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PART IT

Introduction

o

Part iI is intended to prouvide examples of specific methods and techniques that have
been designed to implement and conduct the training methodolecgies described in Part I.
They are not intended to be used independertly of the methodologies already described.
It would, in fact, probably be a mistake for a trainer to attempt to use the materials
in Part II without first reading Part I carefully. We feel it is imperative that the
staff, particularly those with primary responsibility for training, be thoroughly famil-
jar with the rationale and methodclogy of the experiential approach chosen for their
program. Exercises and techniques such as those inciuded here, would then be chosen be-
cause they were compatible, or could be adapted to the program's overall design.

The reader will notice that, although many of the exercises were developed for one
methodology or another, most if not all can be adapted to any approach a training program
may choose. We would urge, and expect, that a program staff would, in any evert, revise,
react to, reject parts of, and above all, adapt to their own needs and culture, any exex-
cise that we suggest. These are only examples of how it might be or has been done, and
any portion that fails to meet the needs of a host culture, a particular Volunteer role,
or the personalities and philosophies of the training staff should be adapted. Many of
the exercises have already been improved and revised as the result of the summer and fall

experience with the draft Handbook.

Parts II, IIT and IV are arranged so that training staffs can use them as workbooks,
placing the materiai in a loose-leaf ring binder so that specific exercises can be removed,
revised, circulated, or replaced. We have left unused numbers after each exercise and each
Section to encourage trainers to add their own materials or adaptatioms to these in these

Guidelines.

Part II is divided into five general sections, each corresponding to a particular
set of training objectives.

A. Planning and Preparing for a Program. Questionnaires, forms, and other materials
for collecting and organizing Content; Objectives, exercises and sample schedules for
Staff Training; Sample Performance and Learning Objectives for a program and sample sched-

ules and exercises for Staging.

B. Building 2 Learning Community. Exercises, Handouts and techniques for learning
the concepts and skills necessary for 'learning how to learn," not only in the program but

also as a Volunteer in the host country. Exercises are intended to help trainees learn
how to use the experiential methodology, how to function effectively in a group, how to
build a new community and how to use the process as a learning experience and a source of

usable "feedback."

C. Cross-Cultural Exercises. Exercises and techniques designed specifically to pre-
*sent cultural content and information in the most relevant arnd acceptable way; and to en-
courage and enable practice of useful skills and behaviors ifh an inter-culitural setting.
Includes systems of cross-cultural comparison, analysis of American culture, and in-coun-
try trairing. as well as such highly effective techniques as Community Description, Criti-
cal Incidents, Role-Play, etc. Exercises are generally considered in relation to content
and relevance to the role-model, and in a form that is congenial with the experiential

model.

D. Third Culture Training. Various experiences and exercises that enable‘chird cul-
ture training to be developed as part of the experiential model, focusing on the process
m[]ii(jli - "earning from a new culture rather than on actual information, etc. acquired.

Aruitoxt provided by Eic:




Although any, or several, of the exercises could be used in any program, each experience
or exercise is generally most suitable for a particular objective or set of obJectlves

and should be so used,

“E.  Human: Relations Exercises: »Exerciees,that would be relevant to any program pre-
paring people to deal with pe0p1e.v A few that have been adapted specifically to Peace
Corps needs are 1ncluded : - e : : T S

Divisions into Sections have been made to . a1d the ‘trainer. in locatlng an approprlate
exercise more qulckly For this reason, the exercises have been organized generally by.
objective or goal. None of these Sections: is 1ntended to.be or could be an entire pro-.
gram. Rather a staff would draw upon each category ‘when it seemed approprlate. Each
section offers a different kind of 1earn1ng experience, although all. are consistent with
the experiential model. For this reason we would suggest that trainers familiarize them-
selves with each of the exercises glven here; 'rather than merely_turnlng to those he al-

ready knows.

As one reads through these Gurdellnes the re1at10nsh1p of one exerc1se ‘to another
and the cumulative effect on the trainees and the program should become apparent We
have tried to show within each section a ‘progression of exercises. and technlques that
is not .only sequential but also developmental--that is, that cne step. will lead naturally
to a second that should 1ncorporate the ‘learning ga1ned in the. first. W1th1n each tech-
nique, also developments and elaborations will move from the slmplest to the most. com-
‘plex, again as they would normally develop in a program. - This learnlng progression
shculd be planned to continue through all phases of the U. S. training, third-culture,
in-country training and eventually (because this is, after all, the goal of the endeavor)
throughout. the two-year service. Each step should be seen as preparing. for the next
and drawing upon the preceding. Any exercise should be a part of.a learning process

‘i;at will continue for the full two years. : This should be the attitude of the tra1n1ng
staff as they set their objectives, choose content and thc techniques to tranmsmit it,
explore American cultural determlnants ‘structure and implement the third-culture explor-
ation, and eventually move into the speC1f1cs of the new culture. : :

P | -. -_,_ -.  ‘.H'.;il"%§.§§!},fj“x-_
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CONTENT GATHERING

The following questionnaires, lists and forms were developed in several programs to
collect and organize relevant material from informants in the field or from other sources.
These are all imperfect and slightly unweildy instruments but may serve to help trainers
to devise similar forms that are accurate and relevant to their particular program needs.




L. Local markets

(1) cities - ~
(2) villages _ . L - . g
(3) towns . . o - ' _ s

(4) market days ‘
M. New developments
(1) industry
" (2) buildings, etc.
N. Residences ’
(1) modern home
(2) typical home
(3) fortresses
(4) huts, etc.
.(5) housing facilities
(6) accommodations, etc.
0. Home parties
(1) wedding parties
(2) birthdays
(3) religious, etc.
Transportation systems
(1) private ‘
(2) public
(3) crowded condltlons‘
(4) behaviors of people when travellng (spat1a1 relatlons, etc. )
Q. Job situations, PCV and host national, in.
(1) classroom '

(2) office
(3) working in the community
(4) independent projects
R. Costumes and dress i
: . {

{1) seasonal
(2) regional
(3) ethnic
- (4) social class variatioms




I
Categories of Cross-Cultural Content

Mozt of the material listed here could be prepared from host nationals, RPCVs,
In-Country staff, or other immediately available training program resources. Re-
sources which would take advanced planning could include those available from the
host national Embassy, host national and American government agencies, and both host
national and American educational institutions. This list was adapted from one pre-
pared by A. Habib Khaliqi for a Peace Corps Afghanistan training program.

1. Materials from In-Country staff concerning:
. Staff site reports

. Volunteer end of service reports
. Volunteer site description reports

O W

2. Literary material more commonly circulated and read in the typical host na-
tional family--sources which feed the imagination of the people, and constitute their
social and ethical codes, including:

A. Books of religion (espec1a11y those used to teach children)
B. Books of proverbs

C. Folklore

D. Poetry

E. Ethical stories

3. Visual aids depicting physical characteristics and systems of a culture situa-
tionally arranged; including slides, films, etc., of:

A. Physical topograph1ca1 and geographical structure of the country.
B. River valleys as centers of agriculture and populatlon.
C. Various agricultural aspects
(1) products
(2) new techniques alongside older ones
(3) forms of land distribution; landlord-peasant relationships
D. Host culture villages
(1) patterns of settlement
- (2) degrees of development (comparatlve approach to old and new v111ages)
E. Ethnic groups
(1) characteristics
(2) physical appearances
(3)  dwellings, villages
) (4) social customs and activities
F. Artifacts and hlstorlcal-cultural items:
: (1) tombs
(2)  buildings '
(3) religious monuments or buildlngs
G.  Handicrafts A , , .
(1) wvarious types ‘ - . o L
2 techniques SR N : =
H. ' General community features
&) self-containment o oo
_ (2) tradeé. among communltles '
I. Communication
J. Towns and. 1nterdenendency :
(1) residential .street
(2)" fortlflcatlons and aefenses
- (3) compound walls.
K.'.Health and hyglenlc practlces

?‘
WO
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I1
CENTER FOR RESEARCH AND EDUCATION

Estes Park, Colorado

INTERVIEW GUIDE TO OBTAIN INFORMATION TO BE USED IN TRAINING

What are the most difficult problems facing a new Volunteer?

How do you think the Volunteer might be prepared in training to cope with these
problems? : '

What are the most important aspects of the host culture that you feel the Volun-
teer should understand or at least be aware of?

How can the Volunteer best be made aware of or develop an understanding of these
aspects of the culture?: ’ :

Being as objective as possible, whatvadvicé[WOuld you give for the-training of

. Peace Corps Volunteers to work in your area?



CROSS—CULTURAL QUESTIONNAIRE

Name Country : Date

The following information is being collected for use in tra1n1ng. Please send your

responses to:

It has proven useful in collecting meaningful information regarding the culture and
the role of the PCV to comnstruct a role model that shows the significant relationships
in his life and work as a Volunteer. Following is an example of the role relationship

model of a hypothetical PCV:

ROLE MODEL

Responsible Ministry
I

PC Staff ]
T~ _ Superior
- Assistant ) —~Local leaders,
= < Superior T _ ! : _ < mayor, party chief,
PC/W __ o~ ~ R . women's league, etc.
- - \\\ \\\l - )
— — <pcy
. NS T -
- 1 N ~ . —~ —Co-workers
- ~
_ - ' N ~ Host country
Landlord _ -~ T | N ~friends
Merchants : | ‘ N
etc. I Neighbors: -
Students
(or village

people) -

1. Please study this example, then construct a-. s1mllar model shOW1ng your role

relatlonshlps-

Any - role above the horlzontal are persons who may have an 1nf1uence on the work
that you do. . How diréct this influence is :should be indicated by ‘their angle‘w1th the
vertical. If, for example, your superv1sor (pr nc1pa1 voffice manager) exercises a direct
supervisory role‘Ahe should: be placed directly- overhead..  If. his: role:.is, .rather, suppor&—
ive, and you-are vesponslble directly to a ministry official, thls chain of control should

be placed near the horlzontal but at the proper distance‘

2. Bulldlng on these role llnks and us1ng any of them you choose, would you.
Write a number of brief descrlptlons .of encounters, _each 1llustrating the nature of the
relationship in the role links shown in your role. model.' ‘These should be s1gn1ficant 1n

Q of contr1but10n to your understandlng of the country, the culturs, or your role

[KC CV.

..... e ean R e -
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3. Write a description of your community or job situation, focusing on the people
involved. What are their beliefs, attitudes, doubts, goals, ambitions, expectations,
problems, etc. What demands do their jobs, families, friends, neighbors, etc., make on
them? Try to make the personalities involved as vivid as possible, so the trainee will

have a clear picture of them as individuals.

Or, write a profile of someone you know well, a friend, preferably someone in-
volved in the process of change, their own or that of their society. Use a role model,
if you want, placing your friend in the center and showing the significant role relation-
ships in his life, but try to picture this person's feelings about his. life in a modern
world, relationship to his family, his ambitiomns. Try to make him understandable.

4. One of the most important and immediate needs of a mew PCV is a feeling for the
behavior expected -of him. Very often however, the Peace Corps role is a unique and
original ome and no one, either area expert or even host national, can describe it. It
would be very useful if you would describe some of the behaviors important for you to ob-
serve in your role as a PCV. It would also help if you would identify the town in which
you live, at least by size, your sex and approximate age, and your-job. - :

Here are suggested topics. You could discuss one, some, all, or even ideas of
your own. This is, we know, time coasuming. - You are, however, the only source for this

information. We thank you for yogr'trouble.
a. Dress—how, in what roles,'oécasions.
b. Eating—how, how much, when.“
c. Joking--with whom, how.
d. Respect—-to whom, how, from whom.
e. Where to go and not go, when.
f.’ Subjects to discusé, not to discuss, with whom.
g. Vocabuiary——what is acceptablé, where, when, with whoﬁ.
h. Eye contécf——when p#oper, with whom.
i. Physical pfoximity;nﬂ' ez
j. Physical stance, how ﬁo sif; stand. |

k. Use of hands,'toﬁcﬁing, geSEibuLatiﬁg; fluttering.

1. Displays of affection—;physiéal gontaét (kissing, holding hands) when, with whom.

ﬁ.' Display §f emotioné—angef;tsorrow, love——when,vwhere, With{whom.

n. Relatipns.wifh Qpposipe sex——genéral? co—workers,-frieﬁds.'k

0. Taking off shoes—vhen, why, where. ISR
Can you te11 us~Hoﬁ;Y6ﬁ iéa:ﬁé&ﬁfé $;;6gni2e”;ﬁat ééﬁrobriéééibéhaﬁior'iSZ@
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May 5, 1969

Dear RPCV and Volunteer:

Many greetings and best wishes. Enclosed is a questiomnnaire for you. We will appre-
ciate it greatly if you would kindly answer.

The purpose of this questionnaire is to survey the two years' experiences of Volun-
teers who have served in Afghanistan under the Peace Corps program. The survey is for
educational purposes, and therefore the material will exclusively be used in future Peace

Corps training programs for Afghanistan.

The purpose of the survey is to develop cross—cultural material based on the actual
observations, experiences, impressions, perceptions and feelings of the Volunteer.

We assume that throughout his service in Afghanistan the Volunteer must have gained
some experience in performing his services, in dealing with other people (both Afghans
and other Volunteers), in making associations, in trying to find his/her way through the
maze of a new culture, in trying to establish his/her role in the community, in solving

his/her problems, in finding neWw answers to old problems, and so on.

