little value. The resulzs of this study tend
To validate Smith's and Stein's work with the Pecce Cerps, showing
that the evaluation by faculty or staff of trainees in a passive
academic situation has little or no relevance tc performance in a
rural foreign avea. Also, trediticnal persomality and interest
tests have Little, if any, predictive validity. Values,attitudes,
self-image and orientation to the future seem to Le more predic-
tive, but the values and attitudes ave not alvays the omes theory
might lead us to eapect. £ cosmopolitan, charge-oriented career-
minded, slightly-rebellious personality ond character would seem
to perform best ir. rural aveas. (47, p19)
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The documents reviewed contain only one evaluztion study based
on observaticns of subsequent performance in the field, but it is
an interesting one. Using the Activities Index and the College
Charzcteristics Index, the investigators found arastic cifferences
in the psychological attributes of 63 Peace Corps training programs
and meaningful relationships between these characteristics and such
indices as (1) atiriticn rates in trairing; (2) selection becard ra-
+ings; and (3) overseas field-evaluations.

Group bige vensus Isolation. Top proghams sel a patienn for
group £ ction That atnesses cutgoing, friendly soeial

participation and a high degree of mutuality.

Intellectual Climatc. This measure reffected traindrg unit
effonts %o provide a wekl-nounded and iniegtated inteliectual
experience. These units were alsc gound £o have been erpha-
sizing a commitment fo sociaf action and to iAmprevement of
ran's condition.

Personal Dignity. The be. proghams wene characterized

by d7udent personnel practices that kept direct supervasicn fc
@ mirimum and maximized the autonomy and persoral responsibilty
04 each individuak.

Achievement Standasds. Trainees were encounaged io maintain
high slandw.ds of personak achievement. The most cuisdonding
prognams demanded high fevels of perfonmance, cffered mang
different ways to demenstrate. competence, bui were alsc refa- -
Lively §Lexible .in thein nequirements.

Crdentiness. The peorest programs were Low in the four pre-
ceding gactons, and high on others svggesiing a preoccupaticr
with buwreauckatic defail. They were mere ccrpulsively onganized,
and far more nestriotive and contravening in student agfains.

Impulse Control. The administrative siyle in ihe poorer proghams
was_authonttarian, stnessing degenence and ccnsfraint. A Cal-
vinist ethos seemed to prevail ot these institulicns.

1s0Lation versus Gioup Life. The group atmosphere in these pro-

gnams was gound Lo be ungri and non-participating. People

were not suppertive of one anothen, sociakly withdram, and the

g(wma!.joufﬁaok seemed excessively humcaless and work-oniented.
38, p.1-3
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Charnacternistics of effective hams. High overseas eggeotéve-
ness naiings are asso thaining progham effonts Lo
provide a well rounded intellectual experience emphasizing a {com-
mitment] 4£o social action 2} training progham pness fon admini-
strative onder 3) a personality pattern of power siriving, aggres-
sdveness, impulsivencss, expressiveness, need to help othens and
Lower nespect for authonity. This suggests that if proghams that
emphasize onder and structure and proghams which emphasize inte-
grated intellectual experience are different types of programs,
ﬁmz‘;ach can produce Volunteers whose overseas performance Ls
highty nated. (38, p.67)

Thainer Shortage

Persons qualified to conduct cross cultural human relations train-
ing are in short supply, because it requires both up-to-date personal
knowledge of the foreign culture and uncommon teaching skills. Train-
ing institutions, particulariy universities, have beén sometimes un-
willing and often unable because of budget and lead time problems to
go outside their own organization to find the best qualified persons.
Nonetheless, qualified experts have shown great willingness to drop
other responsibilities for such service and much credit is given them
for program successes. Returning Peace Corps Volunteers play an im-
portant role as trainers of future groups and training programs exist
to prepare them for this role.

Dedication of trainers. Other noteworthy assets were the dedica-
tton and '&Réz'ty of the Peace Corps training officers and the

genuine eagermess of the training institutions to do a good job.
Univereity personnel involved in administering training programs
were perhaps the hardest working people on campus, often matching
the long houwrs put in by the trainces. (37, p.34)

Role of area study centers. The second method 48 that of obtaining
nelevant cultural information §rom and through the resources of
centens of excellence in the academic community. There are many
area study institutes, such a« Southeast Asda study centens, at
Lange univensities throughout the country. The information and
competence available at these .institutes are based upon yearns of
study and field nesearnch in various areas of the wonld. WWhethen
any sustained and §ruuitful collaboration with these academic centers

48 possible is cwviently under study. (29, p.4)
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"Practical man" as tedcher. It would be a mistake to assume that

persons with practical experience arz necessarily qualified by
virtue of that experience to teach and commnicate tt. This is a
particulorly unjustified assumption when the proposed training is
highly inductive. The "practical man" has most readily at his dis-
posal a fund of experience, anecdotes, and "war stories' which
purport to illustrate to the trainee how to handle various rela-
tively concrete and speeific situations in the particular foreign
culture in which the trainer obtained his own experience. The
value of the experienced person is not in these concrete and of-
ten undigested experiences, but in his potential to conceptualize
the eross-cultural learning experience in terme which can be appl-
ied 3:0 the design and conduct of experience-based learning. (25,
p. 26

lack of experts. Unforntunately, the training program did not
provide the Rind of intensive background on the culture of the
host country that 4s s0 vital to each .individual's understanding
and eventual adaptation. While the Peace Conps attempied to
obtain properly qualified teachers, it nonetheless confronted the
stubborn fact that experts on Somalia are scaice. As a consequ~
ence , few of those involved in the training progham had had any
previousd experience in the country. (44, p.129)

Sources of trainers. Over the past five years many thousands of
specialists have participated in Peace Corps training programs.
Most have been drawm from university and eollege cumpuses, but
many have come from govermment, industry, labor and the profes-
sions, not only in the United States, but also from many foreign
countries. It has become possible to identify and evaluate ex-
pertise never before thought to be available in the United States.
The Peace Corps and the training institutions have now developed
an "imventory"” of the resources nzeded to prepare Americans to
funetion effectively abroad. (37, p.39) -

Use of nefwwnees. 1In the pasit, retuwned Volunteens often have
noX been Jully utiiized - parily because of their oun failure

to understand some of the complexities of thaining; the train-

ing institution's failure to utilize them meaningfully; inadequate
means of Adentifying and recommending to the trdining institutions
those who would be most effective, and partly because of the Peace
Conps' failure to communicate §ully the impontance of the rotuned
Volunteer in the twaining program. The varying characteristics of
thaining sites and the comnon §eeling among retwwned Volunteent
that thein Peace Coxnps experience alone qualified them as experts
on the various aspects of the host country have also occasiorally
contributed to creating serious problems,resubting in hard feeling
and sinained rebations. (3, p.3)
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Proghum intoguation and Continuity

—
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Training for cultural awareness, self awareness and the other
elements of personal Interaction skills 1s, of course, only one com-
ponent {p programs, often brief, which must typically also include
Janguage Instruction, technical training and other orientation and
indoctrination. Integrating the programs and keeping the elements in
perspective, therefore, Is difficult. Follow-up or supp lementary
traiping in the fileld is sometimes provided.

Coordination of program elements. The problem of the articulation
of different components of a training program appears to me to be
endemic in the Peace Corps appraoch to training. It must be re-
solved by careful, planned coordination of the various components
of @ program, especially area studies, American studies, world
affairs and commyniem, and technicql studies. Although overall
coordingtion of the Syracuse training program appeared adequate
at the time, subsequent problems that emerged in the field in-
dizated much to be desired.

Starting out with pious hopes and eapectations about "workiig
together," uhich were manifested primarily in ritual”stic stoff
_meetings, each segment of the training staff would proceed along
its qun lines and pay relatively little attention to other seg-
ments. Thue, for example, in the Tanganyika Two program (and in
a number of others in which I have participated) avea studies
instvuctore would prefer that world politics instructors "stay
of " the African comtinent. Similarly, American studies teachers
were not overjoyed when area studies teachers used American ex-
amples for comparative purposes in explaining life in the host
country. (44, p.146)

The eanky training programs were commonly made up of eight iden-
tifiable components. These consisted of he following:

1. Technical Studies - io include the knowledge and skills
sequined to penform the aséigned job overseas.

2. Area Studies - o include the histonical, political,
econgmic, and cultunal aspects of the host country.

3. uage - to include knowledge of ire indigenous Lan-
guage, basic voeabulary, conversational puactice, and fech-
nical terms appropriate to the assignment.
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4. Amenicon Studies - to include an analysis of demo-
craiic .institutions, United States histony, and the
cwuent social and economic scere.

5. Wordd Affairs - to include contemporarny Anternational
probLems, Communist strategy and tactics, and America's
noke in the wonld scene.

6. Health and Medieal Training - to include §inst aid,
personal hygiene, and preventive measures nequited in
the assigned area.

7. Physical Training and Recreation - to include personal
conditioning as well as the practice of American and host-
country games.

8. Peace Conps Onientation - to incfude aims and organi-
zation of the Peace Conps and the Volunteers' nofe within
it. (37, p.33)

Integration of trainees' education. Several universities have
recently initiated experimental programs aimed at fully inte-
grating Peace Corpe training and service into the acquisition
of an undergraduate or graduate degree, therby making the Peace
Corps experience clearly part of the Volunteer's educational
development. (37, p.44)

Conglicts of Institutional Punpose

Salient in the Peace Corps training literature is commentary,
often somewhat emotional, on the conflict perceived by many faculty
members between ™training for action" and the traditional universi-
ty education for understanding. The universities, of course, are
also interested in designing research components into the training
and In developing continuity so that Peace Corps work could, in time,
contribute to the on-going academic growth of the institutions.

"Thinkern,® versus "doens." There Likemwise were majon areas of
disaghecment between the Peace Conps and ithe academic community
over tire punpose of training. Greatly oversimplified, it was a
manifes tation of the age-ofd debate on the supposed disiinetion
between the "ihinkens" and the "doens". The general objective
of the Peace Conps was io nelate the content of the training
progham as closely as possible to the Volunteer's speccgic
overseas assignment. The approach 64 most univensities was
based on the concept of broadly educatimg the trainezs 4in the
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Liberal ants iradition. The Peace Conps insisted on a degnee of
"nelevancy of instruction to the overseas assignment.” which
universities §elt was neither possible non "educational." Uni-
versity progessons tended Zo emphasize insight and understanding,
«f”hmm gze Peace Corps wanted emphasis placed on "action."

» p.3

Relations of training to institutional goals. When a university
enjoys stability as a training site, there are a number of side-
benefits that might result. An inspiring example is the case of
Northern Illinois University at DeKalb. HNot lomg ago, this was

a teacher training institution. Then suddenly it became a univ-
ersity, and began experiencing the usual growing pains. As a
untversity, it was eager to build up ite resources for graduate
study, and to increase its international involvements. Through
a series of improbable events it was awarded the training con-
treet for Malaya One. Since then it has trained virtually every
Peace Corps project for nmeninsular Malaya, plus a number of other
contingents bound for Southeast Asia. Coupled with this Peace
Corps involvement, the university has also establighed an inter-
diseiplinary Southeast Asia arvea studies program, and has already
commenced to avard graduate degreee in various disciplines, where
the student's avea focus is on Southeast Asia. Quite possibly,

if it had not been for the Peace Corps, this area program would
never have been started. In any case, the Peace Corps has helped
thie program materially. A nmumber of Volunteers trained at
Northern, for example, have returned there at the end of their
overseas service to pursue graduate work commected with Southeast
Asia, often on fellowships form the university. Thus has the
Pegce Corps engaged in uninternded but valuable "institution Puild-
ing," and helped to bring an awarenese of the problems of the de~
velop! , world to a emall prairic oity that witil a generation ago
was quive isolated from intermational concerns. (44, p.334)

Reseanch. One of the most persistent objectives of many academic
DsTiuTions has been to build a nesearnch dimension into thein
aining relationship with the Peace Conps. From the viewpoint
of the undversity, the training of Peace Conps Volunteens £is es-
sentially a public service function. In onder o make ithe Per-
Conps nelationship a high-prionity activity forn the university
communitly on a continuing basis, a nesearch component needed to
be developed. (37, p.40)

Administrative Prcblfeme

Complex programs, mounted in haste often In circumstances so
fluld that neither students nor objectives can be clearly specified,
will Inevitably encounter frustrating practical problems. We may assume
26




that such problems arise In any training situation, though the
following examples seer all to be university complaints against the
early period of the Peace Corps. The emotional tone of these dis-
cussions ranges from toleramt understanding and accommodation to
bitter criticism.

Lead time. One of the chief problems for the training institu-
tion was the lack of sufficient lead time to plan and staff a
training program ppoperly. (37, p.35)

In [an] egﬂou Lo provide the thaining institution with suffi-
cient Lead time to plan adequately an appropriate cwuriculum,
Ane Peace Conps adopted a new policy in 1965 which authonizes
a univernsity to appoint an "advance project directonr," who
would begin the planning for a training progham several months
heforne the actual commencement of training. (37, p.40)

Poor Information. Lack of advance information regarding the
education and experience level of the trainees also presented
the problems for the training institution. Much of the pro-
gram had to be planned for an unknown clientele, and, conse-
quently, frequent changes had to be made during the course of
training. (37, p.35)

Action orientation. The Volunieer was also under pressure grom
anotner source: Washington. The headquaitens stadf were in-
Lelbigent, dedicated, ~diiving men who had thein own notions
of what a Voluntees: should be and do. These notions were derived
patly grom American culiunal experience, and partly grom AID
expendence overseas. AlLthough most of these ofgicials had vir-
Zually no undenstanding of Philippine needs and traditions, th
emphasized action, impact and nesults that they could see, touch,
and quantify. Very few could trwly appreicate ihe tedium, ithe
frwstration, and fhe build-in Limitations of the Volunteer's
gield situation. (44, p.29)

Haste and confusion. The early Peace Corps days were marked by
an almost indescribable haste and confusion. Most of the key
offictals in Washington's Training Division were lacking i1t in-
timate non-Western field »aperience. They were learning tneir
jobs as they went. To ge’ the job dome quickly, they had no
choice but to give wide scope io the universities that contracted
to do the training, and then hope for the best. We at Pernnsyl-
vania State University were thus not only permitted, but also en-
couraged, to improvise and imnovate. (44, p.20)

SEE: 3;15;21;34;35;37;38;44;47
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The new methods of training for cross-cultural inferaction skills S R
outlined in Section Five have not been stumbled onto by chance, but are ‘
the result of a protracted process of detalled re-examination of lae ex-

act nature of the training problem and mobiilzing basic knowiedge of ed-
ucation processes for the research attack on tiie problem.