We assume that during those two years, you have gone through moments of joy, satis-
faction and accomplishment; moments of discouragement, frustration, loss and exasperationj
moments of enchantment and fascination; and moments of resentment and lonesomeness.

All these and many other of your experiences in this respect can furnish valuable les-
sons for those who are following in your steps. We hope that you will frankly and sincere-
ly share these experiences with those who need them, and thus once again be a valuable

contributor to thnis great cause.

The questionnaire attached is, by no means, meant to impose any limit on what you have
to say and share with us; it is only to furnish a guideline. We realize that the lengthi-
ness of the questionnaire may be taxing heavily on your time, efrorts and patience. There-
fore, you may disregard questions which you are unable to answer, and select those which

you can best answer.

Once again, we want to emphasize the fact that whatever part of your experiences you
relate to us will be kept and used for training purposes. Needless to say we appreciate
your effort, cooperation, frankness, h.aesty and sincerity.

While you read the questions and answer them, you will notice that there are many
overlappings among the questions and the answers. Rindly ignore this and answer in as
much detail as you can by using examples and giving situations. Please also note that there
is no place provided for your name and identification, which means that you should not write
your name or address or give any other way of identifying yourself.

For mall reasons, we cannot provide as much blank space on the questionnaire as your
answer may require. Please use your own paper and relate the question and answers by the
number. We would like to remind you that ‘the deadline for processing the data is May 30.
May we ask you to please complete and return it by the foreg01ng date. Once again please

accept our best w1shea.

Sincerely yours,

A. Habib Khaliqi
o LD 1q1

ERIC - - vas

Aruitoxt provided by Eic: -
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CENTER FOR RESEARCH AND EDUCATION
Estes Park Colorado

Questionnaire To Be Answered By RPCV And Volunteer
Presently Serving in Afghanistan

Please read the questions and answer in narrative form:

1.

Un the whole how would you describe the community in which vou were/are serving?’

a. What is the form of the community?
Village Community
Town Community
Central City

b. How would you describe your general environment?

Physical
Social (family, group, etc.)
Other aspects

c¢. How would you describe the community in terms of beliefs, attitudes, goals,
ambitions, problems and expectations?

d. Describe your community in terms of leading and important persona’it:ies.
Try to make these personalities as vivid as possible.

What particular social and cultural behavior did vou observe in vour community.
Particularly:

a. Community attitude toward you as a foreigner. Please describe the incidents,
experiences, stories which can exemplify your answer.

b. The community attitude toward you as a Volunteer who was/is out there to help.
c. The attitude of the community toward you as a guest of the community.

Do you think the community as a whole has/had accepted you as a part of the com—
munity? Please illustrate the answer by describing as many situations as vou can.

Do you think a particular person or group of persons in vour community are/were
more friendly amnd receptive than the others? If so, huw would you characterize
this group? Use as many'examples as.you can to illustrate the'sftuation.

Do you think vou do/did all you could do in order to be accepted by your community?
Please explain.' . S

a. What you did in this respect..
b. What you‘should have done. '

What partlcular person or -group of persons was antagonlsflc, unfriendly, suspicious,

"and unreceptive?. Please characterlze ths group -and descrlbe as many s1tuat1ons

as you can for illustratlon.

What rellglous, cultural soclal polltlcal and ‘economic factors Ain your communlty

had the most effect on you’

a. .as a person,
b. your job Derformance,

c. your association and mixing =~ ;th people,-
d. your chances to make friends, ’

"'e.’ your chances to be 1ntroduced to and accepted dAn- Afghan famllles,

f. your chances to be a successful Volunteer as a whole? = . ) j{f)

AN B RS} S fiame 2 o w e rvem s
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Please use as many situations and as many examples as you can to exemplify the
situation.

8.

Please describe the various roles and relationships you have/had in the community,
school, office and other circles.

a. Role and relariomswith immediate supervisor.

b. Role and relatiomswith co-workers—higher in position than you; e.g. other
officials, etc.

c. Role and relatioms with co-workere lower in position than you.

d. Role and relations with counterpart.

e. Role and relationships with students.

f£f. Role and relationships with students' parents.

g. Role and relationships with your landlord, storekeeper, the mullah of the
mosque, the village chief, and other officials or persons in your community.

h. Role and relationships with neighbors and common natives.

What were the most difficult problems you encountered as a Volunteer?

a. Cultural

b. Social

c. Economic

d. Religious

. Political

f. Personality involvements (Afghan and yourself)

Please describe these problems and give as many illustrations as you remember.

1o0.

During your service did you have any clashes with other personalities?

a. With Afghans
b. With Volunteers

Please describe these situations in detail.

11.
12.

13.

15.

1e6.

17.

- el e e e AR e = a3t Y

pid you ever resolve these differences? How did you do it?

How did these differences affect your performance?

Apart from your community description as asked for im (1), could you give a
personality description of the Afghan you were close to and knew well? The
focus here 1s on the profile of someone - you know well. ‘Please try ‘to picture
this person's feellngs about h1s 11fe relationshlp to his famlly, hﬂs ambitions.
What do you thlnk were the more pleasant aSpects of your life 1n your communlty,
your school, your office, the people you worked with, and the society as a whole?
Please describe these situatlons and give as many examples as you: can.

Did you find new answers, new 1nsp1ratlons to your. problems°

Do yo¢ think your: experlence in Afghanlstan was, pleasant productlve, ‘and use—p v

. ful? - Please give speclflc examples -and s1tuatlons... T el D

Do you thlnk it could have been more productlve, more pleasant and more useful? .

NIf so, how? : - .- L S S S P S SRt

What partlcular cultural shocks' did you experlence whlle you were serV1ng in -
Afghanlstan’ ‘Please descrlbe these in full deta11.~»‘fﬁrgﬁnf S

D1d you overcome these shocks9 How°

© Did you. find any explanatlons for these shocks’f'ﬁhatfwere,tneyElﬁPlease 'xplain' :

in detail. ,_ :Z(} EN




21.

22.

23.

24,

25.

26.
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What moments of depression, discouragement, bitterness and resentment did you
experience?

From your experiences in Afghanistan, can you see any parallels between Afghan
and American culture? If so, could you please describe?

From your experience, how do you think the trainees should be trained in order
to be more effective, more productive, and more adaptive tc the Afghan culture?

We will appreciate your full comments.

From your experience, will you give some important critical incidents and case
studies which could be used in training other Volunteers?

T——

Could you give mcre comments, illustrations and observations not included in this

- questionnaire? Please feel free to do so.

It has proven useful in collecting meaningful information rczarding the culture
and the role of the PCV :¢o construct a role model tkhat shows the significant
relationships in his life and work as a Volunteer. Following is an example

of the role relationship model of a hypothetical PCV: '
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Sample Questlonnalre For Community Workers

On the following pages, Wre are asking you to describe some of your experiences as
a community actiom Volunteer working and living in rural Thailand. The purpose of this
request is to record these experierices, so that future Volunteers working in similar
assignments may be better: prepared for them. -

More specifically, the sztuatlons whlch you and other RCA Volunteers provzde Twill
“be the basis of a case study to be used in the next Thailand RCA training programs. The
case study should help these prospective Volunteers anticipate the kinds of work they will
be doing, the kinds of people they will work with and the kinds of problems they are most

llkelv to encounter. ' R
In filling out the questlonnalre, there are two "rules” to keep in mind:

The experlences or situations that you choose don't have to be dramatlc. They should,
however, be illustrative of the situations you have encountered and have had to deal with,

whether successfully or unsuccessfully.

Each one of the descrlptlons should be suff1C1ently factual and decalled so that any-
one. reading them will have a clear 1dea of what occurred‘

Thank you for your time and effort.

Mo. Day VYear

1. Date ;7 1 /)

2. Assigned to:

/_/ Public Health

[/ Cbmmunity Development
7/ Public Welfare

—

f ] Other

Specify

3. I have been in Thailand_for : : months.
: R (No.).

e

4., Sex — Male [/ /

e
RS

Female / -/

——

5. Age '

O

RIC

Aruitoxt provided by Eic:
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From vour experience in Thailand to date, think of two incidents related to the job

vou are doing, one in which you were particularly successful and another in which you
were particularly unsuccessful. . . -

A. A job situation in which you were particularly successful:

Deécribe’the situation in full:

What did ybu do?

What were the results?

Would you do the same thing again? Why? If not, what would you do instead?

B. A job situation in whick you were particularly unsuccessful: .

Describe the situation in full:




What did you do?

What were the results?

Would you do the same thing again? Why? If not, what would you do instead?

Pick two more incidents, one in which you were particularly successful in dealing
with a Thai(s) and another in which you were particularly unsuccessful. (These situa-—
tions can illustrate your dealings with Thais either on ox off the job.)- :

A. A situation in which you were particularly successful:

Describe the situation in full:

What did you do?

What were the results?

O

ERIC | - B 24; .
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Would you do the same thing again? Why? if not, what would you do instead? .

B. A situation in which you were particularly unsuccessful:

Describe the situation in full:

What did you do?

’ ~
What were the results?

Would you do the same thing again? Why? -If not, what would vyou do instead?
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STAFF TRAINING

It is important that staff employed to work in a program based on the experiential
laboratory be committed to the philosophy and methodology of this approach to training.
Staff should not be hired unless they are willing to learn as much as possible about the
instrumented approach and the role :and responsibilities of the trainer in an experiential,

participant-centered program.

It is perhaps most important that the staff have faith, patience, and perseverance.
If they persist in applying the techniques of the instrumented, experiential laboratory,
the trainees will eventually begin responding in a responsible way. They will begin as-
suming the responsibility for their own learning and will have learn~d a great deal from
the experience of resisting and reacting to the approach.

Ideally, each staff member should read through the Guidelines to acquire at least an
exposure, hopefully an understanding and an overview of the approach. Those responsible
for designing the program or various aspects of the program should use the Guidlines as
a .guide in preparing specific exercises or experiences. The Assessment Officer should
work with the training staff to develop instruments that will help the trainees achieve
a better understanding of their role and respomsibilities as trainees and as PCVs and to
develop attitudes and behavior that will facilitate learning.

, The staff in designing the program should examine the assumptions they are making
about training, learning, and the nature of the trainee and should attempt to anticipate

the trainees' needs and reactions at various stages of training. ‘Terminal objectives

should be established, making use of all inputs from the field and from Peace Corps Washing-
ton. All of this should then be used as the basis for designing the program.”

As the training is designed, interim objectives should be established. The staff
should be able to specify the objectives for each exercise or experience and relate these
to a continuous developmental sequence leading to the terminal objectives. Measurement
of these interim objectives would provide some indication of the effectiveness of the
program——whether it was progressing satisfactorily, whether hoped-for results were being
achieved. Questionnaires and rating forms should be developed, based on the interim-
objectives, to involve the trainees in this assessment and evaluation.

Going through these planning and designing exercises in itself is excellent train-
ing for any staff. Participating in an experiential training program as trainees will
help them gain a much better understanding of the training, particularly if they have
never worked in this type of program. It is important that they be able to understand

the trainees' reactions to the experience.

In the staff training it is best to follow the experiential, problemrsolviﬁg model
the staff are expected to use with the trainees and, insofar as possible, to follow a
sequence similar to that which will be used in the regular training program.

We include two‘relatively detailed staff training outlines, the first an intensive
week's program with examples of materials modified for staff training; the second a
more generalized outline of a three week staff preparation with excellent examples of

objectives for the period.

U P
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Sample Staff Training Program

A sequence such as the following might be followed (materials and instructions
not included here will be found in other Sections of Part II.) '

Upon arrival--Give out the first part of the Guidelines. Ask the staff to read
as much of it as possible.

1lst Day

8:30 a.m.--Fishbcwl (Trainers, Peace Corps Washington staff, In—Cbuntry staff, parent
training organization staff, etc., in middle; with PC training staff seated as observers

outside circle).

9:30 a.m.--Meet in Discussion Groups to develop Expectations (what you expect from
the staff training program, what you expect‘of your trainers, what you expect of each
_ other). Complete Discussion Group Questionnaire. : - '

11:00 a.m.—-General Assembly. Group Reports and Discussion. (Group Organization
Handouts)

12:00 nqoné—Lunch
1:30 p.m.——Cfitical Incidents Exercise.

1. Complete individﬁally (1/2 hour).

2. MEet'in groups to arrive at consensus (prepéré written réports).
6.00 p.m.——Dinnerb _ |

' 7:00'p.m.——Volugteer orientation exercises (see instructions for modified version
following). Meet in general assembly. Assign to PCV and HCN groups.. ‘

7:00 - 7:45 p.m.—Instructions

7:45 —;8;05 p.m.--First interaction

8:05 — 8:10 p.m.——Compiete Questiénnaires. N

8:10. — 8:20fp.m.—;Ins£ruc;ioﬁs- :;“

8:20 - 8:40 plm.;—Secand ihté}acfion';

8:40 — 8:45 p.m.—Complete questionnaires.

8}45-—'9:15 p,m.——Méet in g#éups tgldi§cu35ﬂiﬁs#r@ctibns:ana’éxqicisé,

9:15 - 9:30 p;ﬁ;——Data‘feedbaék and'geheréizdiséussibn;t’HandéﬁthbIﬁifeéf Orienta—
tion paper. : o : ~ .