’ Collection and Codification of Critical Incidents
fjféf;'}é?;?;:,:r.:i’ It is through the collection and analysis of a large number of .
L B :th . somewhat typical Incidents or episodes encountered in cross cultural ’
JEE " A}~ﬁi}f interaction that researchers and program designers hope to grasp the
;ﬁéﬁféggfi~g, o nature of the task for which they must train. This information may ) -

come from the usual sources developed in area studies or from subject

A . experts, but primarily it must come from the reports of participants L ;
| RN and fieid observers, if it is to be pertinent and current. These re- I .ﬁxQzF:
s o ports also provide feedback to the training programs and become -.e con- e )
L tent of training exercises. Examination and classificati i these Q":i“;e>%i ;f
L N raw materials have led fo various hypotheses about the esse. *ial nature . a E
of the training task which In turn suggest the general methods “e re- L F
searcher estimates will most likely be successful. o L :};.%
‘ ’Anazyzing crods-culiunal chaﬁge& The case histonies were original- ‘
‘ ‘ sefected for The purpose of developing a suystem fon anakyzing
b ize process of directed anoaa-cutiunaELZﬁange. € case history ‘ ,
Ao © descrnibes an effort Ly a change agent or agents Lo introduce a new el e
e L ddea on techrique into a culiune other than his own. Most are in- i e
1 stances of technical change agents wonking in the foreign aid field oy
P Lo and thus are cross-cubtwick. The authorns have been interested in ' BN
R the desoriptions of actual efforts nathen than in the theorizing
P N contained in the case histories. The cases were selected because
oL there was detailed information on zhe.ggﬂont Lo Antroduce a speci-
T - §ic innovation nathen than because of their theonetical signifi- B
) cance. The authons have selected what would nonmally be called projects AR
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nathen than proghams. That 48, delimited effonts An wiich the
intenaction of the change agents and the recipients could be
assessed. (33, p.1-2)

Cultural "atlas". Two data collection techniques employing
secondary sources of information on other cultures are being
investigated. The first of these involves the development of
survey instruments--such as questiomnaire and interview schedules
for use with foreign citizens and with servicemen returned from
countries of interest--and content analysis systems for searching
written materials. Information gathered in this manner will be
brought together in the form of a "eultural atlas," the substance
of which could form the basis for the content of training pro-
grams. One of the main questions this study will answer ig whe-
ther meaningful information of a cross-cultural nature, suitable
for training usage, can be obtained using military pereonmel with
minimal training in the social sciences; or whether these are of
such a complex and equivocal nature that only well-trained experts
with years of study and participation in a specific culture are
able to obtain end interpret it. (29, p.3)

Real incidents a8 training content. Continued research will Ln-
volve a & om contro Laboratony studies Ao actual
experimental thaining proghams to be conducted with militarny per-
sonnel befone thein deployment overnseas. This future work will
involve centuin difficubties not present in the Labonatony. Finsi,
thene i the pnoblem of training content. A contrived, fietitious
arvay of behavions, as in the present study, will not do. No thain-
ing technique, no matter how well suited fo developing nequired
shills in the thainee, will be effective unfess a great amount of
nekevant, comrect, and cwwvient knowedge is available about the
specific shilks that should be taught fo an Air Force advison
assigned to any given country. (5, p.36)

SEE: 14;23;29;43

Conceptual Framework

if large numbers must be trained, quickly, and for a variety of
cultural contexts, training cannot be provided for every one of the
disparate situations which may arise in the field. Thus, researchers

and program designers are groping for the conceptual categories which [

will reveal the nature of the training problem.
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T N - To what extent is the training required of an intellectual nature
' and therefore amenable to the usual methods used in education? Is the
problem basically one of understanding the customs and cultural patterns
A of the host society? |s it critical awareness of the largely unconsci~
: cus assumptions of American society? Or is It essentially a matter of

:l:',i;T . self awareness, the knowing of oneself in a particular cultural context?

. s The general purposes judged salient are variously stated: per-
T ‘ s ception of cultural relativity; self awareness; sensitivity fo feelings
and values of cthers; understanding American culture; development of
self reliance and emotional stamina.

B c ‘ Alternative training goals. There is much Less agreement as Xo
el T - what The cognizive and behavional objectives of thaining should

R be. However, competent analysts tend to suggest greater emphasis
on the gollowing:

e Understanding of interaction processes (as contrasted with
vt knowledge abouf the foreign culture)
N Empathic awaneness and understanding of the values,
assumptions, and attitudes of the host country people
Insight into the culturnal basis on one's own values,
assumptions, and attitudes
R - Undenstanding and acceptance of the nofes calfed for in
LT e T . the assignment, and
L B : Skills and techniques Which will promote success in these
noles

(27, p.3)

American value assumptions. The various dimensions representing
assumptions and values fall into five groupings. 1. The first
one may be called perception of the self and the individual. In

ﬂ, S LT Amez-ican culture the dominant perception is of an autonomous self

R S apart from other people and apart from the vorld. The self, and
GeocooelT T the individual, is defined as human, of a certain sex, and perhaps
in terms of very broad social roles, such as adult or husband.
SR 2. The perception of the world is separate from perception of
P e the individual. The, typieal American does not have a strcng de-
B sire to integrate with natuve, nor does he usually possess the

LAt T Hindu idea that man, animals, plants, and all of the world are
SN L made out of the same basic stuff. 3. The modality of motivation
B A TP dominant in American culture is achievement pursued through the
o ) social technique of competition. It i8 through achievement that
P most Americans attain full definition and meaning of the self.
e A men i8 what a man achieves. 4. The modality of relations to
o others typical of most Americans ig based on equality. Despite
Coe SENE glaring exception, Americans tend to see others us basically
NI ERRU equal, and indirectly, because of the perceived equality, often
3 o DR eonsider others in a depersonalized way.
30
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5. The dominant form of activity for mest Americans is doing in
distinetion to being or being-in-becoming. These other two char-
acterisiics tupify the oriental or the Latin American to a greater
degree than Americans. (42,p.296)

Subjective eulture. We surmarized the nesponses of Americans and
Grecks 1o a vanlely of indtwments. We discovered that these may
be described in terms of certain basic themes that ane important
negandless of the natuwre of the instrument. Thus, in the work on
stereotypes, semantic diffenential perception of !'zey concepts,
antecedent-consequent meaning of key concepits, and role perceptions,
the basic controst between Greek and American subjective cultures
seems to nepeat itself. Specifically, the Greek Lngroup-outgroup
distinetion and the gneaten salience of the social self that char-
acternizes Greek subjective culture, may be seen in the Greek resp-
onses to all these instruments.

Thus, the present paper has shown that subjective culiure may be
analyzed through the use of several instwments that give con-
sistent nesults and "social neality” as seen by people from diff-
erent cultuwres may be detenmined. Futwre nesearch musit gfocus on
edfect of differences in subjective culture on interpersonal be-
havion. Wonk cuwuviently in progress is aimed at a clarification of
the nelationships between subjective aulture and Lnterpersonal
behav.ion. (46, p.57)

Role differentiation Jithin eultures. In order to train people to
deal effectively with persons from another culture, it appears nec-
essary to identify cross-cultural differences which are eritical
to the working of culturally heterogeneous groups. A theoretical
analysis of the development of role differentiation, within and
betveen social systems, in traditional and modern cultures, leads
to the hypotheses that traditional cultures stress differeniiation
of the roles of the same system, while modern culture tends to
empathiz? differentiation of comparable roles of different systems.
(12, p.z

Internaction shills as behavion. 1In the development of training
Techniques gorn crods-culltunal interaction sRilE training, Eduward
Hall's views of cultural determination Lin social interaction, La-
beled "proxemics," have stimulated the treatment of interaction
skilks as complex motorn and verbal behavions subject to modifica-
tion. That is, fon the specific type of training described, it
has been convenient not to treat the cognitive aspects of inter-
personal nelations and 2o deal directly with culfure as a collec-
Lion of behavional prescripiions,i.e., manmerisms, gesturnes, cus-
toms, ete, This approach has allowed for specific criteria to be
established fon effective performance 4n a given role-play se-
quence. (7, p.2)
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Information seeRing and problem solving. In cross-cultural
training designs, problems should be constructed so that their
definition and solution require the problem solver to develop
information frem the persoms who are present with him in the
problem situation.

Because information and theory which are not used in the pro-
blem-solving process will not be readily available to the learn-
er when he must solve problems under stress, information is not
presented which is irrelevant to the solution of redl probiéms
which the learmer i8 asked to solve in_the here-and-roa.

It is clear that authority must not be used to deprive the learn-
er of the opportunity tc have his own experience. In general, he
i8 not provided with informaticn, but encouraged to seek it; he
18 not given eolutions, but asked to come to conclusions on his
own; he is not told what action to take or haw to take it, only
that action is expected of him.

The learmer's need for expert help is less to provide information
about the content of the other culture than to teach the problem-
solving procegses and to develop the feeling-thinking linkages
which are primary goals of our proposed training designs.

In the training situation the learner should be confronted with
problem-solving situation foreing him to make choices among com-
peting values which have consequences for his relationships with
others in the training situationm.

Training situations should require that discussion and analysis
lead to decision and action on the part of the trainee. This
would imply, for example, that even the best led "discussion
group" is only half a training situation, because it does not
lead to action. (24, p.448-444)

Middee-class, male culture as nonm. The 4inst step in develop-
4ing Zhe fraining approach was o adapt various concepts fo be
used in constrweting a schemata of American culture with which
the thainees could Ldentify as individuals. Some of the basic
sowrces used were the works of F. Kluckhohn, C.Keuckhohn, Naka-
mura, Lee, Atensbeng and Niehofd, Hallowell, Foster, GLenn, and
Mead. Middee-class, male American culiure was adopted as the
cultunal variation of Amenicans most switable for engaging the
ddentity of the greatest number of trainees that we envisioned
Duining. Those aspects of this culture that seemed relevant
for overseas experience were then conceptualized according o
noxms of behavion, values, assumptions, and cognitive foums.
Since these construets contain infelicitics of Labeling, if

48 dmpontant 1o Endicate their function in describing American
culture.




Nonms of behavion nefer Zo stercotyped and refatively predictable
behavion that is easily observed. Manner of dress, typical greet-
ings, and variations in hinesics and paralanguage are examples.

Values and assumptions nefer to cognitive predispositions of the
Andividual. Values are relatively concrete, disciete, and specifics
fon instance, the American values of private property, physical
comfont, and welfare, as well as the instwwunental approach to action.
Values are optative, covtaining the quality of ouightness, and as
cognitions are nelatively available to the awareness of the indiv-
dual, Assumptions nepresent the cognitive predispositions of the
Andividual employed Lo pattenn the phenomewlogicak. workd and a.2
usually considenred to be an aspect of the wornkd itielf and not
cognitive impositions upon Lit.

Thus for Americans, the cognitive form of time may usually be in-
fjerred as Lineal. A cyclic concept of Zime, on a concrete Lime-
space concept, 45 Less fypical. American concepts of planning, pro-
ghess, preventive measures in health and technology, and orientation
o the ?wthe may be seen to he associated with a Lineal concepi of
Lime. (39, p.2,3)

Emotional loosening of cultural bonds. An nderstanding of the cog-
ritive confrontation and of contrast-American culture is not purely
an intellectual matter. Algo involved is the individual'’s ability of
self-confrontation, the ability to take a dispassionate view of the
self as a cultural being. The path to this point of observation is
as much emotional as intellectual. Thus we observe ir the simulation
a period of confusion on the part of the pariticipants as they pro-
gress through various scenes. Their confidence in themselves, as
perhaps their trust in cultural absolutes, is ehaken. This cxperi-
ence appears to represent a loosening of cultural and personal moor-
ings, which hopefully is the preilude .0 a genuine acceptance of rel-
ativism of American cultural predispositions. If the simulation can
bring about this effect, it is apparsent that it ean function in a
dual role: to precipitate the emotional loosening and to set the
stage for the ucquisition of a new cognitive frame of reference. In
terms of training procedures, the dual roles of the simulation mean
that it can be used at the beginning of training for its emotional
impact, or towards the end of training as the final synthesis of
cross-cultural understanding. (42 p.302)

SEE: 6310;19;20;24;27;39

Recowu e to Basic Educational Research

Depending on the analytical framework adopted, researchers and pro-

grem planners then go to the seemingly relevant body of social science or
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" educational research and experience to evoke principles which may

now be applied to the cross cultural training problem.

Three of these efforts are of such outstanding excellence and
potentiai usefuiness that i think they shouid be specificaiiy poini-
ed out. They are: a research review on imitation and model ing by
Otto Zinser which includes a section summarizing knowledge about this
subject in relation to adults (42); (2) a compact summary of know-
ledge and experience in various forms of human relations fraining by
Robert J. Foster and Jack Danielian (13); (3) an exemplary analysis
by Roger Harrison and Richard L. Hopkins of the differences in assump-
tions and design principles common in higher education and those judged
most effective In cross cultural and community development work (24).

Human relations training. The overall advantages of human rela-
tions training may be sumarized as follows:

(1) The kind of lemrming which takes place canmot be
effectively achieved through more traditional and familiar
approaches to trainirg.

(2) Specifie knowledge of the trainecs's overseas destin-
ation is not essential. This permits the early training of
units which can then be placed on call for overseas work with
little or no advance notice. Subsequent area study of a epeci-
fie country is likely thereafter to be more meaningfully pursued.

(3) - The aim of the training is to provide the basis for
continued future learning. Because this learning involves un-
derstanding of basic interpersonal and group processes as well
as cross-cultural, the training has implications for the traince's
entire career. To the extent that performance on work assign-
ments involvee interpersonal and interactiomal skills, human
relations training becomes germane to their accomplishment. (13,
p.30) '

Imitation and identification. Two jorums of imitation based on
Zhe obsenvation of a model have been widely recognized. 1In one,
the Learning of a new nesponse by matching on copying the model’s
nesponse usually occuns in the presence of the model; in the
othen the imitative response ocourns in the absence of the modef.
In the §inst, the observer notes the actions of the modef. Then,
he {inds that if he matches the behavion of the model, he is
newanded. Fon example, *he chikd imitates wonds uttered by its
parents because approval s provided on each oceasion. Miller
and Dollard have termed behavion of this kind as "matched-depend-
ent" behavior. 1In the second form of imitation the observer at-
tends to the outcomes of the model behavion nather than on Zhe ac-
tions. He sees the model is newarded on punished for emitting a
particular type of nesvonse patiern, Fon instance a child Learns,
after accompanying his olden brother to the sitore,that the
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brother neceives candy in exchange fon money. -~The-observation of.the .. ...
brother being newarded serves as the incentive the child needs to
emulate Like behavion on anothen oceasion. (48, p.3)

The review studies on imitation using adult subjects indiccte:

1,

2.

3.
4.

5.

SEE: 12;13;25;46;48

Both social and task rveinforcement faciltbate the elicit-
ation of imitative behavior. There is some eviderce, how-
ever, that a task reinforcer is the more effective of the
two,

Social sanctions have a controlling effect upon the elic-
itation of imitative behavior.

Imitation tends to generalize the similar situations.

The more competent the model the more likely it is that
imitative behavior will be 2licited.

Prior failure experiences and low self-esteem tend to be
associated with greater imitation rates. (48, p.17;




V. CROSS CULTURAL INTERACTION TRAINING METHODS

Background reading about the host culture, lectures, discussion,
manuals of do's and don'ts and other traditional methods of training
for cross-cultural interpersonal skills have apparently been entirely
inadequate. No researcher disparages these methods when nothing better
is available; all would agree that many persons (notably business ex-
ecutives headed for foreign assignmenfs) who receive no preparation of
any kind for the interpersonal problems they will encounter in a strange
land would benefit from these conventional training procedures. The re-
search and development efforts in recent years, however, are based on
the search for more powerful and intensive training experiences, whether
they be intellectual or emotional grappling with the types of experi-
ences typically encountered in the field.

The two main thrusts in research and program development, and they
are not mutually exclusive, seem to be: (i) some form of simulation
training based on real incidents and ranging from case method to immedi-
ate involvement of the trainee through programmed instruction or video-
tape self-confrontation; or (2) some form of experience~based human re-
lations training. "Packaged" programs using integrated materials inde-
pendent c¢ instructor are being developed since, whatever may be the
ideal training, expense, large numbers to be trained and trainer short-
ages require some immediately available alternatives. Finally, interest
in actual on-site training is increasing and this is perhaps simply an
extension of simulation techniques to the whole training environment
when this is feasible.
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- Simuation Based Methods - -

Many of the new programs for cross cultural interaction training
and much of the experimental research involve simulation techniques
in one form or another, often aided by such auxiliary devices as pro-
grammed instruction, film or videotape. These methods typically use
the critical incidents reported from the field as content of the
exercises and require the trainee to work through the communication
piroblems by role-playing or programmed instruction. The exercise is
immediately reviswed and the trainee may confront his own performance
by watching a videotape, which graphically reveals his blunders. Such
simulation is costly, requires careful planning, and skilled perform-
ances by the person playing the role of foreign counterpart in the in-
teraction. However, the effectiveress of these methods has been clearly
demonstrated in experimental situations and learning retention rates are
high.

In case method and programmed instruction techniques (as e.g. in
+he "Culture Assimilator") carefully selected worded stories or inci-
dents are presented to which the trainee reacts. His response is dis-
cussed, rewarded or corrected and he passes to ‘the next episode. In
self-confrontation, role playing episodes are acted out and monitored
on video-tape or film for immediate replay to reveal subtle errors as
well as gross mistakes. Carefully selected and trained actors in the
counterpart role are required in addition to appropriafe.cbnfenf in
the role-playing. Such techniques build from basic knowledge of imi-
tation, paralanguage, stimulated recall, immediate reward, involvement
and other factors which lie behind tha educational methods effective
in similar training situations.

The experimental success of these methcds may be less reiated to
the particuiar techniques than to the care with vhich the content of
the interaction has been ctontrived. Here much ot The‘bésie_thefﬁ
standing of cultural patterns and assumptions of the American frainees

is used to shake them into start!ed awarensss of their most automatic
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reactions as personality or culture related. The "contrast American"
as a theoretical construct is an example of the depth at which the
training content has been thought through. In these role-playing

exarcises there is no effort actually to simulate behavior likely to
be encountered in real foreign counterpart persons. Instead, the
actor respcnds in a deliberately artificial manner which is the obw
verse or mirror image of typical middle class American behavior, in
order to maximize and sharpen the trainee's perception of his own
"self in culture".

. Case method. While the case method has been used for years in

k! - o Law and medicine, the technique today is most close-

1. : Ly associated with the Harvarnd Business Schoof and other manage-
ment thaining institutions that have followed Harvard's Lead.

o _ The case typically consists of a problem situation consistently

: ¥ presented §nc. the perspective of one of the individuaks involv-

2 ed. The infomation may be considered to be all that 48 avail-

1 _ able, nequiring a participant to infer other facts, on the 4in-

-1 formation may be incomplete, requirning participant inquiiiies %o
o gain additional relevant information. 1t may be Long on short,

a semi-technical problem focused on some management specialty

on essentially a probLem 4in the human aspects of management.

The case 48 discussed in a group situation with the members L

1A making observations, naising questions, and offering solutions. IR

B Because the case is generally wiitten s0 that members approach L

| the problem §nom the perspective of a person in the case, ithe e
- method may be viewed as a nonbehavional on passive form of role- .

playing. (13, p.24-25)

"Cyulture Assimilators". A more empirical approach to the problem C
of tdentifying critical cross-cultural differences was used in - '
the construction of Culture Assimilators. The purpose of a Cul- ~,
ture Assimilator ig to train a person to interact effectively BRI
with persons from another culture. An assimilator which has been SRR
constructed so far is concerned with the American and the Middle N
Eastern cultures. It consists of a geries of stories depicting S
interpersonal situations often encountered in cross cultural con-
texts. After each story, a list of alternative interpretations
of the behavior described in the story is presented to the trainee,

* who is requested to choose the interpretation which seems most
A corvect to him.  If the interpretation is the "correct" one, the

x trainee is provided with some additional information and instruct-
ed to go on to the next story. If the chosen explanation is "wrong"
the trainee ic given some additional cues to help him undersiand
the situation and he is instructed to read the story again and to
choose another alternative. (12, p.5)

7 : The 4inal mode developed eight types of Culture Assimifaton epi-
1 sodes: Those in which the American and the host (a) agree about
. a value; and (b) disagree about a value; and those in which
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(e} the American feels positively about a value ifowards which the

host feels negatively; and (d) the American feels negatively about
a vatue towands which the host {eels positively. Four additional .
ypes are obtained by substituting customs for values. The model .
preposes a quantitaiive statement of how many Culture Assimifaton
epidodes of each type would provide the optimum training. Given
that the American will interact in neal Life with the hists in a
coresponding set of eight kinds of interaction situations, and

the frequency disiribution of these interactions will depend on

the nature of his assignment as well as the cultural similanities
and differences between the American and the host, it 44 possible

1o dernive the optimal training. (10, p.5-6)

Videotape self-confromtation. The implication of modeling techni-
ques through videotape presentation for training becomes clear. A
trainee, viewing a simulated interdction sequence betvesn an Ameri-
can and a person of another culture, is able to study and scrutinize,
from a relatively objective third-person viewpoint, the three compo-
nents of the interaction deseribed above. That is, he can view the
cues given by the other culture individual, he can note the appro-
priate cue-respomse linkages, and observe the vasponse of the Amex-
iean and the consequences of that respomse. Comparing an optimal or
eriterion performance with an ineffective performance can give the
trainee a basis for evaluating hie own behavior in similar circum-
stances. Finally, the subject, aided by supplementary imstruction,
car use film or videotape clips of a model interaction to see more
elearly the differences in values, assumptions, and normative modes
of behavior between the two cultures that underlie the cue-response
system disparities. (48, p.25)

The technique involves annther psychological principle useful in
hapdid Leanning -- the phenomenon of stimulated-necall. By replay-
Ang the behavional situation on videotape, the trainee nefives the
whole scene and therefoke can bring to mind what was going through
his thoughts just at the moment of the critical behavion. BLoom
and Siegyel. have used the technique of stimulated-necall with tape-
necondings of college Lectures in attempting to assess student
attentiveness and teacher effectiveness. Both approaches, self-
congrontation and stimubated-necall, depend critically upon the
amount of time elapsed between the training session and the view-
Ang of the {i€m. Coaches notice this phenomenon with §ilms of
games cr scrimmages. Dr. Gerhardt Nielsen of the Copenhagen Psy-
chological labonatony neponts ihat the gheater the elapsed time,
the ynesten the detachment of the subject, thus, a Loss in the
value of confrontation. These effects are aggravated by the amount
0f Lime nequired for the developing and processding of §ilm. Video-
Aape has the singular advantage of immediate, futl aural and video
playback with no processing nequired. This permits complede utili-
zation of the psychological impact of self-confrontation. {23, p.15)
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The self-confrontation group displayed high retention throughout
the time intervals studied. Following a l-day interval, subjects
actually performed glightly better than they had on the previous
day's third trial. Effects of massed practice, rehearsal, or
both are probably at play here. After 1 week, subjects retained
over 93% cf their terminal performance and at 2 weeks performed
over 94% as well as their terminal axquisition level. Loss of
skill throughout the entire vetention period was not etatisical-
ly significant. The practice group returned for retention test-
ing after 1 week. This group performed only 85% as high as did
the 1-week retention self-confrontation sub-group. This indicates
that the enhanced training effect of self-confrontation over prac-
tice)persists at least 1 week after termination of training. (5,
p. 27

The expenimental evidence related o self-confrontation as a
fraining technique demonstrated that interaction skRills in a
cnoss-cultual setting are trainable. Results indicated that
self-confrontation produces napid acquisition of such skills and
that they are netained at a high Level for considerable periods

0§ Ltime. The proceduwre developed in these experiments for usding
self-confrontation as a thaining procedure 48 fatrly simple. A
subject 48 provided with background information nelevant fo his
playing a nole in a partial simulation of anothen culture. 1In

this nole-playing sequence the subject is Lo so0lve a problfem in
dealing with someone §rom the other culiure. His behavion dunring
the sequence 48 neconded on videotape and played back Xo the sub-
jeet immediately folLlowing the end of the nole-play. The subject's
performance 45 verbally analyzed simultaneously with the playback.
The subject is then netwwed to iry the nole-playing sequence again.
Additicnal trhials and confrontation periods are used when necessary.
The nate of performance change throughout this procedure 48 high
and positive. The netention of shills following acquisition does
not fall below 93% of terminal acquisition perfonmance over a
2-week interval (6, p.8)

The selj -confrontation technique with film instead of videotape

i8 a dramatically successful means of persuasion. The Denver
Police Department uses the method in getting drunken-driving
convicticiis: suspects photographed during their attempts to walk

a chalkline blanch when they see the films later. Self-confron-
tation with films is also successful in the rapid acquisition of
table mamers; L.H. Ricker of the MacDonald Training Center used
the method with retarded subjects. The technique has a long and
successful history in the teaching of foreign languages. (23, p.15)

The "Contrast American". The heart of the approach to induce
cultwnal self-awarneress 48 found with the part of the person who
parnticipates as the American's counterpart in the role-playing.
The auxiliarny 48 obviously a foreignern who is identified as an
official ovenseas. The American believes that his counterpart
apontaneously assumes a nole as he himseld does. 1In fact, the
countenpant auxiliany presents a contrnived nole to the American,
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a pant called the "conthast American”. He 48 a synthetic but
plausible membern of "contrast culture'. '

iContrnast cultune: and subsequently, “conthast Americans™ wete
developed 2o confront the American role-player with a mirnon im-
gie of himself. Contrast culture is, as far as it 48 plausible,
e maximal contrhast to American cultune as desciibed along the
cognitive dimensions used to deseribe cultures. (39, p.5)

Stewart proposes to facilitats effective crosg~cultural interac-

tion by increasir- *mericon's ur " ivetanding of the five com-
ponents as they . hig culture m 9 training him to analyze
another culture w=nta on the ba. .s of introductory inter-
action with inz - sraoms. The indigencous persons. The
individual 18 » - 2d %o make a comparative analysie of
the two sets o, as ms and values and act accordingly. To
this end Stewart : :1er8 have devised what is termed the

"Counter-Amexrioan” technique wherein an American is confronted
with a role-playisg situation with a counterpart trained to be-
have in a fashion which violates most behavioral expectations
of the American. The impression presented by current work on
this tecknique is that an American after lengthy exposure to
various roZe-pZaymg problems does display some imppoved verbal
ability in a gemeralized "other culture" emviromment. However,
the gene:ﬂatwn of an operational trammg program uging the
Counter-American technique seems remote in view of the virtually
undefinable training content and astonishingly high cost per
student hour and the time requived for preparation. (6, p. 2)

Though the concept of contrast-American culture 48 aldxﬂ&ual

its simulation has to appear ptauub!,e 1§ Zhe acting of the
contrast-American is not convineing to the American nole-player,
the intent of the simulation is subvented, and néithen the thain-
en not the nesearch okiectives can be attnined. The model 4is in-
ZLended o be 5unotwna£ and it nequines a convineing participation
by the nole-playing American. fle must feel his pait and he must
be natuwrally impressed by the performance of the contrast-Ameri-
can Lf the simulation L8 Lo fake, and become a functional 5imu-
Lacrum of cross-cultunal communication. (42, p.298-9)

On-site training. As noted by trainees, additional gains from tie
Indian-Reservation experience were as follows;

1. It was a toughening-up experience for rigorous outdoor living.
2. It gave trainees a chanee to get to know each other in small
groupe «vd under working conditions roughly comparable to -f:noae ‘
that would be faced overeeas.