2nd Dazt _

8:30 a.m.——General Asseﬁbly. EvéluationlData Feedback and Discussion.

- 9:00 a.m.——Discussion'Groups,‘vDiécuss feedﬁack‘déta'and:sﬁan45;4§ and pfocedufes;

for open communication among staff. : - , R B .

10:30 a.m.——Genéral:Assembly. Present ExperientialrLeatning Model. Discuss probiems
in training (Dependence, Counterdependence, Interdependence, Independence sequence) . :

Q@ 11:00 a.m.——-Discussion Groups. What king#;of problems canAbe'expécted in trainihg?

ERIC |

@i 12:00 noon—-Lunch. :31?3”“
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1:30 p.m.—Discuss Volunteer Orientatic:i handout and matrix. Assign task and break
into Discussion Groups. Exchange group reporis from Critical Incidents Exercise. Evalu-—
ate each solution against the Orientation Matrix.

3:30 p.m.—-Discussion Groups meet together, exchange and discuss analyses of each
other's reports. -
6:00 p.m.—-Dinmner.

7:00 p.m.—-Discussion Groups. Develop criteria for evaluating effectiveness of group
interaction.

7:30 p.m. Vignettes.
8:30 p.m.--Discussioﬁ Groups .

3xrd Day

8:30 a.m.——General Assembly. Preseat Personal Data Feedback, handout and discussion.
Complete rating forms (use rating form in materials section following rather than from

Section B).

9:30 a.m.— Discussion Groups. Provide each person with consolidation form and all
ratings. After consolidating ratings, review and discuss.

11:00 a.m.—--General Assembly. Present Responsive Environment and Responsible Feed-
back (Handouts). '

12:00 noon——Lunch.
1:30 p.m.—-Responsible Feedback Exercise.

3:00 p.m.—-General Assembly. Present Responsible Feedback skits. Discuss
implications. ‘ ‘ :

4:30 p.m.——Force Field Analysis (General Assembly).
6:00 p.m.—-Dinner. '

7:00 p.m.—-Intergroup Competition Exercise.

4th Day
’8:00‘a.m;--Intergrdqp‘Compétition Exerqise.Cont.
12:00 noon--Lunch; o - - ‘
1:30 p,m.-fGenera;,Assembly. AIﬁdiﬁiduél ?erghévapup Goals. (Handout)
©2:30 p.m.--Confo;mit&/Déﬁiati§n_ﬁxefdise}' : - - - o
6:00 p.m.—fbiﬁner; A “ :

7:30 p.m.--General Assembly. ~Assign to mixed-Groups. Mixed Groups—-What Have We
ALearned? : R : v

5th Day

8:30 a.m.——Present dll informatioﬁ on the training program (iﬁformation from the
field, Peace Corps Washington, overall training plan, third culture experience, etc.)’

O

-



A=24

10:00 a.m.-—Discussion Groups. Define terminal objectives of training and ways of

measuring.

12:00 noon--Lunch.

1:30 p.m.——General Assembly. D-Group Reports on Terminal Objectives. Categorize
and develop single list.

3:00 p.m.—General Assembly. Discuss problems of assessment and selection, inte-
gration of assessment and training. o

6:00 p.m.——Dinner;

7:30 p.m.——Discussion.Groups. Develop Interim Objectives (based on assumptions,
expectations, anticipation of trainees' needs and questions, phases of training, and
terminal objectives). Develop ways of assessing achievement of interim objectives.

- 6th Day

"8:30 a.m.——General Assembly. Compare lists of Interim Objectives. 4CategoriZe
and develop single list (perhaps break into groups by components). :

11:00 a.m.—General Assembly. Discussion of integration of components.

12:00 noon—ZLunch.

l§30 p.m.—Discussion Groups. Integration ofComponents. Explore Varioﬁs‘ways’
this can be achieved. Develop models and guidelines for planning and designing training

to achieve integration.
7th Day--Rest, Reflect, Plan.

8th Day——Begin designing specific traihing,érogram.» Meet in mixed groups or
general assembly as appropriate to achieve integration, exchange ideas, and keep every-
one informed of plans for each component. ' '

Instructions for most of the above exercises are included in this part of the
Guidelines. The person or persons conducting Staff Training should be completely con-
versant with the,;hosen experiential approach to training and should have read the

entire manual.

He should be prepared to make all presentations and should have handouts and all
forms ready for use. He might help the staff conceptualize their role in traircing
by providing the following as a model for learning, growtk, and development in training
(this should be related to the Volunteer Orientation handout and discussion) : '

Design of Training

. The staff training consultant should be available following the formal staff train-—
ing phase (beyond day 6) to assist the staff\in:adapting-thentraining_exercisés in other
Sections of Part II to their program needs. He should encourage innovation, the develop-
ment of new training exercises and experiences, but should help the staff design these
sc that they will be consistent with the experiential methodology. In particular, his
expertise in the development of meaningful exercises and experiences may be required.
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Volunteer Orientation Exercise for Staff Training
(Handout)

Relation
with Others

Human
Development
Orientation

Improved
Self Concept

Self
Crientation

L\

Creative Problem—-Solving
Skills

It is assumed that the trainee is quite self-oriented when he esnters training. One
of the primary tasks of the training staff is to help the trainee expand his knowledge,
understanding, etc., along the three continua in the above model and then to integrate
these into effective service, human development oriented attitudes, behaviors, and skill$
(all of this aimed toward and within the context of service as a Volunteer in the host
country). All three of these cut across the various components of training--largjuage,

technical, cross-cultural, etc.

In attempting to achieve the foregoing, the staff can anticipate and should be pre-
pared to cope with certain attitudes and reactions on the part of the trainees. These
can be classified generally as dependence, counterdependence, interdependence, and

independence.

Most trainees when they first arrive will be quite dependent on the staff to help
them get settled, find out what is expected of them, what they can expect, etc. Some
will bring counterdependent attitudes with them—-reactions against authority, the estab-
lishment, structure, etc. Others will develop counterdependency as soon as they are
breaking away from dependency. This often takes the form of hostility, cynicism, sar-
casm, withdrawal, etc., and is very difficult, particularly for an unseasoned staff, to-
handle. An understanding of the phenomenon of counterdependency will help the staff
member to accept and tolerate the verbal and nonverbal abuse he can expect to receive.

: §

If the staff persist and do not revert to the traditional staff role, the training
will move into a phase of interdependence, with staff and trainees working together to-
ward common objectives. This is a very rewarding and comfortable period of mutual re—

spect, acceptance, and cooperation.

This same sequence will quite likely have developed in the Discussion Groups, and the
Discussion Groups will now be cohesive, effective working groups. -The staff is obligated
to move the training beyond this stage to a stage of independence, however, because the
trainee will not have his group or the staff with him in the host country. Once the
trainees have learned to work effectively with others, the staff and Discussion Groups can
begin developing and supporting independence. . The trainee should learn- to think for him-
self, establish his own objectives (but integrated with those of the group), make his own
decisions, develop his own plans, and prepare for his two years service as a Volunteer,

\)ﬁerhaps separated from his group,visolated, and alone. The Discussion Group and staff can
EE lcflp him develop the strength and self—confideg?g to face this experience.
S | 20

T
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VOLUNTEER ORIENTATION EXERCISE FOR TRAINING STAFF
Instructions to Staff Trainer

Assign the staff randomly to groups of threa. Designate one member of each group to
be the Volunteer, the other two to play the role of host nationals. (Host nationals on the
staff should also be assigned randomly to the groups, some playing Volunteer roles, others

host natioral roles.)

The committee Meeting, or other appropriate situational exercise, and the Volunteer
Orientation handout should be used as the basis for the exercise. Those playing the roles
of Volunteers and host nationals should be briefed separately.

Volunteers should read through and discuss the Volunteer Orientation handout. The
project and human development positions should be explained carefully by the trainer to
make certain that the staff playing the role of Volunteers understand the differences
between the two. The Volunteers should then be instructed that they will be taking part
in two role-playing situations and that in one they will play the par: of the project-
oriented Volunteer, in the other the part of the human development—-oriented Volunteer.
They should be told that it is very important that they play their roles well, because the
staff members playing the role of host nationals will not be aware of the instructions the
Volunteers have received, and we are interested in seeing their reactions to the two dif-
ferent roles. The Volunteers should then read the instructions for the Volunteer in the
situational exercise and discuss the way a project or human development oriented Volun-—
teer might play this role. They should then recle play for a few minutes tc practice
using both orientations. A brief discussion should follow each shor”: role play to eval-
uate the effectiveness of the Voluntear in assuming the project or human developuent
orientation. Half of the Volunteers should be assigned to play the project role and half

the human development role.

The staff playing the role of host nationals should be briefed at the same time in
a separate group. They should read the complete instructions for the situational exer-
cise but should not be briefed on the Volunteexr orientations or told. that. the staff mem-
bers playing the role of the Volunteer will be assuming project or human development
roles. They should be told that it is important that they play their roles well, to cre—
ate situations that the Volunteer will have to respond to. They should present cultural
conflict, hostility toward the Volunteer, conflict between themselves, indifference to
the Volunteer's suggestions, or whatever other attitudes and behaviors might be typical
of the host culture. They should be told that it is important that they not dominate the
conversation at all times but that they force the Volunteer to react to difficult or con-
fusing stimuli. They should then role-play the situation, rotating so that each person
plays the role of both host national positiens and the Volunteer. Emphasis should be
placed on identifying behaviors and attitudes (both verbal and nonverbal) that might be
typical of the host natiomnal in such a situation. Each person should practice and be
critiqued by the others, if time allows. When the Volunteers are ready, however, the
trainer should announce that the time for preparation is up and the role playing will

begin.

All staff members should be assigned numbers for easy identification and to facili-
tate processing of data. (If Discussion Group numbers have been assigned, these can be
used.) Host nationals should be located, preferably in separate rooms (which might not
be possible) or at least separated by some distance in larger rooms. The Volunteer
should be informed of the location of the host nationzls with whom he is to meet and told
to approach them and begin the role-playing situation.

Before they meet, the host nationals and Volunteer should be told that the meeting
should not last longer tham about twenty minutes. It should be left up to them to de—
termine who shculd bring the meeting to a close and how. If it appears that the meet—
ing is not going to end after about twenty minutes, the trainer and assistant should walk
through and announce that time is up and the meetings should be brought to a close.

" QO lunteer and host nationals should go back to the rooms where they were briefed as
' RICs their meeting is over and complete the questionnaires. The trainer should explain
= tionnaires briefly, instructing the rater to indicate PCV or HCN (instructions te

o I T e,
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HCN) or HCN 1 and HCN 2 (instructioms to PCV). (It would be better if these were written
in beforehand by the trainer or assistant.)

When the staff trainees have completed filling out their questionnaires and handed
them in, they should be briefed for the next role-playing session. They should be as-
signed different roles for this session, however, according to the schedule (see sample).
Those Volunteers who played the project role the first time should play the human develop-
ment role the second time and vice-versa. Those staff who played host nmatiomal roles
should play a different host national role the second time. After a brief discussion of
the instructions for the second situation, the second role play situation should proceed
just as the first one. When the role play is over, Volunteers and staff should again
return to their respective rooms and complete the questionnaires.

All staff should then return to general assembly, where they are divided into
small groups according to the schedule. They are instructed to meet in their small groups
for approximately thirty minutes to share the instructions they received and to discuss

the exercise and its implicationmns.

Clerical help should be available to process the questiomnaires. As soon as the
first questionnaires are collected, someone should begin tabulating the data. (It helps
to have adding machizes available.) Responses for host nationals and Volunteers on each
item for each of the two conditions being tested (project versus human development) should
be summed separately and averaged (to the nearest 10th). When the second questionnaires
are collected, someone should begin tabulating the data from them. I*' is essential that the
questionnaires from the two role play situatiomns and that those rating the project or human

development roles be marked clearly and kept «er srate.