3. The minimal amount of structure in this part of the pragram
threw trainees back upon their oum vescurces. Some trainees foiund
themselves capable of assuming considerable individual responsibil-
ty, and all trainees were permitted to meke migtakes and to learn
or not to learn from them. Character problems emerged with reepect
to a few trainees whose immatvrity was not apparvent mthm the en-
suing classroom~dominated program. o A :
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4, It gave trainees an opportunity to size up a strange commnity
(i.e., to leaxrn to spot leaders, to identify faction, to cope with
divisicns) and to find their own place in ii.

5. Getting ucquainted with a new culture gave trainees a vantage
point for viewing their owm culture, and permitted them to gain

Co J 3y

a perspective in terms of which to reassess ithe funciioning of the
Peace Corps and their own roles in it. (21, p.11)

SEE: 4;5;7;10;i2;21;22;25;29;30;36;40;41;42;48

Experience-Based Human Refations Training

Several progirams report attempts to capitalize on long experience
and experimentation with human retations training using T-groups and
related ‘techniques. The assumption of these programs is that the
trainee learns best hor jo perceive his own feelings, emotions, and
unconscious iesponses, as well as those of other persons, through a
training program in which trainees scrutinize these feelings and re-
ponses as they arise from actual unstructured personal interaction
situations. Though no objective evaluations of such programs are found
in this literature, they rest on a large body of experimental work, the
principles of which are adapted to the new purpose of cross cultural
training. The chief problems appear to be the iritial troubled reaction
of many trainees and the scarcity of trainers skilled in and committed
to this type of training.

Trainers who work in this tradition are typically concerned with
the process by which the trainee learns to cope with the ambiguous
stimuli he perceives, often in distorted fashion, in uncertain situations
of face~-to-face human encounter. To maintain himself effectively In such
situations, the trainee must perforce learn how his own "self" filters
awareness and bends his action. From frustrating encounters with con-
flicting patterns of personality or cultural constriction, he may learn
to move forward, without dismay, to modify or reconstruct the human re-
lations on which col laboration and mutual action may proceed. Thus,
the trainee may react to value differences and other feéling conflicts
as informaticn related to problem solving in the inter-cuitural situation
rather than as emoticnal cues for fight, flight or collapse onto exter-

nal authority.
42

N ,\\h“ N

e, .

3l



Experierced-based training. The second approach, which 48 not
neaily 50 widespread, will be called hene nole-centered trhaining.

1ts purpose i8 o prepane the volunteer not just to do a job but A
1o Live a Life, to undertake a kind of total role as a chasge a- e

geni, whatevern ihis technicak specinlily, iis prion professionatl
on technical fraining. 11 48 a progham in which the technical
skill, if any, 48 penceived as a kind of peg %o hang a way of Life
on. The wiocess of the training program L8 contidered £o Se as
I _ impontant as subject mtten. It is Likely to be what the train-
- o ing technicians call an "expenience-based" program, Less stwuelur-
ed, conducted in dneedom, with the essential cader resting not on
o : the exencise of adult authonity but on an assumpiion of responsi-
- bility by the trainees fon parts of their own training and devel-

opment. (25, p.34)

Education for cross-cultural applications should train the indi-
vidual in a system of learning cperations that i3 independent of
settings, persors, and other information sources not found in the
: overseas envivonment. If the trainee ean be ediicated te be an
effective and independent learmer, he need not be filled with all
. the information he ean contain before going into his new job. Ee

PRI
RIS

Lo will have the capacity to generate his oum learning as needed. In- SRR

= : deed, he will have to gemerate hie own learning in any case,whether BEFET

H T ) he ig trained to do this or not, for the simple reason that no
St . training agency can train for every exotic contingency, for every T

R aspect of life and work in another culture. (24, p.439) SR

O ' Design principles for cross-cultunal training differ from those of
SUR U Zhe univensity classroom. The purposes of ine former are Lo:
s s R (1) develop in the student more independence o4 external sowrces
5 - o , of decision, infonmation, problem deginition, and motivation; ()
| develop in the siudent the "emotional muscle" he needs to deal con-
T ST sthuctively with the sinong {eelings which are created by conglict
VR - N and confrontation of values and attitudes; (3) enable him to make
e L . choices and commitments to action in S.ituations of siress and un-
SR centainty; and (4) encourage him o use his own and othens' §eel- :
ings, attitudes, and vafues as information in defining and s0Ly- G
4ing human problems. (24, p.442) -

RN - - The term "project" is used here to describe an activity requiring
T A a learner to - ’
S 1. Obtain informatior. {rom the social emviromment (commni-
o o catien);
2. Formulate and test hypotheses about forceg and processes
present in the enviromment (diagnosis);
-~ 3. Select and describe some part of the situation which is
x to be changed or altered (problem definitiom);
. 4. Plan action to solve the problem (commitment, risk taking);
o 5. Carry out the action, enlisting the help and cooperation
- of others (influencing and organizingl;
6. Verbalize attitudes, perceptions, and tentative .learnings _
from the experience (cognition. and. generalization)s: .oz, zme
SR Projects should be the heartof an experiencé-based training progranm .
LT | ( 24, p.454) 43




R
w2

T-groups. The T-gnoup (training group) £8 an initially un-
Stwctured group of perhaps a dozen participants who meet with-
out a pre-established agenda, nules of procedure, on division
of Labor. A trainer functions as a nesowrce person to help the
group members analyze and understand thein owm and each othenr's
behavion, nather than in the tradiiionak nole of instructon

on discussion Leaden.

Huwan nelations thaining overseas work can probably be ewtiched
by inconponrating foneign nationals into the training groups.
T-gnoups of mixed nationalities, for example, may nepresent a
michocosm of a cross-cultunal encounter that can provide an in-
depti cubtural Leanning experience fon ihe particpants. Under
shitlful guidance, such a siwategy may integhate the substant-
dve content of cultural Leanning with the situational nequirements
gon beliavional change. 1In addition, exposwrie fo an unstructured
training miliew mry "immunize" the trainee egainst adverse re-
:(z%éamvg the very neal ambiguities of actual overseas situations.
5 -

Because of the ambiguity and fack of stucture of the T-gnoup, and
the atiending opportunity for personal, social on cultural con~
grontations, some Lnainees will have a stonmy neacticn in the T-
group, especially 4in its early stages. Such discomfont, if not
extreme, 8 actually a constructive facton, indicating that, fon
that individual, the fraining 48 personally involving on "taking
efdect”. Conversely, ineffective training proghams are often
well-Liked by thainees because of their soporific and entertain-
4ing qualities. (13, p.29)

SEE: 3;13;15;24;25;31;32 e

Integrated Package Programs

In response to the exceedingly high costs of all cross cultural
interaction training techniques, some programs have been developed
which integrate audio-visual and other training materials in a stan-
dard package, which may Le used by relatively untrained instructors.

Training centers around a set of self-contained, multi-media
Planned Aids for Cross-cultural Knowledge, Action and Growth in
Effectivences (PACKAGE). The self-contatned PACKAGE concept

18 importamt for two reasons. First, few people ave academically
trained to teach necessary cross-cultural interaction skills and
attitudes. Second, the amount of area-specific information re-
quired to train personnel for all possible assignments is over-
whelming. The advantage of a completely self-contained PACKAGE
18 evident. An ingtructor acting as leader can open the PACKAGE
and train his students by following the directions and using
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the materials provided. He nee. neither concern himself with
selection and preparation of subject content nor with the de-
8ign and production of training aids. His full effort can be 3
given to guiding students throughn the maieriatls provided. (18,
) p.3) ! o o
SEE: 1i;18 '
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Arensberg, Conrad M. and Niehoff, Arthur H. INTRODUCING SOCIAL CHANGE,
A MANUAL FOR AMER{CANS OVERSEAS. 1966. 235 pages.

ABSTRACT: Organized around anthropologicai concepts and concerns,

this manual is designed for various categories of Americans working

to introduce new ideas and techniques to cultures other than their

own. The first two chapters provide an infroduction to cultural
problems in general and a description of the concept of culture,
inciuding the effects of race, language, and environment on cultural
progress plus the ccnservatism, values, and integration found in all
culture. Other chapters treat unplanned changes in culture, major
factors relevant to planned cuitural change, shared characteristics

of all or most underdeveloped areas. American cultural values and
assumptions that affect interaction between overseas change agents and
members of other societies, field problems encountered by innovators,
and social science research methods that can be adapted to their needs.
The document includes a bibliography, an index, 42 references, and a
selected list of case histories of socioeconomicchangeprojects. it

is available from the Aldine Publishing Company, 320 West Adams Street,
Chicago, lllinois 60606 (ly) AC 002 i50.

Chorafas, Dimitris N. DEVELOPING THE INTERNATIONAL EXECUTIVE. AMA
RESEARCH STUDY, 83. American Management Association, inc. 1%67.
96 pages.

ABSTRACT: This study was based on interviews and correspondence with
executives, government officials, academicians, and othei authorities
on internationa! management. Of the 270 men who participated, 233
were personally interviewed. They represented 188 organizations from
Europe, the Far East, the Middle East, South America, and the United
States. The research was reported under the following headings--

(1) the role of the international company, (2)what is an international
executive? (3) where do international executives come from? (4) world-
wide executive development, (5) approaches to management appraisal and
inventory, (6) execuiive development from the European points of view,
(7) executive development from the American point of view, and (8) the
forgotten men in international operations. A selected bibliography
was included in the report. (sg) AC 00i 364.

Dance, Frank E. and others COMMUNICATION TRAINING FOR ROLE TRANSFORMATICN,
THE PREPARATION OF RETURNED PEACE CORPS VOLUNTEERS FOR TRAINING PROJECT
STAFF ROLES. Speech Communication Center, Wisconsin University,

Mi Iwaukee. 1966. |00 pages.

ABSTRACT: During June 966 over 100 Returned Peace Corps Volunteers
(RPCVs) participated in the University of Wisconsin-Milwaukee Speec
Communication Center RPCV Discussion Leaders' Orientation Project. The
Project consisted of seminars designed to assist the RPCVs accept and
adapt to their new roles as training project staff members. In this "
report are (1) a brief developmental history of the:project,+A2)r .o + &
descriptions of the development of the individual small groups within
each seminar (3) and analysis of the program evaluations,
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5.

(4) recommendations for further research, projects, and charges
in the preparation of RPCVs for staff training roles involving
discussion facilitation, and (5) broad conclusions. The Speech
Communication Center staff judged the seminars successful. Pro-
Jject staff members are listed. Appendixes include questionnaire
forms and tests used to evaluate the project, sylliabuses, & {ist

of unit library reading materials and handouts, selected cases
written by the RPCVs at the training site, selected cases discussed,
unstructured participant evaluations of the project, and tables
showing results of statistical anaiysis of evaluation data. (rt)
EDRS order number:ED 0!7 852, Price MF-$0.50, HC~$4.08.

Danielson, Jack L!VE SIMULATION OF AFFECT-LADEN CULTURAL COGNIiTIONS.
Human Resources Research Office, George Washington University. 1967.
17 pages.

ABSTRACT: The model of simulation proposed allows one to dovetail
the needs of research, i.e., unified treatment exposure across
occupational positions and host countries, specification of interim
criteria, and experimentai control over "iive" variables, with the
needs of training and egonomy of implementation. In view of the
notable lack of reliable data in the literature on the efficiency
of most such training procedures and our relative ignorance of the
parameters which control such desired change (conditions, inciden-
tally, which can be expected to reinforce each other), the oppor-
tunities for investigation afforded by this simulation model, both
practical and basic, would seem to constitute a cogent argument for
its wider appiication. Availability: Published in The Journal of
Conflict Resolution, vil n3 p 312-24 Sept. 1967. (author) AC 003 6€66.

Eachus, Herbert T. and King, Philip H. ACQUISITION AND RETENTION OF
CROSS-CULTURAL {NTERACTICHN SKILLS THROUGH SELF-CONFRONTATION. Aero-
space Medical Research Labs., Wright-Patterson AFB (Ohio). Final
Report April 1965- September 1965. May 1966. 69 pages.

ABSTRACT: An experiment tested the relative effectiveness of two
techniques for training United States Air Force military advisors

in cross cultural communication skills. Retention of skiils over
time and effects of attitude on learning were also studied. Sub-
Jjects played tt2 role of an Air Force Captain interacting with a
foreign counterpart, played by a confederate of the experimenters.
Subjects were to perform 57 distinct behaviors appropriate to the
situation. Each had received a posifive, negative, or neutral
impression of the counterpart's fictitious culture. The 66 male
subjects were divided into two groups and taught the desired be-
haviors either by extensive reading of training manuals foliowed

by three role-playing sessions or by less reading but with self-
confrontation by a videotape replay between successive role-play
trials. Subjects performed the same role again either one day,

one week, or two weeks following initial training. Self-confron-
tation proved superior to reading in training the desired behaviors.
Subjects with positive attitudes téward the culture learned fastest.




Retention of skills learned through self-confrontation was high. T E;:’
(Document includes a discussion of pianned future research and a S
bibliography). CFST| order number: AD 637 719, Price MF-$0.65 T T

HC-$3.00 -35@;_if
6. Eachus, Herbert.T. COMPARISON OF VARIOUS APPROACHES TO TRAIKING FOR Q,i}:;e‘nf‘
CULTURE-CONTACT--Final report. Aerospace Med Research Lat., Wright- R
Patterson, AFB, Ohio. March 1967. 16 pages. Bibliography, pp.9-ii. D e
ABSTRACT: A comparative analysis was made of several approaches to lﬁ1{?:1"5~9

training for cross-cultural interaction by U.S. military personnel.
Two major opposing scientific conceptuatizations of training for
cuiture-contact are discussed. Training objectives are presented
with consideration of self-confrontation as a training techniqus.
Self-confrontation through videotape and analysis of role-playing
has been shown experimentally to train for interaction skills in

a cross-cultural setting and Yo result in retention of these skills
for considerable periods of time (ja) AC 000 64!.

7.  Eachus, Herbert-T. SYMPOSIUM Ot CROSS-CULTURAL TRAINING, PRACTICE
AND FEEDBACK VARIABLES IN THE TRAINING OF CROSS-CULTURAL INTER-
ACTION SKILLS. Paper presented at the annual conventjon of the
American Psychological Association (74th, New York City, Sept.l966

" Aerospace Medical Research Lab., Wright-Patterson AFB, Ohio. Sept.5,

1966. 18 pages.’
ABSTRACT: "An experiment was conducted by the Air Force Moblle
Training Team to assess the relative effectiveness of two techniques
for fraining military advisors in effective interpersonal refations
with those foreign nationals with whom they deal. Retention of
skiils over time and effecis of attitudes on learning were also
studied. A role playing technique was used for training. One group
was trained by extensive reading of training manuals followed by
three role-piaying sessions. Another group was trained by less read-
ing but with seif-confrontation via videotape feedback during the
intertrial periods. Trainees were instilied with either positive,
neutral, or negative attitudes toward the foreign culture. The
results of training were tested by performances after one day, one
week, or two weeks following initial training. Self-confrontation
proved superior to manual reading in training desired behaviors. Sub-
Jjects with positive attitudes learned at the highest rate. Retention
of skills learned through self-ccnfrontation was high. A discussion
of planned future research on cross-cultural training techniques and
programs was included. (rt) AC 00} 469. ‘ S
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8. Education and World Affairs THE UNIVERSITY LOOKS ABROAD, APPROACHES :
TO WORLD AFFAIRS AT SIX AMERICAN UNIVERSITIES. New York 1965. -
300 pages.

ABSTRACT: Education and World Affairs, a private nonprofit educa-
) tional organization devoted to the review, analysis, and assess-
S e it ment of the dirsctions univeristies aie moving in worid affairs
i - ’ ! . programs, has reviewed the involvement in world affairs of six
SN - ) . American universities—-Stanford, Michigan State, Tulane, Wisconsin,
el T L Cornell, and Inciana. Included in each review are the history of
(S ' o . the university, its internafional programs and foreign students,
- R . area studies, “research and technical assistance programs abroad, .on
. ) T campus programs |inked fo foreign affairs, library resources, and

- P s course offerings including those in foreign languages. In the final
B o chapter, issues and problems brought about by post-war changes in
R P the international responsibilities of universities (such as leader-

N ship, feedback, internationalizing the curriculum, foreign students,
overseas contract operations, and institutional collaboration) are
discussed. The document includes a selected bibliography. This
document isavailable from Walker and Co., New York. (aj) AC 002 |51,
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;\;4'.35 ; o “ N 9. Ellioftt, William Y. EDUCATION AND TRAINING iN THE DEVELOPING COUNTIES,
| RGN S xf‘_‘ - THE ROLE OF U.S. FOREIGN AID. Appendixes. 1966. 416 pages.

ABSTRACT: In this collection of studies of foreign aid as an in-
strument of United States foreign policy, the underlying probiems
of training and educational assistance to developing nations are
AT ) S discussed, together with useful forms of participation by the Fed-
1 R eral government, American and foreign universities, foundations
1l o o and private enterprise, and national military establishments.
AT T e Existing approaches to foreign aid are examined, and-specific sug-
ey " ; , gestions for policies and programs in international education are
- - offered. (Efforts in adult education, for example should concen-
‘trate on imparting a sense of the possibilities inherent in educa-
AT o tional and economic development, building literacy and vocational
R skills, and promoting community development.) The principal theme
N B is that economic development, stabiiity, and true independence in
s ' the developing nations depend on rapid advances in recruiting and

";A":§§; B »Q» S training indigenous leaders in politics, administration, education,
‘345,:§i; . and technology. (Also included are appendixes, a discussion of
S T Peace Corps activities and training objectives, and accounts of

supervisory and indusirial training in Venezuela and in India,tea-
cher training in Nigeria, university assistance in Brazil and
A S Pakistan, and military sponsored national development.) (Available
N for $7.50 from Frederick A. Praeger, inc., ||| Fourth Ave., New
I York, N.Y. 10003) (ly) AC 000 663.

Teee L 10. Fiedler, Fred E. and Triandis, Harry C, COMMUNICATION, COOPERATION,
L sl AND NEGOTIATION IN CULTURALLY HETEROGENEOUS GROUPS. Quarterly re-
] port. -Illinois University Urbana Group Effectiveness Research Lab.
1 Jan. 1968. [9 pages.
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ABSTRACT: Studlies concern the develcpment of basic data on

semantic features and culturally significant behavior, the dy-amics

of interactions in negotiation and bargaining, the effect of task
structure on group climate and group interaction and relevant method-
ological Issues. The two major studies which are currently i1 pro-
gress concern a comparison of training by means of Culture Assimilators
and essays, as wel! as a concurrent comparison of tialnlng materisls
developed by mmans of the methods which have been developed by Triandis
and by Osgood. The second major study Involved the developmeat of an.
lran Culture Assimiiator and a field experiment to evaluate its effect
on Interactions of Americans and lranians In cooperative and 1egotiation
tasks. CFST! order number AD 664 68l. Price MF-$0.65, HC~$3.00.

I1. Fledler, Fred E. THE EFFECT OF GULTURE TRAINING ON LEADERSHIP
ORGANIZATJONAL PERFORMANCE AND ADJUSTMENT. |llinois University
Urbana Depariment of Psychology. 1968. I3 pages.

ABSTRACT: Training and preparation are required in order to work
successfully In another culture. A number of such training programs
have been developed for this purpose. 3Some of them, {ike Foreign
Service or Peace Corps tralning, require several months; others such
as those in some business organizations, involve orientation courses
of several weeks. There is, however, a need for the type of orien~
tation which can be compressed into the space of a few hours. The
need for such a program is particularly acute for the officer who
suddenly finds himse!{f en route to a foreign assignment, or for the
government official or business executive who simply cannot spare the

weeks or months to prepare himself for each and every culture within which

he must perform effectively. An attempt was made to dsvelop a cutture
training program which would provide the individual some famillarity
with the host culture within the space of hours--1f necassary on the
ptace fo his destination. (Author) CFST| order number 4D 670 754.
Price MF-$0.65, HC~$3.00.

12. Foa, Uriel 3. and Chemers, Martin M. THE SIGNIFICANCE OF ROLE BEHAVIOR
DIFFERENTIATION FOR CROSS-CULTURAL INTERACTION TRAINING. tliinols
University, Urbana. Dept. of Psychology. U.S Office of the Surgeon
General, Washington. March 1966. 27 pages I!lus.

ABSTRACT: A cross-cultural difference important to the working of a
culturally heterogeneous group is that of role differentiation. One
hypothesis Is that traditional cultures stress differentiation of roles
In the same system (such as the family system), while modern cultures
stress differentiation of comparable roles of different systems (such
as fatner-son role in the family system and emp loyer-employee in the
work system). This hypothesis was tested by the use of a training
program composed of 55 cross-cultural interpersonal problem episodes
to be interproted, for causes of conflict, by the tralnee. The re-
sults support the hypothesis and shcw the importance of role differ~
entiation in cross-cultural tralning. Proposals are made for system-
atizing the training program. (ja) AC 000 642.




I13.  Foster, Robert J. and Danielian, Jack AN ANALYSIS OF HUMAN
RELATIONS TRAINING AND ITS IMPLICATIONS FOR OVERSEAS PERFORMANCE.
George Washington University, Washington. HumRRO. U.S. Dept. of
the Army. Office, Chief of Research and Development. August 1966.
38 Pages. Illus. fs. Bibliography pp. 33-36.

ABSTRACT: Evidence indicates that t+he nature of.overseas work
requires an increased emphasis on the people-related functions

of job performance, the importance of which is turther accentuated

by the contrast between American and non-American values, assump-
tions, and perceptions, upon which effective communications and
interpersonal behavior depend. Existing knowledge and experience in
human relations training are reviewed to determine relevance to pre-
paring personnel for the crgss-cultural aspects of overseas assign-
ments. T-group training techniques, role playing, and case study are
examined. Each is treated with respect to (1) a general description,
(2) evidence as to its effectiveness, (3) its applications in area
training, and (4) possible modifications for use in training peopie
for overseas work. Document includes 64 references. (ly) AC 0CO 126.

i4,  Foster, Robert J. and O'Nan, David T. SOME RESOURCES FOR AREA TRAINING.
George Washington University, Washington, D.C. HumRRO. Sept. 1967.

ABSTRACT: This report lists resources that may be useful to individ-
uals responsible for area training programs, especially if the trainees
are being sent to developing nations. Part | gives descriptions,
source data, and evaluative information about filims likely to be of
more than average value in area training. It also contains items con-
cerned with technical assistance, development, social change, and
cross cultural communication. Part il lists some novels that capture
the attitudes, feelings and aspirations of other cultures. The first
two parts are classified primarily by cultural-geographic areas and

by country. They include--Africa, Middie East, Asia, Latin America,
Pacific Islands, and kest Indies. Part Il is an annotated list of
readings which describe and analyze American values in ways that may
enable the reader to become more sensitive to the values and assump-
tions which determine his behavior. Part IV describes several organi-
zations and publications, other than novels or movies, which provide
‘information about sources of area training materials. CFSTI order
number 660 057, MF-$0.65, HC-$3.00.

15. Frandsen, Kenneth D. and Dance, Frank E. PEACE CORPS DISCUSSION
\.EADERS' TRA(NING UNIT, TRAINING EVALUATION STUDY. Part l. Wis-
consin University, Milwaukee, Speech Communication Center. Peace
Corps, Washington, D.C. September 1965. 85 pages.

ABSTRACT: This is part one of a report on discussion leadership
training conducted by the Speech Communication Center of the Uni-
versity of Wisconsin (Miiwaukee), during June 1965 to equip returned
Peace Corps volunteers to serve as facilitators of Peace Corps
trainee small group discussions. The goals of small group dis-
cussion are to integrate theory and behavior, to develop personal




flexibiiity and openness in trainees, and to-increase the “rainees!
tolerance for frustration. Scores, ratings, and written and oral
comments were used to assess the effects of the course on ~he role
perception of the participants , amounts and kinds of know : edge
gained in small group discussion behavior and leadership, and par-
ticipant satisfaction with the training unit. The program was
general ly well received by the participants, and met staff ex-
pectations on all dimensions. |+ was recommended that several
participants be chosen at random to make an additional evaluation
of +the program and that, if the initial success of the training
unit should be confirmed, such training should be offered on a
systematic basis. (The document includes the syllabus, case studies,
tests and questionnaires, and comments.) (ly) EDRS order number:
ED 017 842, Price MF-$0.50, HC-$3.48

16.  George Washington University  BIBLIOGRAPHY OF PUBLICATIONS, HUMAN
RESOURCES RESEARCH OFFICE, AS OF 30 JUNE [966(AND) INTERIM
BIBLIOGRAPHY OF PUBLICATIONS, | JULY TO 3| DECEMBER 1966. Washington,
D.C. HumRRO. Dept. of the Army, Washington, D.C. Chief of Research
and Development. March 1967. 254 pages.

ABSTRACT: The Human Resources Research Office (HumRRO) bibl iography
proper, covering publications up to 30 June 1966, has three main
sections-a separate listing of Fiscal Year 1966 publications arranged
chronologically under code name or research area, or in a general
section (titles grouped by HumRRO, professional, or military origin)

a cumulation of all HumRRO publications including current research,
and a listing of such research by-products as specific training pro~
grams, technical manuals, and training items for new equipment. These
are briefly described under research code names or general categories, <
with citation of publications to which they are related. Also in this
document are author and keyword-in-context (KWiC) indexes, appendixes,
and the interim bibliography, which includes Defence Documentation
Center (AD) numbers wherever applicable. (ly). AC 001 413.

I7. George Washington University INTERIM BIBLIOGRAPHY OF PUBLICAT 1ONS
I JULY TO 3 DECEMBER 1967. Feb. 1968. 15 pages.

ABSTRACT: The bibliography provides information about publications
of the human Resources Research Office from | July to 31 December -
1967. |t is supplemental to the cumulative listing, and ‘entries will
be integrated with the annual cumulative listing as of 30 June 1968.
The entries are listed chronologically under the Work Units, Basic
Research Studies, Exploratory Studies, and Technical Adviscry Service =
to which they relate. jtems not related to any specific research )
effort are listed chronologically in the general section (Author)
CFST! order number AD 667 823 Frice MF-$0.65,. HC~-$3.00.
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I8.  Grace, Gloria L. and Hofland, N.A. MULTIMEDIA TRAINING FOR CROSS-
CULTURAL INTERACTION. Systems Development Corporation, Santa
Monica, California April 1967. 21 pages.

ABSTRACT: In addition to technical knowledge, cross-cultural
interaction skiiis are required by Americans for successful
overseas missions. Since cross~cultural experience is not
readily available in the United States, a practical training
program is required to develop necessary skills and attitudes.
Training material packages, notably the self~-contained PACKAGE
(Planned Aids for Cross-Cultural Knowledge, Action, and Growth in
Effectiveness), have been developed by the Systems Development
Corporation. Typical elements are-~leader's manual, interaction
maps (student planning guides), picture cards, film strips, audio
tapes, video tapes, radio programs, motion pictures, synthetic
situation settings, question and answer discussion aids, and work-
sheets for independent study. Content units consist of general
principles, American foreign and domestic policy, area study, and
language study. An instructor acting as a leader can train his
students by following the directions and using the materials pro-
vided. His full effort can be given to guiding the student.
CFSTI order number AD 651 574, Price MF-$0.65, HC-$3.00.