At the end of the discussion period, all staff should return to the general assembly
where the datz are presented, either on a blackboard or on newsprint. A comparison is
made of the responses on the questionnaire for the two different conditions, project and
human development, and if time allows, a comparison of role play 1 and role play 2 (with
project and human development combined). Data should show essentially no difference be-
tween role play l and 2 but comsiderable difference between project -and human development.
Alshort general discussion of reactions and implications should follow. :

This exercise is designed to demonstrate. to the staff their own reactions to the
two orientationc; as well as to acquaint them with some of the techniques, .concepts, and
materials to be used in training, and to allow them to experience the training themselves.
The staff discover through this experience that intellectual discussion of the differ-
ences between the project and human development. orientations is not nearly as effectiv:
as an experience of one's own reactions to the orientations. ' "

[ Z
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VOLUNTEER ORIENTATION EXERCISE

Sample Assignnent Schedule
(for 26 staff)

Session 1 Session 2
HCN HCN '
Orientation| PCV | 1] 2} 3 | Orientation | PCV] 1} 2§ 3
HD 4 516 j Project 4 | 251 8] 3
Proiject 7 819 HD 7 611
HD - , 10 11 p2 ) ‘ Project 190 9| 2
HD 16 17 18 Project 16 15 j20-
Project 19 j20p1 HD 1 19 | 26§23 hs
HD 22 23 R4 |26 Project 22 21 14
Discussions
Group 1 1-12 & 25
Group 2 13-24 & 26

Sample Assignment Schedule
(Given to Staff Trainees)

Session 1 ‘ 7 ‘ ~ Session 2
HCN ’ | HCN
_ PCY 1 2 3 S LBV | 1 2 3
1 {21 3 |35 | T BT 3
4 5 | 6 | ' ' 4 |25 8.
7 & 9 1 | | 7 6 |n
10 | m j3z | N T R A
13 14 15 . IR 13 rf'»f‘zal 17
16 17 |18 0 16 |35 o0
19 20 21 | | L9 26 |23 | 1s
22 23 |26 | 26 | . 22 21 |14
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Session Role Playing Questionnaire Name
Group No.
R Ee)
i %
] '§ i = Q Ratee
PO R T TP B I B = TN
F d B % 3 g oo W
4 5 0 o0 © 60 0 SO
> O v Z E=m o2 un O P>
1. Friendly 9 8 7 6 5 4 3 2 1 Hostile
2. Warm 9 8 7 6 5 4 3 2 1 Cold
3. Aﬁéépting 9 8 7 6 5 4 3 2 1 Rejecting
4. Supporting 9 8 7 6 5 & 3 2 1 Critical
5. - Tactful = 9 8 7 6 5 4 3 2 1 Tactless
* 6. Submissive 9 87 6 5 4 3 2 1 Dominating
7. Listens 9 8 7 6 5 4 3 2 1 Does not listen
8. Respectful 9 8 7 6 5 4 3 2 1 Disrespectful L
= . /.
9. TFlexible 9 8 7 6 5 4 3 2 1 Dogmatic
10. Cooperative 2 8 7.6 5 4 3 2 1 ~ Uncooperative
11. Agree with 9 8 7 6 5 4 3 2 1 Disagree with
12. Like to o 9 8 7 6 5 &4 3 2 1 DNot like to
_ work vwith : Mf’h‘
13. How much satisfaction did you derive 14. For creating good host national, PCV re-

HNWHU OO

from this session? 1 felt—

Very satisfied

Quite satisfied

Somewhat satisfied

More satisfied than dissatisfied
Equally satisfied and dissatisfied
More dissatisfied than satisfie
Somewhat dissatisfied :
Quite dissatisfied.

Very dissatisfied

lations, how effective do you feel

this session was?
Very effective
Quite effective -
Somewhat effective

NWHULON®W

1 Very ineffective

More effective than ineffective
Equally effective and ineffective
More ineffective than effective
Somewhat ineffective ’

.. Quite ineffective



VOLUNTEER ORIENTATION

Summary Feedback Sheet
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© @
- N
o 8 % o3 o & S
O - E = 3 1 E =— &
3] 3 O o o O o S o - -
2 & w o= & ¥ wu O P> Project Session 1 |Session 2
s @ - £ 2+ F oo o
1. Friendly————-—--———-Hostile
2. Warm——------——=---=-Co0ld
3. Accepting——————=—- Rejecting
4. Supporting—-——————Critical
5. Tactful-———————- Tactless
6. Submissive—-—————— Dominating
7. Listens—-—-——-—————-Does not listen
8. Respectful-——-————Disrespectful
9. Flexible——————--Dogmatic
10. Cooperative———-——-Oncooperative

"11. Agree with————-—--——Disagree with

Like t0 ————————-Not like to
12. work with work with
13. Satisfied-—-——-——-Dissatisfied
14. Effective————~——-Ineffective

NOTE: Twe identical feedback sheets should be used, one showing the ratings of the
project oriented and human development oriented Volunteers by the host nationals, the

other showing the ratings of the host nationals given by the project and human develop-

ment oriented Volunteers respectively.

35
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Staff Training

CRITICAL INCIDENTS EXERCISE

Instructions

In the following pages you will be presented with a series of incidents or situa-

tions which are typical of those found in Peace Corps training programs. Read each
incident carefully, studying the entire situation with all its implications. Then re-
spond to the following questions regarding the incident on the separate answer sheet.

1. How much do you agree or disagree with the attitudes or action taken by the
principal staff member in the situation? Indicate your response by selecting one of
the nine points on the scale provided for each incident on the separate answer sheet.

Write the appropriate number in the space provided.

2. When you have completed question 1 for a particular incident, indicate in a
very brief statement why you responded as you did and what you would do if you were
the staff member in that situation. The space for your answers is provided on the

separate answer sheet.
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(Example of the Critical Incidents Answer Sheet. Additional pages should be added,
depending on the number of items.)

Critical Incidents Exercise

For sach item, select yoﬁr reaction from the following scale, then answer the other
questions. The number you select from the scale should indicate- the extent to which you
agree or disagree with the opinions, attitudes, or actions of the staff member in each

incident.

° v
] 1] =] /]
-l - 3] ]
=] ) S @ 5. @
> > o Eo Eo 008 O > BN
— — 9 & - Nw — —
Q Q v o om woeom ow 3 @ a
U0 P T ] o wa Ed O i ¥}
0= 2aR N = o o © P ] -
— o @& 0 & o a S ow omH9 —Ha
0w oW ©ed B8 0T O0g od oO0/® o
E®e Eg®n oo 04d WK ud =0 EEN E N
O+ = O - w8 — 6 0 G &
CT <O0T AT AP <08 <H <o <Iood Od
1 2 3 4 5 6 7 8 9
1. Agreement What would you do?
Why? ‘
2. Agreement What would you do?
Why?

3. Agreement Whzt would you do?

Why?

4. Agreement What would you do?

Why?

5. Agreement What would you do?

Why?

6. Agreement What would you do?

Why?

7. Agreement What would you do?

Why?

8. Agreement What would you do?

Why?

8. Agreement What would you do?
Why?

O
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CRITICAL INCIDENTS

1. I had just terminated as a PCV and was asked to coordinate the community develop-—
ment program for Tumalio. I didn't have anything better to do for the moment and it really
sounded like a great idea--a good opportunity to tell it "Jjke it is," to tell trainees how
rough it is, how frustrating, how obstinate and lazy the Tumalians are, and what the system
is really like there. One good method of presentation is the role-play, so I wrote up one
of the frequent bribery situations I had encountered and to make it realistic asked some of
the Tumalians to help me. Well, would you believe they refused!!--and were mad at me to
boot. What do we have a training program for if we can't tell the trainees the truth?

2. The training program is over now and it's time for final boards. As far as I'm
concerned, all the PCTs want to go so who am I to say they shouldn't? Some of the staff
have a question about Joe, Mary, and Merv, but these are all great kids and they should
know whether they'll like it or mot. I'm not a psych or shrink--and besides, how could I
help kick someone out that'a friend? You know . . . like, what could I tell them?

3. 1 have come to America to teach Peace Corps people Swahili, to teach them about
my country, and to teach them how to teach math in my country. I have taught for tem =
years and am a very good teacher. I have been here four weeks now and everyone is very
nice but they have not asked me to help with the match teaching, except for one day when
they allowed me to tell the trainees about my job. I think I should watch them in their
practical classes and tell them what is good and what is bad. I asked Mr. Sim about this
and he said he didn't need me! I am very disappointed and very angry that I am not given
the opportunity to do more——after all, I know what my country needs.

4. I came here specifically to teach these trainees about health education; that's
what they hired me for and that's what I'm going to do. We're having a staff meeting today
on scheduling and I am going to ask for my four hours every afternoon. If I don't have
that much time I'll never be able to do my job. Many of them never even heard of health
education before! Language, etc., are important, but if the Volunteers don't know their
job skills, they'll be worthless. The schedule is everyone's problem, but if I don't
get my four hours, I can't do what I know needs to be dome.

-

5. I've been in training for two months now; and final boards are coming up. I
have such a problem I just don't know what to do. Ferdinand and I have been good friends
the whole program—he helps me with Spanish and I help him with English. Well, the other
day he wanted to go on a date. The guy-s nice, but not my type~—and besides I don't
have time. So I politely, I thought, said no. Now he says if I don't go out he'll put
a bad report about me in the boards. I just don't know what to do. :

6. Trainee: "Bill, can I talk to you a minute?"

Staff: "Sure, what's up?" :

Trainee: "It's about Jane (staff). She is really bugging me. Keeps riding me
about my lesson plans. Now you know how rough it is and how busy we ‘are. Just don't have
time with the schedule the way it is to do my best. You're a good guy and seem to under-
stand the trainees. Won't you talk to her for me-—and get her to lay off?"

Staff: "Sure, I'1l talk to her and see what I can do."

7. The Field Selection Officer did not liké to have many people sit in on mid-boards
or final boards. Consequently, each coordinator was asked to meet with his instructers to
discuss and determine a rating for each trainee. When the technical group was having its
meeting before final boards, the coordinator brought up a certain name. He was considered
fairly competent by the techmical staff. The coordinator gave a sigh of relief. "I was
worried about him" she said. "I'm glad you rated him so high as he'll need all the help
he can get. The 'psychs' bugged us at mid-boards about him because they think he's
schizophrentc." ' :

x 8. After final boards, many people were véry disappointed that Hank had been dese-
U _.d. Some of the trainees and several of~the staff united and pushed the cause for Hank.

S e
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There was a mass, silent protest in the training office, and many letters written to

Washington . There were three FAOs for the project. The one Hank was assigned to had been ™
particularly unpopular with the trainees and the staff in general. Washington reviewed %::)
the case and Hank was sent abroad only a few days behind his group.

9. Each trainee was supposed to spend a certain number of hours with a psychiatrist
before training was completed. The psychiatrist met with about one-third of the trainees
and two RPCVs each time. In one meeting we discussed cross-cultural differences and ad-
justing to them while overseas. He asked the male RPCV if there were any incidents in
the country which he could relate which showed clear cross—cultural differences. The RPCV
said that he was shocked and very uncomfortable when host—country nationals took his hand
while walking through town. He went on to say that later he became accustomed to hand-hold-
ing, and when he understood the people and the friendship implied by holding hands, he
actually appreciated it. The next day one of the language teachers came up to the RPCV
and asked him why he told the trainees that the people of his country were homosexual.

10. A training site was selected where there was no language lab, although there was
a lot of lab equipment. A language lab was essential because two languages were to be
studied. The Arabic language coordinator, an American, went about setting up a lab
in an old room. When completed, the ncw lab was adequate, but far from good. One of the
French language instructors, an engineer by profession, told the project director that he
could greatly improve the whole lab with but a few pieces of wire and general reorganization.
The project director talked to the French language director, who was alsc upset about the
lab, about arranging for the "engineer" to improve the lab. The French coordinator re-
assigned the engineer's teaching hours to give him time to work on the lab. The new pro-
ject took a great dezl of time. The engineer was angry he had not been asked to set up
the 1lagb in the beginning. The rest of the French ianguage staff were disgruntled be-
cause they had more teaching hours than they agreed on. Lastly, the Arabic coordinator
was insulted that someone was working on "his" lab, which he felt was adequate for the y:)

needs of the programn.

11. The project director wanted an air of familiarity during training. He encouraged
the staff to make themselves very available to the trainees so that they would feel free
to discuss with the staff any problems they were having. The trainees did confide in the
staff, especially the RPCVs. During the training project, a few in-country Volunteers were
sent home because they had used druzs. The FAOs were concerned that all the trainees be
made very aware of Peace Corps policy on drugs. Also they felt it best if they "talked"
to those individual truinees who were now using drugs and asked the staff to give them the
names (confidentially) of those trainees the staff knew were using drugs. There were many
ill feelings between the FAOs and the staff when the staff refused to cooperate.

12. I am a language instructor and have worked in Peace Corps training for three
years. All this discussion about total involvement and integration is great, philosophi-
cally. I work hard as a teacher, and after six hours or more in the class I need to get
away from the trainees and enjoy spending most evenings 'in my room. It's fine for other
staff members who will only be here for this one program to spend evenings and weekends
with trainees drinking and talking. As long as I prepare my work and have good classroom
relations with trainees, I don't feel that I have to do anything extra.

13. Some of the staff members in our program are having difficulty with their coordina-
tor. When he holds meetings with them, he exerts so much influence that few ever argue
with him, although many disagree. Outside the meetings, they say negative things about him
and laugh at him. This is becoming very destructive to the whole program, and since he
is not my coordinator, I think I should go dlrectly to him and confront him with this.

14, I'm a Spanlsh teacher, and lately the trainees haV° not been keeping up on their P
daily lessons. I'm frankly getting frustrated because we're not progressing. Today, {j)
one of my students told me that they've been working on some ''stupid" Community Develop-—
ment exercise and haven't had time to study Spanish. I told them that although Spanish
comes first and that without it they would have a difficult time in-country, if they didn't

Q tand their host culture and C. D. theories that they wouldn't be very effective as

[:RJ!:=ers. I told them to spend more time on :ggie other parts of the program.
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15. We as staff members have had many disagreements on selection. I have strong
convictions on selection from my own experience in training two years ago, but am in a
minority position among the staff. I have openly discussed my feelings about selection with
certain trainees and have found that they generally support my convictions. I think be-
ing able to discuss problems like this with trainees is healthy not omnly for staff-trainee
relations but also for the overall training program.