19.  Group for the Advancement of Psychiatry, Inc. PSYCHIATRY AND PUBLIC
AFFAIRS, REFORTS AND SYMPOSIA OF THE GROUP FOR THE ADVANCEMENT
OF PSYCHIATRY. New York. 1966. 477 pages.

ABSTRACT: The reports and symposia comprising this volume concern
the application of psychiatric principles fo broad social probiems
and issues--racial segregation and desegregation, international

and cross cultural relations, psychological attitudes and adaptation
in new situations (specifically, overseas emp loyment), methods, tech-
niques, and uses of forceful indoctrination, the psychological and
medical aspects of the use of atomic energy, and the prevention of
nuclear war. Ai{so included are bibliographies, a statement of pur-
pose, and lists of members and commitiees of the Group for the Ad-
vancement of Psychiatry. This document is available from Aldine
Publishing Company, Chicago. (ly) AC 00l 759.

20, “‘Gfoup for the Advancement of Psychiatry, Inc. WORKING ABROAD, A
- ' DISCUSSION OF PSYCHOLOGICAL ATTITUDES AND ADAPTATION IN NEW
SITUATIONS. 1966. 43 pages.

ABSTRACT: This report, part of a larger work compiled by the Group
for the Advancement of Psychiatry, investigates the special psycho-
logical problems of persons working overseas and discusses recommend-
ations on how to .weet these problems. Motives and expectations, en-
vironmental changes and "culture shock,” the role of the family,
varying patterns of service (notably the United States Foreign Ser-
vice, technical assistance, voluntary agencies, and business), and
individual personality are seen as crucial to satisfaction or stress
overseas. (Excerpts from letters by a technical consultant illustrate

factors in successful adaptetion.) A great need is indicated for
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improved personnel selectionprocedures, through orientation and
specific area training before departure, and adequate preventative
and remedial mental heaith measures and services overseas. A
unified Foreign Service center for training, consultation, and re-
search is also called for. The document inciudes 25 references

and statistical data on American overseas personnel!. This document
is Chapter 5 of PSYCHIATRY AND PUBLIC AFFAIRS, by the Group for the
Advancement of Psychiatry, Inc. |+ is available from +he Aldine

Publishing Company, 320 West Adams Street, Chicago, !ilinols 60606.
(ly) AC 00l 760.

Haigh, Gerard. FIELD TRAINING IN HUMAN RELATIONS FOR THE PEACE CORPS.

Psychologica' Service Associates, Los Angeles, California. 1966.
Il pages.

ABSTRACT: Field training conducted in 1962 by Arizona State Uni-
versity for 53 potential Peace Corps volunteers was designed to
increase human relations skills, i.e., awareness of the impact of
their feelings and motives on interpersonal relationships, and
awareness of their own ways, and of aiternative methods, of hand-
ling inverpersonal conflict. In addition to undergoing the usual
Peace Corps training, the trainees lived and worked with Pimas,
Maricopas, and Navajos and participated in small group discussions
and role playing related to their day to day experiences. Almost
all (95 percent) or the trainees evaluated the program favorably
in terms of gains in understanding of, and empathy with, the host
population, and awarsness of how their own motives, feelings, and
cultural values contribute to conflict. Reports from overseas a
year later underscored the effectiveness of this phase of train-
ing. Document includes 3 references. This article appeared in
The Journal of Social Psychology, 68/3~13, 1566. (iy) AC 000 662.

Haines, Donald B. and Eachus, Herbert i. A PRELIMINARY STUDY OF

ACQUIRING CROSS-CULTURAL INTERACTION SKILLS THROUGH SELF-CON-
FRONTATION. Final Report July 1964-August 1964. Aerospace
Medical Research Labs., Wright-Patterson AFB (Ohio). Sept. 1965.
4] pages.

ABSTRACT: An experiment carried out to assess the relative effect-
iveness of two methods of training United States Air Force military
advisors in cross-cuitural skills required subjects to play the role
of an American Air Force Captain who had to interact, in specified
ways, with a foreign counterpart played by an actor. A list of 34
behaviors appropriate to the situation and fictitious cuiture were
provided, including actions and gssturesboth similar to those in
our own society and considerably different. Twenty-three male sub-
Jects were divided into control and experimental groups and taught
the desired behaviors by two methods=~t1} verbal coaching after &

role-playing session and (2) self-confrontation by-a videotape ‘res s
play after a role-playing session. Considerable improvement resulted

from these methods. The experiment confirmed the effectiveness of
self-confrontation as a training technique for the rapid acquisition

of compiex and subtle skills of interaciion, an area of difficulty 57




1 e >
1 encountered by Air Force advisors on counterinsurgency training E
T ‘ missions. Suggestions for further research on self-confrontation ]
I as a training technique are made. CFST! order number AD 624 12). -
11 T . Price MF-$0.65, HC-$3.00.

23. Haines, Donald B. TRAINING FOR CULTURE-CONTACT AND INTERACTION
SKILLS. Aerospace Medical Research Labs., Wright-Patterscn AFB
(Ohio). December 1964, 26 pages.

ABSTRACT: Many United States Air Force training missions abrcad
s . are short and depend vpon close, infensive interaction between
1" CL o the American adviscr and his counterpart, making it necessary for
T T the American tc establish rapport quickly and tc communicate
! B o efficiently. |t hes been assumed that an American skilled in his
1 U Job and in the language of the host country could, with ccrrect
1 I 7 motivation, successfully carry out his mission. Such is not the
1 case. Skill is also required in the cther person's customs, habits,
U taboos, mannerisms, and gestures, which have traditionally been
. taught by briefings or lectures. This report outlines a procedure
S S for collecting in the field those cross-cultural vehaviors most
v . critical for the success of the advisory mission and describes a
i 0 : ' means of categorizing these behaviors for incorpcration into a
training program. Those behaviors requiring passive knowledge may
easily be taught by traditional lectures and handbooks. Others
s . . may be taught by programed materials, while some require more
-0 - - - elaborate teaching methods. A methcd for teaching interaction
1 RS o skills using a videao tape recorder is presented. Subjects placed
2 ) h in simulated advisor-advisee roles learn critical skills threugh
4 EP : sel f-confrontetion with video-aural playback cf their behavior.
IR - (aj) CFSTI AG 61} 022 Price MF-$0.65, HC~$3.00.

koo - T 24. Harrison, Ro~er and Hopkins, Richard L. THE DESIGN OF CROSS-
] AT CULTURAL TRAINING, AN ALTERNATIVE TO THE UNIVERSITY MCDEL. Decem-
ber 1967. 30 pages.

| T ‘ ABSTRACT: Returned Peace Cerps Volunteers note that their train-
i N o ing experiences, however interesting or well presented, did not
| N S prepare them for The total life they had to leaé overseas. This
{;—i—f SRR paper examines this discontent by dissecting the relationships
3 S - between the ends and means of training for cross-cuitural perfor-
T . marce. The analysis leads to the conclusion that the traditional
g o metheds of higher education are not well suited to training for

e o0 application in any situat?:a requiring the ability fo adapt to or
e - To act in unfamiliar and ambiguous sccial situaticns (such as R Y
. S community development or community action work, especially when S s, e 2
1 ET such work is with the disadvantaged, or in institutional subcultures T -
ST that differ basically frcm the "outside world.") Further objectives TIPS
el oL , of This paper are to present a conception of some learning processes PP
T e L thet can lead to the ability to cope with ambiguity and to take NI
= - AR s action under stress, to present some design principles for such A A
r: L Fal .it t » ~ \': T Y T
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training, and to specify the kinds of skills and competence
needed to design and operate etrective cross-cultural train-

ing programs. A Peace Corps training program in which sone of
these design principles were tested is described. (This article
appeared in THE JOURNAL OF APPLIED BEHAVIORAL SCIENCE, Volume

3, Number 4, Oct/Nov/Dec, 1967, pages: 431-460) (aj) AC 202 075.

' 25.  Harrison, Roger and Hopkins, Richard L. THE DESIGN OF CROSS-
CULTURAL TRAINING, WITH EXAMPLES FROM THE PEACE CORPS. NEA,
Washirgton. National Training Laboratories. 1966. 60 pages.

0 ABSTRACT: Three articles on the design of cross-cuitural training
: with the examples from the Peace Corps. Harrison points out the
inapplicability of the curreni training for overseas service
dissenting the refationship between i+s end and means. Hz argues
that the methcds of higher education are not applicable to the
. situation which requires +he ability to adapt to unfamiliar and
2 ) o ambiguous. social situations. Training designs only for under-

: ' standing are not enough. They must require the person o experi-
ence emotional impact of phenomena with which he is dealing and
) o to translate ideas and vafues into direct action, with risks.

. Hopkins states that +he trainee has not really been trained for
o : the life in the Peace Corps and then suggests that it is necessary
’ - to work foward the creation of an environment which will reward
¥ A creativity. In his second paper, Hopkins describzs a successful e
k|- . training program at Camp Crozier, in which the efforts of the
2 teacher:. were directed toward activating a will to learn in the .
1 trainee - and toward creating an environment to sustain spontaneous -

learning. (sm) EDRS order number ED 01t 103, Price MF-$0.50,
HC-$2.40.

26. Hitchin, David E. INTERNATIONAL BUSINESS EDUCATION, THE EXECUTIVE'S
VIEWPOINT, A REPORT ON A SURVEY OF NEEDS. February 1968, 7 pages.

A BRI

ABSTRACT: International business organizations and intercol legiate .
confefiences have provided most information regarding goals and -
) . objectives of international business education. Twenty~five top
Ll : executives of such internationai corporations as Union Cartide,

25 T Merck, and IBM, were interviewed to help plan the International
Business Program at University of Kansas. Suggestions are given

for three job assignments-- (1) International Special ists-profession-
als who perform their functions during the start-up stages of a

S foreign enterprise, (2) The Key Administrator Abroad who imp lements

il - home poiicy and procedures through negotiation with the local govern-
] - T ment, union, and business representatives, and (3) The Chief Inter-
national Executive who is responsiple for planning, coordinating

and controlling activities nf.each foreign affiliate and integrating
i . these with domestic enterprise. . The, most jmpqrtgnjfupjygrsiiy pro
3 grams and activities identified were those that developed an aware-
A : - ness of culturally bound attitudes--such as study and travel abroad,
comparative courses in economics, science, and law, and sensitivity

training in groups which ipclude forsign students.
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This article appeared in TRAINING AND DEVELOPMENT JOURNAL, Voiume
22, Number 2, February, 1968. (pt) AC 002 132.

C“

AN ) 27. Hoehn, Arthur J. THE DESIGN OF CROSS-CULTURAL TRAINING FOR MILITARY
&* - ADVISOR. (HumRRO Professional Papers). George Washington Uni-
; - versity, Washington. HumRRO. 1966. 9 Pages.

ABSTRACT: Factors which make the foreign advisor's assignment
quite different from typical military assignments include the
unusual physical and cultural setting, the unfamiliar functions
1w to be performed, and the complex intercultural, international,
J ) ' interorganizational, and interpersonal aspects of the job. Ade-
: quate preparation requires high-ordeir knowledge and skills which
can be developed only by adoption of new perspectives for area
training. These new perspectives relate not only to objectives
and content but also to the overall plan for programing area
| » » training info the larger pattern of education and training span-
i I ning the military officer's career. (aj). AC 001 175.

1 28. Hoehn, Arthur J. THE NEED FOR INNOVATIVE APPROACHES FOR TRAINING
e 5 IN INTER-CULTURAL INTERACTION. George Washington University,

71 I Alexandria, Va. Human Resources Research Office. March 1968.
I3 pages.

o A ABSTRACTS: There is growing acceptance of the view that per-
o : sonnel being assigned overseas require some special preparation
for the inter-cultural aspects of such assignments. At present
such training generally takes the form of short pre-departure
orientation programs designed to provide a fund of relevant in-
] - : formation. This paper points to the limitations of such ar approach,
S suggests some of the alternative objectives of inter-cultural train-
T . ing, describes some current efforts toward new techniques, and points
1 to the need for empirical assessment of the fraining value of the
el - ’ new approaches and techniques. (Author). CFST! Order number: e o
. I oo AD 667 821, Price MF-$0.65, HC-$3.00. o

T . 29. King, Phitip H. A SUMMARY OF RESEARCH IN TRAINING FOR ADVISORY ROLES
{ IN OTHER CULTURES BY THE BEHAVIORAL SCiENCES LABORATORY. Final
SR Report 1963-1966. Aerospace Medical Research Labs., Wright-
Patterson AFB (Onio) September 1966. 10 pages.

' - ABSTRACT: Due to the need for improved interpersonal reiations
1R L - between United States Air Force technical advisors overseas and
4 the indigenous per: s with whom they work, a research program

p ) has been establishe +to Improve methods for training cross-culturai
A . communicative skil, . This research is divided into four parts--
(1) identificatio. in the field of critical incidents and analysis
of interactions between Americans and native persons, (2) develop-

60 ment, testing, and evaluation of means of collecting information on




other cultures, and (3) development in'the laboratory of: new ~ry 5+
training programs, using Air Force personnel in actual operational
contexts, This study compared two training methods for teaching
cross-cultural interaction skills. Subjects trained under

sel f~confrontation (viewing videotape recordings of their per-
formances in role-play situations) learned faster and attiained a
higher terminal level of performance than subjects who received

a standard training manual to read. Subjects with positive
attitudes toward the foreign culture iearned faster than subjects
with neutral or negative attitudes. Retention of skills learned
through self-confrontation was high over a two week interval. A
discussion of future research employing videotape and the self-
confrontation phenomenon is given. CFSTI| order number: AD 648 517.
Price MF$0.65, HC-$3.00.