16. We Latins try as much as possible to mind our own business so as not to appear
imposing or presumptuous, but we are not against helping. Yet, it seems that because of
our heavy schedule of classes, the other staff have not included us in their content ses-
sions, and I must confess we feel slighted, not to mention the gap that is steadily grow-
ing. Some trainees have asked us why we don't coordinate and integrate our knowledge into
the other areas. All I can say is that since the other staff know their areas, they don't

need our input.

17. As a North American I resent the subtle air of superiority expressed by some of
the Latins in camp. I feel they ridicule my Spanish behind my back. They sometimes spread
rumors about the personal lives of "'gringo" staff members. They often view any new ideas
or changes as disruptions in their "world". I resent this and feel we should be more

selective when we hire language instructors.

18. Every Monday morning, we all get a schedule of the program events for the com-
ing week, and we have to stick to this schedule pretty rigidly. Our program coordinator
seems to know what he is doing, but he doesn't share his knowledge with anyone eise. Al-
though mzny of the staff are unhappy with this situation and have requested more staff
meetings, I am quite content bescause this allows me to work on my own part of the pro-
gram rather than wasting my time with scheduling and meetings.

19. An important part of our training program is feedback. The trainees are all
supposed to evaluate each other's performance and tell each other how they are doing, and
the staff is also supposed to coniront the trainees with this information. The trouble
with this is that the language instructors on our staff just will not give the trainees
any negative feedback. Although I have tried, I can't get them to do this, so I am mak-
ing a formal suggestion that they be asked to not give feedback any longer.

20. I am the Project Director for an im-country Training program. ZRscently one of
the trainees visited me in my office and complained to me that I was insemsitive and stu
pid. After listening and trying without success to reason with him, I kicked him out of
my office. I'm too busy to waste my time with an adolescent trainee.

21. I am a trainee in a Peace Corps program. Recently I have noticed that John,
a close friend of mine, has been drinking late into the night and locking himself in his
room. At times he appears very depressed and often speaks of his contempt for the Peace
Corps. I have thought about talking to the staff about John's problems, but I decided
against it. I wouldn't want to have his deselection on my conscience.

22. I am an assistant coordinator in TEFL and have just realized that I am falling in
love with one of the TEFL trainees in my program. It is difficult for me to maintain my
staff role when we are together, and it is impossible for me to offer objective evaluation
data. In addition, our dates are causing comments among both staff and trainees. I'm
afraid we will have to stop seeing each other outside of classes.

23. When I returned to the States after PC, I found that while everyone at home was
glad to see me and asked about my two years overseas, they just didn't understand what I
tried to tell them about it. When I came to the training site, I thought that finally I'd
be with "my own people” and could really talk about my eXperience. I've been very dis-
appointed fo find that the trainees see me as part of the establishment and don't really
seem to want ¢o hear all of the things I could tell them——-things they should know. They
are only a few years vounger than I am, but there’s a real "generation gap" between us.

74. When I was a trainee, we had a really messy selection program. A lot of beauti-
ple were deselected for no good reason——and it still rankles. Now I suddenly find

Q
i >
ngﬁmu; on the other side. The thing is thé trainees like and trust me and tell me about
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all of their problems and what worries them most about Korea--and frankly I haven't got it
in me to trust an assessment officer with what I know.

25. I had plammed for the HCN coordinators to sit on the final board and had talked
to them about it. I felt they knew most about their country and its TEFL and would be
obviously helpful in the decisions. Then the desk officer objected--she feels the HCNs
lack our familiarity and facility with psychological terms and would be alarmed at the
possibility that a PCV had had, for example, psychiatric treatment, and that those with
Ministry commections would pass this information to the1r superiors. I don't know how
I can explain their exclusion to these people now.




PERSONAL DATA FEEDBACK RATING FORM

Ratee

Name

Circle the number which you feel most closely approximates the extent to which the ratee
performs the following functions:

Task Functions

1. Initiating, Contributing 1 2 3 4 5 6 7 8 9 0
2. Information or Opinion Seeking 1 2 3 4 5 6 7 8 9 0
3. Information or Opinion Giving 1 2 3 4 5 6 7 8 9 0
4. Elaborating, Clarifying 1 2 3 4 5 6 7 8 9 0
5. Orienting, Summarizing, 1 2 3 4 5 6 7 8 9 e
Evaluating
6. Standard Setting 1 2 3 4 5 6 7 8 9 0
7. Procedural Maintenance 1 2 3 4 5 é 7 8 9 0
Maintenance Functions
8. Supporting, Encouraging 1 2 3 4 5 6 7- 8 9 0
9. Gate-keeping, Expediting 1 2 3 4 5 6 7 8 9 0
10. Harmonizing, Compromising 1 2 3 4 5 6 7 8 9 0
1i. Providing Feedback, Observing 1 2 3 4 5 6 7 8 9 0
Process
12. Tension Reducing 1 2 3 4 5 6 7 8 9 e
Self-Oriented Functions
13. Following 1 2 3 4 5 6 7 8 9 0
14. Aggressing 1 2 3 4 -5 6 7 8 9 0
15. Blocking 1 2 3 4 5 6 7 8 9 0
16. Nitpicking 1 2 3 4 5 6 7 8 9 0
17. Dominating 1 2 3 4 5 6 7 8 9 0
18. Recognition Seeking 1 2 3 4 5 6 7 8 9 0
19. Monopolizing 1 2 3 4 -5 6 7 8 9 0
20. Sympathy Seeking 1 2 3 4 5 6 7 8 9 0
21, Withdrawing, Avoiding 1 2 3 4 5 6 7 8 9 0

Involvement
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M..*
< Observer
1. Initiating, suggesting, proposing
2, 1Information giving
3. Opinion giving
4, Information seeking
5. Opinion seeking
6. Elaborating, clarifying
7. Seeking clarification
8. Summarizing for the group
9. Testing for agreement, consensus
10, Indicating agreement
11, Indicating disagreement
12, Supporting, encouraging
13. Gate-keeping, facilitating
14, Harmonizing, compromising
157 Observing group process
16. Tension reducing, joking
17. Providing feedback
18. Complaining, criticizing
19, 1Idea killing (it won't work)
20. Talking about self
21. Discussing outside issues or events
22. Attacking another participant

PROCESS OBSERVATION

Date

Group

Initials of Participants in Seating Order

2 3

4

5

6

7

8

10

Q
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Sample of Staff Training Objectives and Three-Week Program

The following detailed list of staff training objectives were drawn up by Mike Tucker
and other members of the Puerto Rico Training Center. The program described was developed
for a Latin America training program and demonstrates generally the kinds of activities

that are needed to accomplish their objectives.
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Staff Training Obiectives

The general goals for a staff fraining program that can deal with the problems dis- {:)
cussed above are:

to develop the necessary language instruction and cross—cultural training skills

o
among the participants;

o to help the training staff become a cohesive, well~functioning team;

o to develop capability to resolve competition and conflict among staff membexs

and between staff and trainees;

o0 to explore dethods of developing a learning climate of collaboration and trainee
participation without neglecting the staff's overall responsibility for the con-

duct of the program; and

o to help the staff clarity training objectives and develop a comprehensive and
detailed action plan to achieve them.

More sPecifiéally, the staff training objectives are outlined as follows:

1. Language Instructor Skill Development

By the conclusion of pre-program staff training, each language instructor should
demonstrate:

o a satisfactory performance in teaching the Spanish language accordimg to the audio-
lingual method of imstruction; ,~>

o a knowledge of the cross—cultural, experiential training methodology; and

an enthusiasm in his or her style of instruction sufficient to create a high
motivation to learn among trainees. -

2. Cross—-Cultural Instructor Skill Development

the conclusion of pre-program staff training, each instructor should demonstrate:

o the ability to design and conduct cross—cultural training exercises within a total
cross—cultural, experiential training program; '

o the ability to design and conduct development group laboratory training exercises;
and

o an understanding of the audio-linguai method of language instruction.

3. Team Building

In order for an effective team to develop among the members of a training staff, the
nembers should demonstrate the following by the conclusion of staff training:

o a willingness and ability to get to know and become personally familiar with the
other members of the training staff;

o an ability to communicate openly and non-defensively with other members of the
training staff;

an ability to give both support and constructive criticism to other members of
the trainine staff;

o

. QO -~
4145RJ}:an interest in raising and discu§§ing issues of concern such as problems related
EIEETE:o the conduct of training or of working within the Peace Corps; and
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o a willingness and ability to explore methods and procedures for the resolution of
personal or group conflicts.

4. Design and Preparation of Specific Training Programs

By the completion of the pre-program staff training, the staff members should produce:

o a statement describing the purpose of their particular training program;

a small set of comprehensive but general objectives, stated in behavioral terms,
which the trainees should demonstrate upon the completion of training in order for
them to have met the purpose of the training program;

o a plan for the systematic integration of the people and the components of the
training program;

a workable system or plan for measuring the progress of all trainees at least

o
twice during the program; .

o a workable plan for incorporating measures of trainee performance into the assess-
ment evaluation model; ‘

0 a complete and workable system for implementing the assessment-evaluation model
across all training components and among all staff; one which emphasizes adequate
communication among staff and trainees;

o a workable plan or method for implementing individualized training for those who

alreadymeet certain of the objectives or who do not meet objectives aiv a mid-
program progress check, and

o a list of staff resources.

5 The Organization and Structure cf the feace Corps, Peace Corps Training, and

5.
Individual Training Pregrams
By the conclusion of pre-program staff training, each staff memter should demonstrate:
o an understanding of the Peace Corps as an organization (e.g., its goals, aims,
purpose, methods, etc.);
o an understanding of the general goals, aims, purposes, and methods of Peace Corps
training, including something of its historical development; '
o an understanding of the roles and relationships of other staff members and their
operations and how these relate to one another and to their particular program;
-0 a knowledge and understanding of the organizational roles and relationships of the
staff in their program; '
o a knowledge and understanding of individual job descriptions and roles in particu-
lar programs;
o a knowledge and understanding of individual roles with tiainees as project directors,
coordinators, or instructors; '
o a working knowledge of the concept of trainee independence with freedom of expression
between staff and trainee and trainee and staff; ‘
o an understanding of and commitment to the assessment—evaluation model for their
program; , '
, 0 the ability to recognize and to deal with the difficulties related to cross—cul-
Y . tural communications, perceptions, and understandings among staff and trainees

[ERJ!: and between the two groups.

s : !E;
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6. Concluding Commitments
e

N

the conclusion of pre-program staff training, each staff member should demonstrate: .

By

o a commitment to a set of self-defimed goals and training philosophv which is
consistent with those for the program as a whole and which will resuit in the
trainee product agreed upon; and

o a thcrough knowledge and understanding of the jobs and roles for which the trainees

are being trained.

Staff Training Program Design

The objectives listed above can be achieved as a result of an intensive three-week
staff training program at a site conducive to uninterrupted study, discussion, and analysis.
The program can proceed roughly according to the following design:

1. Week l--Personal and Interpersonal Development, Team Building, Learning Philosophy
Methods, and Techniques

The first week of training begins with a clear statement of the objectives for the
staff training activities and a discussion of the participants' expectations in relation to
these objectives. A series of communications and interpersonal relations exercises are con—
ducted, beginning with one-to-one discussions and building up to interactions among func-
tional groups. Exercises are conducted zné experiences provided to familiarize all of the
participants with the Experiential learming methodsliogy of cross-cultural training and the
audio-lingual method of language instruction. The staff, in order that they become aware
of their own feelings and reactions to these experiences, participate in these exercises
in much the same way as trainees do in their programs. Presentations and discussions are Ba
interspersed throughout these exercises in order to clarify the rationale of the learning o

philosophy and methodology.

i’

2. Week 2—-Training Skills Devalopment

The second week of training is conducted in two sections, the language coordinator and

instructors developing their skills in the audio-lingual method of language instruction, and

" the project director and cross—cultural training instructors developing their skills in the
Experiential learning methodology. These activities are, of course, conducted experientially
with the language people involved in a great deal of practice teaching and micro-teaching,
utilizing closed-circuit television for review and critique, and the cross-cultural training
occurring in small discussion and analysis groups. It has proven quite effective to conduct
the cross—cultural training according to an intensive, three-day instrumented laboratory,
implemented by a qualified trainer who is not a member of a program staff.

3. Week 3--Planning and Design of the Training Program

The participants are brought together again in functional groups for the finzl week of
training, in which they organize what they have learnmed and plan their particular program.
The staff trainer serves as a consultant o the participants, as they design and present
their respective components of the program to the total functional group for discussion and
adoption. It is intended that the training staff have their program plamned and designed
by the end of this week, with specific respomsibilities and roles defined, sc thar they

can implement the program immediately.

Continuing Staff Training Consultations

The staff trainer should maintain a continuing relationship with the staff during the %:)
implementation of the program. This follow-up provides consistency and continuity among
programs from the intensive staff training experience, and supports the respective staffs
in their continuing development of expertise with the Experiential training methodology.

Aruitoxt provided by Eic: ™
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Examples of Training Objectives

The following examples of and guidelines for setting training objectives are included
to aid staffs in setting their own——a crucial Step in designing a training program.

we would suggest that criteria for the development of Terminal Objectives should in-
clude the following:

1. An objective should be stated insofar as possible in terms which are mutually
understood by both trainees and staff. There must be agreement as to the specific meaning

of a stated objective.