30. Melching, William H. and Nelson, Frank B, THE INFLUENCE OF PRACTICE
FRAMES AND VERBAL ABILITY ON PROGRAMED INSTRUCT!ON PERFORMANCE.
George Washington University, Washington, HumRRO. U.S. Dept. of
the Army, Washington. January 1966. 24 pages il lustration.

ABSTRACT: A program in counterinsurgency was analyzed into
teaching and practice frames and 2 program versions prepared,

| containing both teaching and practice frames, an: | contain-
only teaching frames. These were administered to 32 enlisted men
representing 2 ievels of verbal ability. On completing the pro-
gram, each subject was administered 3 types of achievement test.
Learning time and number or errors were obtained. The presence
of practice frames was found to be influential only on a written
recall type of test, where they enabied subjects to proceed
through the program at a faster rate per frame, make fewer pro-
gram errors, and score higher. Practice frames increased the
total program learning time. Verbal abiiity was found to have a
significant effect on performance on each type ¢f achievement
test and on both measures of performance. (ja) AC 00C 540.

31. Mili, Cyril R. and Ciee, Jan E. ASSESSMENT OF INTERCULTURAL EXPERI-
ENCE OF AS!AN VISITORS TO THE UNITED STATES OF AMERICA, Alexandria,
Va., May 10-13, 1966. (NTL. Applications of human relations
laboratory training,4). National Edi:cation Association. National
Training Laboratories United States. State Dept. Bureau of Cul-
tural Affairs, sponsor. June 1966. 23 pages.

ABSTRACT: The Bureau of Cultural Affairs of *he State Department

has been obtaining an evaluation of the experience of foreign

visitors to this country through personal interviews, questionnaires,
and group interviews. This project experimented with the laboratory
method in the belief that information of great richness could be
retrieved. The participants were nine English-speaking Asians,
officials in colleges in India and Nepal. The design of the 3-day -..
residenfial program included an” evening ofhandling anxieties, a- :-+-
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day of T group experience, a review of the taped record of this
experience, and a brainstorming session where zlements of their
visit were itemized and categorized. These comments were then
taped. Categories included--preparation for the seminar, selec-
tion of participants, travel arrangements, academic program,
visits to schools, colleges, homes, and so forth. The group
discussed Items which probably would not have been forthcoming
through other evaluation techniques. The openness and richness
of comments speak wéll for using laboratory training as a means
of refrieving this kind of information. (eb) EDRS order number:
ED 012 404, Price MF-$0.25, HC-$0.92.

Mial, H. Curtis, LEADERSHIP TRAINING PROGRAM FOR SELECTED AFRICAN

HEALTH SPECIALISTS, Washingtonr, D.C. Sept. 12-24, [965. (NTL
Applications of human relations laboratory training, 3). Nation-

al Education Association. National Training Laboratories. May
1966. 22 pages.

A3STRACT: The Agency for International Development has been
training African heaith specialists in the United States but
leadership training has been given little attention. Such
training should help him overcome differences between modern
technology and traditional customs, define organizational role,
resolve status differences, and get cooperative effort from
organization members. A ten~-day residential program was set

up at the University of Maryland for 16 health specialists from
Ethiopia, Sudan, Liberia, Sierra Leone, and the Congo. This
preliminary report focuses on staff and participant evaluation

of the program. Outcomes of the training were examined through
participants' evaluation of the administration of the progran
(such as selection of participants, orientation, timing, and
laboratory design), through problem analysis material (T group
problems and back-home problems) from a group studying force
field analysis, the four training staff members' subjective
opinions on the changes taking place in the T groups, and a one-
day recorded staff evaluation session. It is recommended that
fol low-up and support of participants be included after laboratory
training. Further evaluation will result from data obtained after
participants have been at home for some months. (eb). EDRS order
number: ED 012 403, Price MF$0.25, HC-$ 0.88.

Niehoff, Arthur H. and Anderson, J. Charnel. A SELECTED BiBL IOGRAPHY

OF CORSS—-CULTURAL CHANGE PROJECTS (Research memorandum). George
Washington University, Washington. HumRRO. Task CIVIC. U.S. Dept.
of the Army, Washington. October 1964. 32 pages.

ABSTRACT: Prepared as a guide to the literature for technical
change adents, and useful also for social science students inter-
ested in directed cultural change, this is a selected list of
materials available up to May, 1964 in libraries in the Washington
area. Selections were made on basis of adequacy for analytic
purposes, principally to determine factors responsibie for accept-
ance or rejection of new ideas and techniques. (eb) AC 000 291.
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Pagano, Jules, EDUCATION IN THE PEACE CORPS, EVOLVING CONCEPTS:i: ik s
OF VOLUNTEER TRAINING (CSLEA. Notes and essays on education

for adulis, 48)., Center for the Study of Liberal Education for
Adults, Brookline, Mass. 1965. 64 pages.

ABSTRACT: The fundamental principle of Peace corps Volunteer
training--total cultural immersion--is achieved through direct
teaching and field experience. Trainees learn language (through
intensive audiol ingual methods, bringing language learning into
every aspect of life at the training site), customs (through role
playing and cross cultural studies), and attitudes (through dis-
cussion with staff who have lived in the country to be served).
Returning volunteers, after being trained as discussion leaders,
have become outstanding teachers in the training programs, c*ress-
ing the need for social research for effective community develop-
ment. In-house training,in which training is entirely run by the
Peace Corps, has been tried as an alternative to university=-
sponsored training, and advanced training for college juniors has
begun. Peace Corps training methods have implications for train-
ing workers with adults from foreign cultures(especially teaching
English as a foreign language), and from disadvantaged groups, and
have proved that young people can become successful teachers of
adults. (Document includes a role playing exercise, a case study
for Latin America, a proposal for a school to develop personnel
for international service, and notes.) This document is also
avaiiable, for $1.50 from the Center for the Study of Liberal
Education for Adults, 138 Mountfort St., Brookline, Mass. 02146
(aj) EDRS order number: ED 0I5 433, Price MF$0.50, HC-$2.56.

Peace Corps, PEACE CORPS, CONGRESSIONAL PRESENTATION, FISCAL YEAR

1967. Washington, D.C. May 1966. 33 pages.

ABSTRACT: This report to Congress discusses the history, financial
policy, volunteer programs, and rationale of the Peace Corps, with
emphasis or plans to improve fraining and expand its program. Peace
Corps teaching, community development, agricultural development,
and health education in various developing countries are reviewed
and evaluated A proposal (inclucing budget, recruitment and
personnel policy, and training curriculum is set forth for a part-
nership exchange, and an Exchange Peace Corps, in which foreign
volunteers would contribute to the social and educational develop=
ment of host communities by teaching native languages and cultures
and assisting VISTA volunteers. The 1965 and 1966 - Peace Corps
budgets, and proposed 1967 budget of $112, 150,000 for basic Peace
Corps work (Title |) and for the proposed exchange and volunteer
programs (Titles |l and I11) include volunteer and project costs
(pretraining, training, overseas costs, allowances, research} and
administrative expenses (personnel, maintainance, supplies, and
equipment, testing travel and transportation, etc.). The document
includes statistical program summaries and volunteer and trainee
data. (ly) EDRS order number: ED 012 410, Price MF$0.75, HC-$5.32.
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36.  Raser, John R. INTERNATIONAL JOURNAL OF PSYCHOLOGY, 1967, 2 (1),
59-67. (Western Behavioral Sciences Inst., Lalolla, California.
1967. 9 pages.

ABSTRACT: Cross-cultural simulation research offers promise
for understanding complex social situations. Simulation re-
search must be improved by: (1) conforming simulation models
more closely to issues faced in the "real™ worid, and (2)
selecting Ss In such a way that their responses will be similar
to their real world counterparts. Collaboration among scholars
from various nations may help in answering, "How can tie plur-
alism among the nations of men be used as a basis for commun ity
rather than chaos?" (19 ref.)  AC 003 658.

37. Shea, Donald R. THE PREPARATION OF PEACE CORPS VOLUNTEERS FOR
OVERSEAS SERVICE CHALLENGE AND RESPONSE. May 1966. 17 pages.

ABSTRACT: In order to be selected to serve abroad, Peace Corps
Yolunteers have first to complete successfully an intensive train-
ing program designed to deveiop attitudes, knowledge, and skills
necessary for effective overseas service. The great majority of
these training programs have been conducted by colleges and uni-
versities. It has been a great challenge both to the Peace Corps
and to higher education to work together to develop training pro-
grams which would prepare the Volunteers for their work in a .
vastly different culture. Although, initially, universities en-
countered great difficulties in administering successful training
programs, the experience gained has resulted in considerable im-
provement in the techniques of instruction and content of the
training programs. Peace Corps learned in developing effective,
interdisciplinary educational programs for Volunteers "have had a
beneficial impact on the regular instructional programs of many
universities. Both higher education and the Peace Corps have
benefited from their educational partnership, which is likely to
become even more mutually productive in the future. This article
appeared in THE ANNALS of the AMERICAN ACADEMY of POLITICAL and
SOCIAL SCIENCE, 365 129-45, May 1966. AC 001 345,

38, Stern, qukge G. and others. PEACE CORPS, EVALUATION OF PEACE CORPS
TRAINING PROGRAMS, SOME PSYCHOLOG!CAL DIFFERENCES BETWEEN PEACE
CORPS TRAINING UNITS AND TRAINEES. Final Report. Syracuse Univ.,
Syracuse, N.Y. Psychological Research Center. Peace Corps,
Washington, D.C. PC-(W)-273. March 1966. 2u3 pages.

ABSTRACT: A quantitative comparison of the psychological charac-
terristics of Peace Corps training units and trainees was made to
provide a basis for rating program quality, establishing uniform
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training objectives and procedures, enabling training. inw zwpset .~ . ’
stitutions to identify and improve areas of weakness, and N i -
selecting trainees. An analysis of 63 Peace Corps training | ' 3
units in 48 host institutions measured trainees and programs |
A IS - using tools evolved from studies of higher education by Stern,
Tl . Stein, and Bloom. Measurements of success were fina! szliction
e board ratings of trainees, training atirition, and overseas i
‘ s effectiveness ratings. Program characteristics asscciated with
Cee LTl effective programs were friendly group interaction, weli-rounded
3 e T intellectual experience, emphasis on social action, individual
s -7 trainee autonomy and responsibility, and high personal achieve-
e ment standards. A number of personal characteristics had differ-
I ent effects on success in various phases of evaluation. {(Nire
N ST appendixes contain detailed measures of the factors studied for
S T each of the 63 programs). (ja) EDRS order number: ED Ol{ 6i7,
IR Price MF-$1.00, HC-$10.52.

Gl e 39. Stewart, Edward C. and Prule, John B. AN APPROACH TO CULTURAL
o e SELF-AWARENESS. George Washington Univ. HumRRO. U.S. Dept.
| B of the Army. December 1966. 1| pages.

T ABSTRACT: Self-awareness, a prominent theme in psychology,
Ty o s psychiatry, and human relations training, is the subject of this
st e T literature survey. The concept of self in psychctherapy and hu-
SR man relations training is unsuitable for application to training
of persons who go overseas as military advisors, Peace Corps
Volunteers, or A!D technicians because the dimensions of the self
are not clear. Training emphasizing cultural self-awareness of
ofther cultures can counteract the trainees! attitudes of American
cultural superiority, facilitate understanding of other cultures,
and lead to better morale for overseas workers. An understand-
ing of the American cultural self can provide bridges for observ-
ing and understanding others' predispositions and behavior. A
first step in developing a training approach is to adopt concepts
to be used in constructing a schemata of American culture with
which the trainees could identify, such as norms of behavior, U
values, assumptions, and cognitive forms. (aj) AC 001 I4i. T T Y

40. Stewart, Edward C. SiMULATION EXERCISES IN AREA TRAINING. Paper
) EERE R - presented in a symposium at the 1965 Army Human FactorsResearch .
,ffft.)ﬁ?',~’zv; ] and Development Conference. George wWashington Univ., Washington, .
e D.C. HumRRO. September 1967. |l pages.

ABSTRACT: Special techniques and content are being developed to
SN - supplement current area training programs. Simulation was chosen
N R S as the technique, and exercises were developed whose..content
e emphasized the American culture and the foreign, host culture.
IR These evolved as a confrontation .between American culturai :
Lo E T assumptions and vajues and a contrasting. set,.cohceived, for o sou. tet .
e training and research purposes only, called contrast American o
S A s assumptions and values. When accopmpanied by appropriate in~, ...
| AT - troduction and critique, these exercises hold proemise of achieving
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their fraining objectives. CFSTi order number: AD 660 olz,

Stewart, Edward C. THE SiMULATICN OF CROSS-CULTURAL COMMUNICAT ION.

George Washington Univ. Alexandria, Va. Human Resources Re-
search Office. Presented at the Symposium on International
Communication beiween Industrial and Developing Countries, Ger-
man Development !nst., Berlin, 28-3! March 1906. Report ro.
Frofessional Paper 50-67. December 1967. 19 pages.

ABSTRACT: The paper describes the development of a cross—cultur-
ai simulation, the idea of the contrast American and the concept-
teiization of cultural differences in terms of dimensions. The
theories behind these concepts are discussed in depth. Excerpts
are given of recordings made of two simulation encounters between
an American advisor and the contrast American. The intent of the
work in simulation is to (1) increase the American's cultural
self-understanding; (2) provide him with concepts that will aid
him in the cbservation and classification of other cul tures; and
(3) present to him culture and cultural differences at an inter-
personal, rather than an absiract, level. (author). CFSTI or-
der number: AD €65 053, Price MF-$0.65, HC~$3.00.

Stewart, Edward C. THE SIMULATION CF CULTURAL DIFFERENCES. HumRRO

Professicnal Paper. George Washington Univ., Washirgton, D.C.
U.S. Dept. of the Army. Dec. 1966. |4 pages.

ABSTRACT: Culture is apparent in some basic cognitive processes
such as how individuals interpret events, how they form judgments,
and how they aririve at decisions. Simulation of cultural dif-
ferences through representation of an American advisor and his
foreign counterpart was develcped to prepare Americans for assign-
ments overseas and to conduct research in Interpersonal relations.
Role playing scenes describe an American, played by a trainee, in

a plausible situation overseas. The role ¢f the counterpart, play~
ed by a trained actor, is manipulated tc preseni a "contrast Ameri-~
can" culture, a composite, synthetic culture that is a mirrer image
of middle-class Americz and resembles an existing culture. Simu-
lation as a flexible training technique can be used at the begin-
ning of training for emoticnal impact or at the end as a2 fina!
synthesis of crcss-cultural uncerstanding. Research applications
are the generaticn of concepts and insights into cross-cultural
differences, revelation of concepts deserving of cross-cultural
resezrch, anc experimental control of ccgnitive variables repre-
sented by the contrast-American. (Reprinted from The Journal of
Communication 16(4)/291-304, Dec. 1966). (a]) ACOO! 217.
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Stolurow, L.M. and others. CRITICAL INCIDEMTS WITH' HETERO-CULTURAL "

INTERACTIONS. Illinois Univ. Urbana. Training Research Lab-
oratory TR 42 U.S. Dept. of the Navy. OCffice of Naval Research
Group Psychoiogy Branch. October i966. 95 pages.

ABSTRACT: A plan was formulated for the preparation of self-
instructional materials to train individuals for heterocultural
interactions, toward the end of developing a sound training
procedure that permitted the objective study of its effective-
ness. The primary objective of these materials is to davelop
sensitivity {o cultural differences -- the materials must teach
individuals from interpersonal interaction differences to dis-
criminate between their own culture and that of others. The
specific discriminations are less important with This purpose
than the ability to recognize that a cultural difference exists.
Critical incidents of heterccultural interactions represent an
important "raw material' for the development cf self-instruction-
al materials. They are samples ot situations which ied the re-
porter of the incident to a change in attitude toward a member of
another culture. Consequently, this type of critical incident
has the requisite information for teaching discriminations of the
type that conceivably couild transfer to thelearner's own future
experience. The critical incidents were collected by different
agencies and come from a variety of raspondents. They are "raw
material for the development of the episodes used in the self-
instructional programs called cultural assimiiators. These
incidents have code numbers and are grouped for convenient use.
CFST! order number: AD 647 760 Price MF-$0.65, HC-$3.00.

Textor, Robert B. CULTURAL FRONTIERS OF THE PEACE CORPS; 1966.
379 pages. . RS ¢

'ABSTRACT: The present work contains analyses of Peace Corps
programs in selected host countries (t+he Philippines, Malaya,
Thailand, Peru, Bolivia, Afghanistan, Somalia, Nigeria, Tan-
ganyika, Sierra Lecne, Tunisia, Morocco, and Jamaica) written
by an authority on each country. Coverage of domestic operations
of the Peace Corps is strictly limited to what is necessary tec
an understanding of its overseas activities and probiems. Each
writer is a social scientist or historian who has had an oppor-
tunity to observe volunteers in action in a host country. The
unifying theme in all these studies lies in the differances
separating the American culture of ‘the Voluntesirs from that of
host populations, and in the mutual communication and cooperation
that pass, or should pass, between them. The document includes
a foreword by Margaret Mead, an index, appendixes on the organi-
zation of the Peace Corps and the In-Up-Out principle, and chap-
ter references. |t is avaiiable for $6.95 from the M.1.T,

Press, Massachusetts institute of Technology, Cambridge, Mass.
02142. (ly) AC 002 152. ' '
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Trail, Thomas F. EDUCATION OF DEVELOPMENT TECHICIANS; A GUIDE TO
TRAINING PROGRAMS. 1968. 200 pages.

ABSTRACT: Based on a survey of |50 training syllabuses and inter-
views with training specialists, this study concentrated on train-
ing conducted in the United States for deveiopment fechnicians in
goverament, voluntary, business, university, and religious agencies
imediately before or soon after the technicians begin work over-
seas. Many major problems were revealed, including the |imited
curricula of training agencies, hasty and questionable preparation
of many technicians, scarce training materials, low training pri-
orities assigned by administrators, poor training methods, and the
great diversity of trainee backgrounds and experience. Persons
involved in conducting training agreed that technical and profes-
sional matters, cross-cultursl understandings, and developmental
processes are curriculum areas essential to fechnician preparation.
They also indicated that the fol lowing aspects thereof deserve high
training priority; agency philosophy and objectives, agency re-
sources, administration, cultural adjustment, language skills, inter-
cultural relations, institution building, and technological change.
Available from Frederick A. Praeger, Publishers, I11 Fourth Avenue,
New York, N.Y. 10003. (ly) AC 003 657.

Triandis, Harry C. and Vassiliou, Vasso A COMPARATIVE ANALYSIS OF
SUBJECTIVE CULTURE. Technical repori. illinois Univ. Urbana
Group Effectiveness Research Lab. Report no. TR-55. Oct. 1967
72 pages. _

FBSTRACT: A review of the results obtained when a variety of new
techniques for the analysis of the way a person perceives his so-
cial environment is applted to the comparison of two cultural
groups, reveals some basic similarities in the obtained resul+s.
The various methods give comp lementary information. The data
were obtained from studies of the subjective culture of Americans
and Greeks. Comparable instruments were administered to the two
cultural groups and the results are presented in terms of +the
differences between American and Greek perceptions of social re~
ality. The analysis of subjective culture is likely to help in
the understanding of transcul+ural conflict, as well as in the
development of theory concerning interpersonal attitudes, inter-
personal behavior, and conflict resolution. (Author). CFSTi
order number: AD 663 889 Price MF-$0.65, HC-$3.00.

Zahn, Jane C. SOME CHARACTERISTICS OF SUCCESSFUL AND LESS SUCCESSEUL
OVERSEAS COMMUNITY DEVELOPMENT ADVISERS. 1967. 9 pages.

ABSTRACT: A study was conducted to discover which tests or test
items, if any, could predict competent performance of rural comm-
unity development advisers in Southeast Asia. Seventeen +rainees
selected by the Agency for International Deve lopment to do comm-
unity development work in Laos and Viet Nam were tested and inter-
viewed. Two years later, their supervisors were asked to rate
their performance. On the basis of supervisors' ratings, the test

.
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and interview scores and ratings werd ¢ompared for -Fiic successful
and less successful. Only three of efeven test instruments--tic
Terman Concept Mastery Test, a Religious Concepts Inventory,and

a generai questionnaire on preferences, background, and attitudes
--separated the most successful from the least successful. A
cosmopol itan, change-oriented, career-minded, s!ightiy rebeli-
lous type of person would seem likely to perform best in rural
development in Southeast Asia. (The document inciudes tables
and references.) This document appeared in ADULT EDUCATION,
Volume 19, Number {, Autumn 1967. (iy) AC 00! 699.

48. Zinser, Otto [IMITATION, MODELING, AND CROSS~CULTURAL TRAINING.
Asrospace Medical Research Laboratories, Wright-Patterson AFB.
‘Juty 1966 40 pages.

ABSTRACT: A study of the literature on imitation and modeling
was conducted to aid in development of a modeiing training
techinique to accelerate the acquistion of cross-cuttural inter-
action skilfs. The modeling procedure is designed to provide
examplary behavior to the trainee via videotape recording. The
literature review includes a summary of theoretical positions
that have been formulated, a survey of feésearch in terms of the
variables that have been investigated, and a review of modeling
techniques that have found application. A discussion devoted
to implications for developing a cross~cultural training tech-
nique is also presented. The advantages and disadvantages of
procedures for constructing an effective modeling fechnigue

are examined. The literature reviewed indicated that a modeling
training technique has o date not been used to ald in the ac-
quisition of cross-cuftural interaction skills. It is recommend-
ed that the effectiveneSs of such a training technique be evalu-
ated. CFST! order number: AD 642 427. Price MF-$0.65,HC-$3.00.
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ERIC Clearinghouse on Adult Education

PUBLICATIONS
EDRS Order
Number

BASIC INFORMATION SOURCES
Aduit Education Research,

8iS-2 ED 018 704
Evening Col lege Education,

1967, BIS-{ ED 014 023
CURRENT INFORMATION SOURCES
Adult Basic Education, CiS-3 ED 014 024
Adult Basic Education, CIS-I8 ED 018 745
Adult Education in Africa, CIS-12 ED 019 565
Aduit Education in Asia, Australia,

& New Zeaiand, CiS~13 ED QI8 705
Community Education for Adults,

CiS-2 ED 014 025
Community Education for Adults, :

Cis-16 ED 0i6 175
Continuing Education of Women,

Cis-22
Continuing Education in the

Professions, CiS-4 ED 014 026
Cooperative Extension, CI1S-20
Education for Aging, CIS-14 ED 019 564
Higher Aduit Educstion, CIS~{ ED 014 031
Higher Adult Education, CIS-IL ED 016 928
Human Relations--Training And

Research, CIS~I0 ED 0I6 159
Management Development, CI5-5 ED 013 430
Management Development, CIS-17 ED 016 927
Methods and Techniques in Adult
Trairing, CI1S-7 ED 013 429
Programmed Instruction in Adult

Education, CiIS-15 ED 0!5 432
Public Schooc! Adult Education,

Cis-9 ED 016 154
Publ ic School Auwult Education,

CIS-i9
Television and Radio Adult Education, .

CIS-6 ED 014 032
Training of Adult Education

Personnel, CiS~-8 ED 014 670

Microfiche Hardcopy
Price Price
$0.25 $0.24
$0.25 $1.16
$0.25 $0.92
$6.25 $i.84
$0.25 $0.84
$0.25 $1.44
$0.25 $0.84
$0.25 "jSILZO
$0.25 $0.56
$0.25 $0.88
$0.25 $1.04
$0.25 $1.28
$0.25 $0.96
$0.25 $0.68
$0.25 $1.00
$0.25 $0.84
$0.25 $1.00
$0.25 $0.72
$0.25 $0.84
$0.25 $t.16
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EDRS Order
Number

Microfiche
Price

Hardcopy
Price

LITERATURE REVIEWS

Cross Cultural Interaction
Skilis: A Digest of Recent Training
Literature, by Roger DeCrow

The Mass Media in Adult Education:
A Review of Recent Literature, by
John Ohliger

OTHER

Abstrac¥s of Papers Presented to
the National Seminar on Aduft
Education Research, 1968.

Adult.Education (nformation
Services: Establishment of
.a Prototype System tor a
National Adult Education
Library. 3 Parts. (Library
of Continuing Education of
-Syracuse University)

Adult Education Periodical
Holdings

ERIC Clearinghouse on Adult
Education (News letter)

A Model Information System
for the Adult Education
Profession, by Roger DeCrow

Research and Investigations
in Adult Education (Summer,
1967 issue of Adult
Education) —

Research and lnvestigation
in Adult Education, 1968
Annual Register (Adult
Education Association of
the U.S.A.)

ED 020 489
ED 014 022

ED 0I5 412

ED 012 877

72

$1.75
$0.25

$0.25

$0.50

- $16.76
$0.76

" $1.00

$2.64
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Aruitoxt provided by Eic:

HOW TO ORDER

FIND DOCUMENT NUMBERS OF SELECTED DOCUMENTS
PURCHASE USOE INDEX AND ABSTRACT PUBLICATIONS FROM GPO,
MICROFICHE (MF) OR MARDCOPY (HC)
INDICATE CHOICE BY CHECKING MF OR HC,
NUMBER OF COPIES DESIRED
PRICE OF INDIVIDUAL MICROFICHE (MF)
PRICES PUBLISHED PRIOR TO 1968 ARE INCORRECT, USE THIS CONVERSION TABLE TO FIND CURRENT
PRICE,

PREVIOUS CURRENT PREVIOUS CURRENT PREVICUS CURRENT
PRICE PRICE PRICE PRICE PRICE
} g .63 £1.75 £1.17 g 3.25
2.00 1.26 3,50
2.25 1.35 3,75
2.50 1.44 4,00
2,75 1.53 4,25
3,00 1.82 4,50

. PRICE OF FACSIMILE HARDCOPY (HC)
ALL PUBLISHED PRICES ARE CORRECT,
. REMITTANCE
CHECK METHOD OF PAYMENT USED AND SHOW GRAND TOTAL AMOUNT OF THIS ORDER,

A ANCE

. ORDERS MUST BE COMPLETELY FILLED ouT
INCLUDE ED NUMBERS, MICROFICHE OR HARDGOFY, NUMBER OF COPIES, TAXES AND HANDLING CHARGES,
METHOD OF PAYMENT AND TOTAL AMOUNT, TELEPHONE ORDERS CANNOT BE ACCEFTED,
PAYMENTS . i
WITH ORDER, UNLESS YOU HAVE A CREDIT DEPOSIT ACCOUNT OR HAVE AN APPROVED OPEN ACCOUNT
wiTH EDRS., NO STAMPS OR COD. PLEASE!
‘MINIMUM ORDERS AND DEPOSITS
. ADD 50£ HANDLING FEE
PAYMENT, MUST ACCOMPANY ORDERS TOTAL ING LESS THAN £5.00,
-MINIMUM DEPOSIT ~ $50, QUARTERLY STATEMENTS ONLY,
ORDERS OUTSIDE USA
ADD 25% SERVICE CHARGE TO TOTAL ORDER .
DELIVERIES
ALLOW 7 DAYS AFTER RECEIPT OF ORDER,
CUSTOMER FORMS AND VOUCHERS
M@gr BE SUPPLIED COMPLETELY FILLED OUT, THE CHARGE For EDRS To COMPLETE SUCH FORMS
. 1s £ 3,00,
QUALITY WARRANTY
NCR/EDRS WiLL REPLACE PRODUCTS RETURNED BECAUSE OF REPRODUCTION DEFECTS OR INCOMPLETE~
NESS IF THEY ARE RETURNED PREPAID WITHIN 10 DAYS,