2. An obiective should be stated in behavioral or operational terms insofar as possi-
ble; (operational meaning defined in terms of the operation involved in doing something—
the procedures, stews, etc.; behavioral meaning observable behavior which indicates achieve-

ment of the objectives).

3. Minimum levels of acceptable performance should be specified.
4. An objective should be stated in such a way that achievement can be measured.

Of course, many objectives in a training program may be impossible to state precisely
using the above criteria; i.e., '"'to create a sense of brotherhood.'" These objectives should
not be avoided, however, even though it is understood that they cannot be reliably measured.

These are among some of the most important Terminal Learning and Achievement Objectives,
however, and should not be dismissed because they don't fit the criteria of definition in
behavior terms. Trainees should be included in the process of defining objectives in an
attempt to arrive at agreement and avoid confusion. Examples of objectives of this type
follow, most of which are considered applicable for a trainee in any Peace Corps training
program. They should be redefined for sach program, however. It is unlikely that in their
present form they would be completely acceptable to any group of staff or trainees.

1. The development of a process of self-inquiry, learning, and discovery.

2. Self-confidence in the ability to perform effectively as a Volunteer, the industry
to apply himself diligently to the task, and a personal semse of responsibility to do the

best with little or no supervision.

3. Understanding of ‘the people, culture, and way of life, and particularly of the
kinds of problems that he as an American Peace Corps Volunteer, a product of his own cul-
ture, might have in the host culture. Ab;lity to adapt to the slower pace and a different

way of life.

4. Increased ability to work within a system which he might perceive as rigid, bu-
reaucratic and authoritariam.

5. Ability to learn from mistakes and to modify attitudes and behavior accordingly.
6. Ability to continue learning about the culture and the people throughout Peace
Corps service.

7. Ingenuity and resourceful

ness to develop opportun_ties for meaningful service
beyond assigned responsibilities. :

2. Increased ability to tolerate ambiguity, loneliness, frustration, and disappoint-
ment, and to adapt to the slower pace and isolation.

9. Increased ability to cope with, adapt to, and live and work under difficult and
trying conditions. Resilience (the ability to bounce back and keep going in the face of ;
difficulty, setback or defeat) and ability to sustain a healthy, positive, optimistic out- :

Q and not submit to the stagnation of despajr, despondency, cynicism, negativism, pessi-
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10. An interest in the ability to make meaningful contact with a wide variety of
people, to get to know them as individuals and to let them get to know him as an indi- gi>
vidual and as an American. Not limiting his contacts to a few friemnds or to relation- "
ships on the job. Not retreating or withdrawing from the culture, associating only with a
few close friends, with other Volunteers, or staying in his room to read books, etc.

11. Active.involvement in constaantly striving to learn more about communication and
to improve his ability to communicate.

12. Active and sincere interest in learning more about the culture, the country, and
the people. Curiosity, seeking of increased understanding.

13. Genuine, sincere interest in the people as individuals, not as objects of curiosity
but as human beings, persons of worth. The ability to communicate this interest to others.

These examples, vague as they are, can be separated into subcategories of objectives,
such as Personszl Development, Interpersonal Development Social Skills, Communication Skills,

Cross—-Cultural Sensitivity and Awareness, Technical Skills, Problem Solving Skills, etc.
A few examples are given to provide sc.e guidelines for planning:

1. Personal Growth and Development

a. Increased self-insight and understanding—--particularly in relation to the
values, beliefs, attitudes, goals and expectations of the trainée as they relate to his ser—
vice as a Peace Corps Volunteer in the host culture. An awareness of areas of possible con—
flict and his ability to cope with this conflict.

b. Increased self-confidence and self-reliance, with resulting increase in self-
acceptance and self-esteem. Reduced defensiveness and increased ability to own up to his :
behavior and to accept criticism. i }

c. Reduced need for recognition, reward, status, control, power, freedom, struc—
ture, guidance, etc. :

d. Increased self-regulaticn and self-control, reduced hostility, aggressiveness,
and competitiveness. Ability to absorb hostility from others.

2. Social/Interpersonal/Communication

No matter how technically qualified a Peace Corps Volunteer might be, he will not be
successful unless he can work effectively with others. The following objectives are

essential:

a. Awareness and understanding of his effect on others (peers, staff, and host
country nationals) and their effect on him. Ability to modify behavior, based on this
awareness.

b. Sense of responsibility to the host national people and government, to the
Peace Corps, and to the people of the United States. - Understanding of what this responsi-
bility entails.

c. Ability to develop effective relationships with host national and Peace Corps
superiors, with peers and counterparts, with students if he is:a teacher, and with the
people of the community.

d. Increased concern and comsideration for others (sensitivity, understanding, and ¢
empathy) . ‘:i)

e. Increased ability to communicate, particularly to listen with understanding.

) £. Increased interest in others (genuine‘interest in anmother person :

Q p as a person
B 'd—= ivenes .

al[{l()d natured responsiveness to other people if’

N
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g. Increased ability to relate to others in a way that is neither punishing,
threatening, intimidating, demanding, degrading, humilitating, nor belittling; and the
ability to relate with warmth, acceptance, understanding, tolerance, and patience.

h. Increased tolerance and appreciation for ideas, values, beliefs, attitudes,
behaviors, standards. customs, and traditions quite different from his own.

i. Increased ability to live and work harmoniously, creatively, and productively

with others.-
j. Increased ability to gain the trust and confidence of others and to be open and
trusting with others.

3. Development of Human Potential

As a Volunteer the ability to support and promote the development of human resources
of the community r agency with which the Volunteer will be working for self-reliant and
independent grouwth, development, and improvement is important. The following objectives
relate to the devei.pment of human potentialities:

a. Understanding of the Volunteer's own attitudes an. -havior in relation to
the solution of human problems, particularly those problems of a Jd-veloping society.

b. Increased understanding of the role and techniques of the catalyst or change
agent in helping others learn to help themselves. Improved skill as a change agent.

c. Increased ability to work with and relate to others in a way that wiil pro-
mote their self-respect, self-confidence, and ability to use their own resources to solve

their own problems.

d. TIncreased ability to support and assist others in achieving creative but practi-
cal solutions to their problems.

e. Increased ability to develop relationships with other persons that will be
mutually rewarding, satisfying, and growth producing.

f. Development of ability to subordinate his own needs to those of the host na-—
+rionals with whom he will be working during his two years of service.

g. Understanding of the special problems of relating to and working effectively
with host nationals in a nonthreatening, helpful, and supportive manner. Developing the

skills to do so.

h. Increased understanding of the dynamics of personal growth and development,
facilitators and inhibitors. Understanding of conditions that prevent and conditions that
allow growth and development. .

i. TIncreased skill in working with groups in a way that promotes constructive
attitudes and learning, growth, and development of the group and individual members of

the group.

4, Problem Solving

Development of a process of problem—solving in a creative, judicious, comscientious,
and responsible manner. This includes the following:

a. Increased ability to anticipate, recognize, and identify problems that need
to be prevented or solved, particularly the interpersonal problems which might interfere
with the accomplishment of the technical task of achievement of Feace Corps objectives.

R\(jms, interpretations, and solutions as ‘they relate to the task at hand; ircreased flexi-

Q b. Increased willingness and ability to recognize and consider alternative view—
, .
- .ty, openness to new ideas. SS() /
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c. Increased ability to avoid snap decisions and withhold judgment until all
facts have been considered. ;f)

d. Ability to adapt to the culture and conditions. Flexibility. Ability to
fit into the culture without giving up his own and going native.

These are examples of only a few of the terminal objectives that should be defined for
and during a training program, by staff and trainees. The trainees themselves should dis-
cuss their importance and their relation to their Performance Objectives as Volunteers.
The trainees should relate these objectives to incidents, and particularly to role rela-—
tionships, and should recast the objectives in terms of actual behavior, actiomns, and
attitudes implied. In so doing, the trainees can develop ways of measuring performance
against these objectives and can provide ore another with feedback relative to the way
each person is perceived in relation to each objective (assuming that performance or be-—
hav.or during training is related to performance capability at the end of training and
actual performance as a Volunteer following training). Staff can assist the trainees in
developing methods of measuremeat and in obtaining and procissing measurement data (see
the section on Continued Assessment and Evaluation in Part I).

It is necessary that the staff, based on an understanding of the Terminal Objectives
and the training/learning philosophy and methodolugy, then develop Interim Objectives,
to allow for a logical, sequential, and incremental learning program that will effectively
and efficiently achieve the Terminal Objectives in the time allotted. These include not
only learning objectives directly related to the Terminal Objectives, but objectives related
to the development of an effective learning community, particularly objectives related to
the use of the experiential learning model and the effectiveness of the learning groups.
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TRAINING GOALS
(Bandout for Trainees Developed by Puerto Rico Staff)

Training Goals: At the close of training you will be expected to be able to:

A. identify the cultural characteristics that have influenced your behavior in the

U.S.,

B. identify the cultural characteristics that have influenced your behavior in
Puert.» Rico,

C. generalize from the two previous experiences to your possible cultural adapta-
tion to Costa Rica.

Training Objectives: To reach the training goals, the training objectives below must
be met with your being able

1. to demonstrate a reduced need for status, power, recognition and reward through
increased sensitivity and openness and increased self-reliance and self-confidence,

2. to demonstrate an ability to deal skillfully in a human interaction group situation,

3. to be able to interact effectively within the Puerto Rican culture and to gener—
alize from this interaction to adjust to the Costa Rican culture.

To reach the above training objectives you will carry out certain performance ob-
jectives through group discussions., role-play situations, critical incidemts, peer ratings,
community development incidénts, which in turn will be 2valuated in generalization sessions
in which you will be able to evaluate your performance throughout the development of the

training programe.

You will be given personal-group evaluation forms to assess yourself after each group
meeting. The trainer will look them over with you and give you feedback on your performance.

Training Objective #1: To demonstrate a reduced need for status, power, recogmition,
reward, through increased sensitivity, openness and increased self-reliance and self-

confidence.

The first training objective will be reached after doing the fcllowing:

1., to identifytthe nature of your feelings, reactions, attitudes and your impact
on other members of your training group, :

2. to identify the reactions of other members of your training grdup and their impact
cn yourself, : )

3. to respond non-defensively to comments by others on your own behavior,
4. to decide when to modify your behavior after feedback has been given,

5. to be able to expose your own feelings in your training group without fearing
rejection.

The above performance objectives will be measured in group performance sessions,
making use of personal evaluation in a group and personal role inventories.

Training Objective #2: To demonstrate an ability to deal skillfully in a human inter-
action group situation. T : .

Q :
[SRJ!:fhis training objective will be reached by doing the following:

s 9”1523
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1. identifying the roles the trainee takes in a group and explaining how it affects
you as a member of the training group, ;t)

2. identifying the role assumed by you in your group and how it might affect the
other members of the training group,

3. identifying the functions assumed by members of your training group.

The above performance objectives will also be measured by personal role inventories
and personal evaluations in a group in the generalization sessions.

Training Objectives #3: To be able to interact effectively within the Puerto Rican
culture and to generalize from this interaction to . adjust to the Costa Rican culture.

You should be able to:

1. identify different patterns of response to new cultural and social situations,
2. identify and assess your ow: responses to cross-cultural encounters,
3. accept and act on feedback relating to your behavior,

4. deal with the Costa Rican institutions in a cooperative manner, accepting guid-
ance and giving information, when needed, properly,

5. demonstrate an understanding of the political, economic and social institutions
of Costa Rica.

The above objectives will be met through area studies, role play, critical incidents -
and will be evaluated in the generalization sessions by the same means. i )

(’;Nl\i
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STAGING
Sample Schedule®

Field and Training Participation

The participation of field and training personnel in staging activities has proven
effective in providing trainees with a consistent, integrated impression of their fu-
ture experiences as Peace Corps Trainees and as Volunteers. The following sequence of
activities was designed with exercises interspersed among formal presentations to create
an urgency for learning among the trainees and to be certain that they gain a feeling for
as well as an intellectual understanding of their fnture Peace Corps lives. This sequence,
with a brief explanation of each activity, is outlined below.

I. General assembly - Welcome and Orientation.

A. Staging staff provide a complete descfiption of the week's activities, includ-
ing the rationale, scheduling, anZ objectives.

- A complete orientation to all of the components of staging activities is es-
sential for the success of this endeavor. The trainees must be thoroughly cognizant of
what will be expected of them and what they will be going through so that nothing that
happens during the week will come as a surprise. This information shoutld be presented in
writing and discussed with the trainees by the appropriate member of the staging staff.

II. Training groups - Introductions and Expectations.

A. Divide into groups of six; everyone introduce themselves to the group (per-
haps using the back-of-the-head exercise); discuss the coming activities and define the
expectations of the group members.

Experience with conferences and training groups has demonstrated that it is

very important to assess the expectations and attitudes of the participants at the outset.

It is often found that the objectivies for the activities designed by the organizers of a
conference are not fully understcod or are in direct conflict with the expectations of the
participants. Session II will provide the participants with a reference group for discussion
and comparison of ideas; will provide an opportunity for the participants to react to the
statements made by the s~aff concerning the objectives of the week; and will give the partici-
pants time to assess their expectations and define what they want to gain from involvement

in the week's activities.

III. General assembly - Expectations and ijectives.

A. Each group report on its expectations and everyone compare the expectations
with the objectives and activities to follow.

This session will allow the staff and all of the participants to gain an assessment
of "where everyone is at" regarding the purposes and activities of the staging week. Any
nisunderstandings or conflicts of intention can be determined and worked out through fur-
ther explanation znd negotiation in the general assembly.

IV. General assembly - The Peace Corps In-Country, Part I.

A. The country staff present a series of discussions, using color slides and
other visuval aids, focusing or the following topics: ' '

*Prepared by Mike Tucker and Puerto Rico Training Staff
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1. The country, its geography and history.

S

2. The people.

3. The economic and social development of the country and the involvement of the
Peace Corps in this development.

V. General assembly — The Peace Corps In—-Country, Part II.

A. The in-country staff continue their presentations, discussing the following
topics:

1. An overall view of the Peace Corps in-country; its organization, struc-—
ture, programs, philosophy, and policies.

2. The rationale and objectives for the particular program, and descriptions
of the host country agencies involved.

B. This session is terminated by the staff explaining that, rather than mzke
an attempt to directly describe their future jobs in-country, a wcrk-sample situational
exercise would be conducted during which they could participate in or directly observe an
example of their future activities as Volunteers on the job.

VI. Training groups - Situational Exercise (See Section C)

A. General assemblv break into two groups for work sample situational encounters
based on the role-model for the project. Exercises conducted in Vignettes {(Section B) so
that those not participating are directly observing the interaction.

B. Meet in the same small groups of six as before, discuss the encounters and {i}
observations in specific terms such as what was the nature of the Volunteer's job, what ‘
he was trying to accomplish, how successfully he handled the situation and other insights

gained.

This exercise is an attempt to involve the participants in a live experience/demon-—
stration of the problems and frustrations they will encounter as Volunteers in this
program. It is an attempt to reduce important elements of the total overseas job {role-
model) to a thirty-minute interaction. According to the Experiential Model, this experience
should be much more meaningful to the participants than an oral or written presentation
of their job descriptions, and in fact, should augment further discussion by creating the
urgency for more information concerning the encounter, tke job description, and the role

of the Volunteer.

VII. General assembly — The Peace Corps In-Country., Part ITI.

A. Before the in-countrv staff resume their presentations, the training staff
briefly introduce the Experiential Learning Model, (Section B) referring to the Situational
Exercise as an illustration.

B. The in-country staff continue their presentations, following directly from
the Situational Exercise in discussing the following topics:

1. The role model for the Volunteer's involvement in this program;

2. The Volunteer job descriptions.

_ C. This session is terminated by the staff explaining that an understanding of j”)
the job descriptions for this program would be furtber elaborated through a case study R

“ad

axercise.
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VIII. Training groups - Critical Incidents Exercise.

A. Participants individually complete work on four incidents.

B. Meet in the same groups of six as before, groups select two of the foux
incidents, and complete group consensus on these.

IX. General Assembly ~ Tne Teace Corps In-Country, Part IV.

A. Before the im-country staff resume their presentations, the training staff
further elaborate on the Experiential Model, using the Critical Incidents Exercise fSec-

tion C) as illustration.

B. The country staff present the last of their discussions, generalizing from the
critical ‘ncidents in discussions of the Volunteer's job in~country, working conditioms,
and cross-cultural problems.

X. General Assembly - Peace Corps Training.

A. Training staff preseni a series of discussions on training following from the
previous situational training experiences. Presenations augmented by slides, Charts,
and the core syllabus for the training programs, focusing on the following:

1. The function of Peace Corps education as the process through which Train-
ees are developed from existing levels of ability through the attainment of learning
objectives sufficient for effective overseas performance according to the role model

for a specific program;

2. Further elzboration and complete discussion of the Experiential Learning
Mode. in contrast to the traditional, including examples from cross-cultural and technical

training;

3. A description of the vhird-culture experience or any non-residential other
special mc ~1 being used;

4. This session will terminate by the training staff expla‘ning that a fur-
ther illustration of the Experiential Mcdel will be provided through a demonstration of
the audio-lingual method of the host language instruction.

XI. General Assembly - Audio-Lingual Languaze Instruction.

A. Trainees engage in a demonstration of the Experiential Learning Model
through a language learning experience, during which they will learn one or two dialogues.
Trainees not participating directly in the exercise will observe; the total group discuss
and comment following the demonstration. If the group is small, all can participate.

This exercise should provide the participants with a "feel" for the training activi-
ties that will involve most of their time during the next three months. It will also help
to make it :zlear that the experiential Model involves all components of tue training prc-
gram.

X1I. General Assembly - Force Field Agpalysis,

A. Trainirg staff present the TForce Field Analysis (Section B) method, engaging
rhe group in a demonstration ¢f the method using involvement in staging week activities
as the subject for analysis. :

B. Trainees given the assignmeat to individually complete an analysis on the force
i ¢4 ageinst their decision to enter the Peace Corps.

At this point in the staging participants should have fairly clear impressions of
[:RJ}:cneir future Peace Corps experiences. ' Tiis exercise was designed to help them integrate

rorecrosieio enc) Q

»

s L e e v T @Y S na e Ty e S MRS v e




A-104

these impressions and to 8Ssess themselyes against the requirements for effective perfor-

mance during training and Prodyctive service as Volunteers. They will be told that their
individual analyses will be strictly confidential, that they need not share the infor- ' ¢:j)
mation with anyone, apd tbat they are asked to complete it simply to help orgamize their

thoughts concerning their decigions for becoming Peace Corps Volunteers.

Training groups = Discygsion of Analysis Results con Decisions .to Eater the Peace

XIII.
Corps. (optional)

A. If any of the small groups desire to do so, provide time for them to compare
and discuss the results of thejr individual analyses on reasons for and against re-

maining with the Peace CorPs.

Tt is important that the confidentizlity of the analyses be left to the discretion
of the individual participPamts, but it is hoped that they will engage in a discussion
of this information with Othars. Because individusl situations become even more clear
and reasoned when compared witp those of other people, this session could be the key to
the success of the activities ro follow during the rest of the week.

Review groups - Reviéw of EXPEeriences and Suggestions for Further Activities.

XIV.
A. Meet in several 8Troups with varjous staff discussion leaders to:
1. Review the completed €xperijences in relation to the objectives and ex-
pectations for the staging week; and

2. Gather inforhation and plan further activities for involvement of the

country and trainiag staff.

57
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Section B

THE NEW CULTURE. AND THE LEARNING COMMUNITY

One of the most difficult problems encountered in Experiential Training is that
of breaking the trainees from their traditional orientation and achlev1rg cooperative
and responsible involvement in the Experiential Learning Process. It is essential’
that we constantly look' for new ways of introducing Experiential Training, in a way
that is not only acceptableto the trainsces but underetandable, 50 that they can be-
gin to participate“actively ln the process.

Another- problem is that of mak1ng effective ‘use of the frustratlons, proolems,
developments, and achievements, in ‘the training program itself as a learning exper-
ience. The multitude of problems that arise when a large number of persons with dif-
fering expectations are brought together:,. as welli'as ‘the nature of the training pro--
gram itself, results in highly relevant SLtuatlons and experiences that ‘can be. used
vETY effectlvely as learnlng opportun1t1es in an Experzentlal Program.

In a Traditional Program, where the emphasis is on information transmission,
such problems are usually disruptive and it is probably wise to dispense with them as
quickly and as painlessly as possible. 1In an Experlential Learnlng Program,  however,
these problems, if handled correctly, very often result in more :learning .than any ex-

~ercise or situation that could be devised by the staff: It is essential, however, . that

the trainees and the staff recognize the relationship of these problems to the objec-

tives of the training program; ‘that.is, . preparlng the tralnees .to llve and work ef-
fectively in another culture.* : Lo :

In a sense, then, br1ng1ng together a number of dlversD personal:tles in a new.
setting results 1n the tralnlng communlty 1tself becomlng a neW culture.‘

In fact, the more diverse: the tra1n1n0 group, the more potentlal there is for
learning from the formation of ‘a: new ‘culture and: communlty -This should prove partic-
ularly true as Peace Corps begins to incorporate more of the_NewﬁDirectionsrVolun~[
‘teers--older, often blue-collar- ‘workers, “and their families. :Past programs. combining
these older, experienced, technically . ‘oriented trainees ‘with the usual youthful, ideal-
istic and academlcally-orlented recent graduates have'provided a wealth of learning "
and experience. - “The confrontatlon and cooperation has proven a-source of .enormous
growth for both groups as'they- struggle ‘to build a communitythat can come to terms

‘'with the problems of ‘the generation gap, the practlcal and the ldPal tne techn1cal
man and tbe llberal arts graduate.,m e R e

-,}__;'v ot

For, to functlon effectlvely, the community must develop 1ts .own.; norms, stan-“
dards, expectatlons, rules;: sanctlons, and values;. If- the tra1nees and:; the staff can

- lookiat the- communlty in this sense.and examine the culture in- formatlon, a great deal ’

can be learned that'is lmmedlately transferable .to the’ Volunteer 8: s1tuatlonf1nuthe o
host. country. . The process of Experiential Learning helps the trainee ;examine:the’ prob-"
cess of adjustment to this new cu]t ure and community.. ‘He is able to examlne the pro—'
lems  and difficulties he. ‘encounters and his: oW learning and growth-as: ‘he. learns to -
deal with them.. .The transfer:of: 1earn1ng ‘has:been supported by: Volunteers and.staff.

in- the f1e1d Who have reported thaf ?hls experience in: tralnlng has made the. Volun~

\‘l



Quite a number of exercises are presented in this section, designed primarily to
make effective use of the training community as a learrning community, to help the
trainee learn how to learn in the experiential way, znd to learn about himself as a
product of his own culture. ‘The relevance becomes clear if the trainee can see the
.basis this provides for learning about the culture he plans to enter.

Sequences

These exercises are presented very roughly in the sequence we would recommend.
The sequence used would-depend, of course, on the nature.of the particular program,
the staff available, the exercises one decides to use, time available for these ex-
ercises, a staff confident in their ability to conduct them, etc. Although these ex-
ercises appear together in one section in this Handbook . they are not meant to be con-
ducted in sequence to the exclusion of other exercises training experiences. Other
training experiences should be interspersed with those . this ssection, to reinforce
the learning objectives of this section, to orient the trainees, toward preparation
for service in a partlcular program and country, and to help them see the relevance of
this. - - o

In terms of sequence, then, we would suggest that training begin with some sort
of Situational Exercise, one tbat could be recorded on video tape. (or audio tape if.
video equipment is not available) for later viewing by the trainees themseiveés. This
would be followed by a Community Description Exercise-and. then possibly Critical In-
cidents (see Section C) with forms to be completed by the trainee for later use in
group activities. ‘The Handout on "The Learning Community and Learnlng About Omeself
as a Product of One's Culture" would then be given to the trainees to: read the eve-
ning before fthe first general meeting. We would suggest that the first. general meet-
ing follow a de81gn such as the Fishbowl method presented in. thig section. We. have.
found that this is far more effective than having -a formal. 1ntrocht10n and presen-
tation by the Project Director and selected other speakers. . ‘The, reasons. for this are
explalned in the descrlptlon of" thn FlSthWl in this sectron. : -

The flTSt general. meet1ng should be followed 1mmed1ately by the organlzatlon of
small groups, allowing the small groups. to begin-to: focus on and create an'_expecta- = .
tion of workinug together in problem—solv1ng act1v1t1es throughout the program.. :
Group process questionnaires- .are introduced to begin- focu31ng on: process as well as’
content in training. 'These questionnaires: should be used. ‘as-many -times: ‘and: w1th as -
many exercises as feasible, because the 1earn1ng appears to: “be - 1ncremental and cumu—
’latlve, although ttere may Well be a pOlnt of dlmlnlshlng returnu.~~f'~-- : o

The remalnlng exerclses in’ thls‘sectlon are: conductea: hro gb trarnlng roughly
in the sequence glven here,vlnterspersed w1th language:-ra‘nln o ross-cultural train-
"1ng, ‘technical training, or ‘anything else: that. is" cons1aered'lmportant.\ The tra1n-
ees should not see a clear dlstlnctlon between,thevlearning“communrty exerclses and
cause -the 'same’ methodology should be
‘sed 1n or -as a ba31s for exerclses

Q
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has beeun used in a numbey of programs at the Puerto Rico Training Center. It is usually
conducted in the second week of training. This three to four-day intensive focus on
group development activities also demonstrates to the trainees that staff consider these
activities as important as others in the program. The laboratory is described in this
section. S S : : ; '

Modification and Adaptation

Most experienced trainers have their own techniques which they would be expected
to use for developing a learning community (see Hairison and Hopkins, The African Hand-
book, and the Self Assessment Workshop).. If the new trainer developes a good under-
standing of the Experlential Phllosophy and Methodology, and follows the examples .and .
suggestions given here, he should be reasonably successful.. We have found, however,
that with the experience of just one program behind them, trainers have developed
enough understanding and confidence to very creat1vely adapt and modify the. examples
given here to fit their own stvle and program. - s :

Conm!nlty Meetings

The small groups and the Experiential Model .can serve as the ch1ef veh1cles for
achieving & community of. learners, concerned- not, only for :their own learning but for
the effcctlvepess of the total program and the learning of each person in the program.
Total community meetings, however, are also very important - in achieving a sense of.
community. - The problems of maklng declslons or. solv1ng problems in the large commur-
1ty can bg very frustrating for staff and trainees, but achieving effective: community .
meetings can contrlbute s1gn1f1cantly to the. learning and deve1opment of the: trainees.
Much learning is. lost 1f the trainees 1dent1fy only with their _small groups.. and .do mnot -
have the:, opportunlty to be a. part of a new: and developlng communlty.g.' R

One of the most d1ff1 ult problems *he experientlal tra1ner w1ll have Will be
that of determlnlng which acti v1t1es should be . cconducted as. total communlty actlvitlesi
.and which would be better conducted in. small d1scusslon groups. Learnlng to work ef-
fectively in the large communlty meetlng is dlfflCult for staff: and ‘trainees allke.
: When ‘once’ tralnees have become accustomed to thelr d1scusslon group, they w1ll f1nd 1t
' much more ¢ “The
?meetings,

g'small groups.r
icommunlty meetlng'
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Staff Skills in the Community Meeting

Working in large community meetings requiies special skills on the part of the
staff member. Experience as a trainer in a small group is probably the best prepara-
tion one can receive, but this ‘alone will not suifice. The large community takes on
a personality of its own that is quite different from what one finds in the small
group. It is much easier to establish personal contact with each person in the small
group. 1In the total community meeting;”the’distance‘between staff and trainees is
much greater (physically and psychologically), and much more difficult, therefore, to
break down. Differences and hostilities are often exaggerated. * The trainee who re-
sents authority figures will place -any staff member conducting the general meeting
in this category to create an opportunity to vent his pent-up anger and hostility.  He
feels more secure in- a larger group, with the supporr he 1s certaln he can enllst

from his peers.: : S :

Or, the trainee who has become secure and comfortable in his dependent-passive
role in the traditional educational system may Treact very emotionally ‘to the frustra-
tion and ambiguity he experiences and the. respons1b111ty he is required to assume in
an experiential program. His resentment; anger, and hostility are most likely to come

~.out in the community meeting, again where he feels he can enlist the support of. his

peers and where it is easier to’ confront the staff member he perceives as responsible
‘for this situatlon as’ an 1mpersonal author1ty figure rather than -as another human be—

These” confrontatlons confuse ‘and frlghten the traditional trainer, but in ‘Exper--
iential Trainlng, it is very 1mportant that these feellngs and reactions be brought -
‘out into the open and-examined. The staff must be able to cope with these confronta-
tions ooJectively and: non—defensively, and in a way that 'is -mot . tnreatening or punish-
ing. This requires considerable skill in process.: obeervation ‘and in’ working . through
these problems with the trainees involved. -The. entire community learnsa great deal
about working with .onflict from the. process,'and ‘the individual’ develops an under—"-
standing of his feelinos and reactions and how to bring them under control ‘ B

- The staff have to.be able to mainta1n control of their feelings while at the same
time revealing that they are - feeling ‘and- reacting. LIE the staff’ show no ‘emotion i

- response to ‘intense emotion on- the - part of: the" tra1nees, they are perceived as;’ un—?
‘-concerned - cold, disrant ‘and perhaps ‘even. arrogant At the same time, the staff
“,should remain ratlonal and 1n control of their emotions,.;w..'

ing’ program, but some less explosive s
The staff will become frustrated,in t



The Physical Arraangement for Community Meetings

The physical arrangement is very important. It is essential that the conventional
arrangement of trainees seated ip rows facing the trainer at the front of the room be-
hind a podium be eliminated. Th1s creates the traditional expectation on the part of
trainees of an information-transmission type program, in which the trainees are requlred
to sit passively listening to the words of wisdom from the trainer, who will then test
them on how well they remember- what he said. It is extremely difficult if not impossible
to obtain the kind of -trainee participation and respon°1b111tv requ1red in an experien-
tial program with this arrangement.

Instead, it is lmportant that the tra1nees be seated in a large circle. If thc'
program is ‘too large, then in a double circle. This is another . reason why Small :T pro-
‘grams are easier to handle. The trainee seated on the front row. (the only row in a
large circle) is in a posltlon to:interact with everyone else in the circle. When he
confronts a staff member, or is confronted there is.no oue between him’ and the other
person. The. interaction becomes much more pﬂrsonal ' Each 1nd1v1dual is-out front
and involved. Each person is as’ important.as anyone . else in. the room, The seat1ng

" ‘arrangement: 1tself does not . reflect a status, relatlonsh1p. :

The D1scuss1on Groups

For an 1nexper1enced ot tradltlonal tra1ner, the small d1scusslon group ‘can be a_
problem ‘and quite. frustratlng Wth his own obJectlves, his sense of urgency, his.
need. to make effective use. ‘of time, and his desire to conduct an. effectlve tra1n1ng
program, ‘he may become" concerned and. 1mpatient when ‘the groups do not appear to be
working-as hard: or- ach1ev1ng as 'much as he. ‘thinks'they. should Agaln,.the tendency'
is .to. take control and to become dlrectlve. Th1s,,of course ults in a lack of
vrespon51b111ty .on.. the part of the tralnees and ‘a. need for even greater control by the

v staff member.if : T : -

‘ He must remember that groups lequlre some t1me to form and to work through the
.many.. prob]ems 1nvolved ‘when a  collection of. 1nd1v1duals are. try1ng to.learn to work
‘together as. a groupw. . These problems have. to. be. ‘resi ed bygthe'gniu _although the
staff can provide conS1derable guldance and - support through. exerclse”'des1gned to e
—achieve group cohesiveness: and effectiveness; throughvprocess obser :
" ori through 1nstruments des1gned to. collect ‘process. data) rough- ¢
' on. the nature: ‘of .groups.and;group: process,“ If these are handliddef“.“'
-+ -group ‘will develop'-effectlvely " All: that: 1s-requ1r .the -patience.
athat it Wlll., A- great}deal“of learn1ngfresults rom this d1ff1cult process of! learnlng
‘ : ’ ul ing:: ) ’ ’ : :

‘"Group experlence be me“thoro,ghl am] i
... The. Non-Directive: Approach 1n”Group and ‘Community
‘Annotated Bibliography,: Part IV) ‘and.with. th use:.of
..and Castoy. Trazining and- Assessment 'Manual:. '
. from- wh1ch most of the; exerc1ses in these:

“ystaff suppoqtythe
Ln'preparlng the
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If some of the staff do not support the approach, this is very quickly perceived
by the trainees. They then either become antagonistic toward these staff members or
ride with them and seek their support in attempting to force: the rest of the staff to-
use the traditicnal approach. This results in considerzkle friction, and can result
in a split among the trainees as well as among the staff. This problem should have
been faced and resoived before the trainees e-'er arrived, of course.

Assessment, Evaluation and Selection

Assessment and evaluation are an essential part of the ‘experiential process
(as evident in the Experiential Model.) Unfortunately, the trainees usually see as-
sessment not for learning but for selectlon, and this is frequently reinforced by
RFCVs who eXperlenced it as such in their own programs. It is very important that
the emphasis on assessment fox learning be evrlalned and stressed from the very be-
ginning. It should be stres sed too, that in experiential’ learnlng the emphasis is on
self-assessment and evaluation rather.than on evaluatlon by tke staff.  The obser»e—'*
~tions and impressions of staff and.peers are very important, however, as ‘data to be
used in this self-assessment; which should be made very clear. The program should be
designed to provide the trainee with as much information as possible about himself, to
agssist in this self-assessment. Some of the most valuable data come from feedhack
from,other persons (discussed at length in this’ sectlon)

Assessment for selection is secondary and. should be treated as such in the pro- -
gram. . The empha81s should be on self- selectlon, even in & program which glves final
author1ty to the selection board. Deselection by the boaru should "be only as‘-a last
resort, when the in-country director feele the individual would be. d1srupt1ve in his
program," when he obviously has not ach1eved minimal levels of acceptable performance

' as measured against terminal obJectlves clearly ‘understood by the trainees,; or when
it is qu1te c]ear that the experlence mlght be harmful to tbe Volunteer personally.

_ The tralnee hlmself should be Supported in contlnuec self—assessment comparlng
his ab111t1es and 1nterests (as” they become more clcar) with' the requirements and con-_
ditions of Volunteer'gﬂrv1ce as he learns more about the- country -and program in: train-

" ing. If he decldes they are not’ cons1stent or compaL1ble, it*"is his: respons1b111ty
(hot the’ staff's\ to make the declslon ‘to’ resign. - He should be Supported by ‘the staff
in his" dec1slon,'and his peevs should not; ;. as, ‘they often do, pressure hlm to stay w1th

. .the program.’ The freedom of ch01ce should be’ h1s."~- SRR g ; :

In a total self selectlon program 1t51s eas1er to: develop an- effectlve staff—-~-“y
tra1nee relﬁtlonshlp.v Staff can also be more confront1ng ‘and’. tougher 1n tbe1r feed-
back., Feedback should: 1nc1ude reactlons to - att1tudes and behav1o i rritate
annoy, otfend anger,‘or in’ ther ways create proble; be
d1ff1cult to 1earn to accept'i ;a program whlch_glve

l1n staff needea-
avallable.

program rather
ment and evaluatlon of the learnlng process
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of the program, and should support a 51milar orientation on the part of the tralnees.
.The mechanism should be built into the program for this to occur--frequent staff meet-
ings, perhaps with trainees present time in community meetings, and.ways of gptting
such informaticn from individuals and the' small groups. It is important that the

‘trainees feel they are listened to, that their oplnlons and srggestlons are. valued
and taken into consideratlon in planning. ‘
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PRE~TRATINING PREPARATION

Instructions to Staff

One concern in experiential training has been that of orienting the trainees to the
new methodology with as little time lost as possible. Experiential learning will be com-
pletely foreign to most trainees, As a result, the staff will have to coatend with re-
sistance, hostility, lack of understanding of what is expected, and lack of skill in the
new way of learning.

For this reason, efforts have occasionally been made in the past to provide the
trainees with some preparation, if possible, before they arrive at the traiming site.
This has usually taken the form of written materials mailed to the prospective trainees,
in which an attempt is made to explain the experiential learning method that will be used.
It has been found, however, that this initial explanation usually means little to the
trainee, because he does not have the experiential framework within which tc conceptualize
and understand it. A very brief and simple orientation is probably more effective than a
more detailed and lengthy description of the methodology at this point. Hopefully it will
create an expectation of something different in the training experience, and the initial
seeds planted will result in quicker understanding as the trainee actually experiences
the process.

it has been found, however, that understanding can be achieved more quickly if the
individual first experiences the experiential learning process and then receives an ex-~
planation of what he has been through. Rather than wait until the trainees arrive at the
training site to provide them with such an experience, attempts have been made to give
them an assignment to complete before they arrive designed to introduce them to the ap-
proach while at the same time providing them with a meaningful learning experience. The
task requires a Leginning analysis of the trainee's own culture as the basis for learn-
ing about another culture. '

\

Procedare

Trainees have been sent, for example, an assignment to study their owm or a neighbor-
ing community, establishing certain guidelines for doing so--gathering certain kinds of
information (power structure, vaiue systems, behavior patterns, etc.) Two basic approache
have been used, one in which the trainee attempts to analyze his own community, using a
lifetime of knowledge and attempting to conceptualize it. .In the other he enters a strang
community and tries to use an orderly system to explore it, often a system that he is aske
to develop himself. Or sparse guidelines might be given him as a framework for his anal-
ysis of the community.

Other programs have sent the trainee an explanation of the role model, and requested
him to construct a model of his own role relationships in his community. Additional ques-
tions can be asked to focus on the problems the program would like him to consider. (An
example of one of these questionnaires, sent to trainees for the Afghan Continucus In-
Country Traiming Program, is included in this section.) :

Upon arrival in training, the traineas are asked to use the information and experi-
ence they have gathered (as indiwviduals or groups) to explore such questions, for example,
as community structure and American culture, generalizing from each individual's experi-
ences and understanding. When this procesgs has been completed, and conclusions drawn fror
it, the staff can then begin to discuss o' encourage the trainees to discuss, how this kir
of learning differs from the traditional model they have become accustomed to in the past.

Q
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Dear Trainee:

Attached is a guestiomnaire which we would like you to fill out and
bring to training. We plan to use it as a take-off point for the cross-
cuvltural component of the training program. As you will note, the first
part of the questionnaire requires the construction of a role model show-
ing the relationships in your life and work (or study) in your community.

The construction of role models has bzen used in the past to collect
information illustrating the relationships a Peace Corps Volunteer (PCV)
experiences in his life and work in his community overseas, and we have
found it an excellent tool for analyzing these relatiouships. Through
these analyses we can begin to understand the cultural and idiosyncratic
qualities each person brings to a particular relationship. Analysis of
the role model helps to define the cultural and social milieu within which
a person works and lives--the cultural, social, political, econcmic, and
religious forces, the influences these have on a2n individual's Leliefs,
values, attitudes, expectations, ambiticns, goals, etc., and the effect
all this has on his relations with other persons.

We are asking you te define your interpersonal relationships with
other persons in your community, because we believe that am awarenesse
of the structure of your s2gment of American cultare will lead to a
deeper understandirg and more objective view of yourselves as a part
of and product of that culture. This in turn will beiter prepare you
to separate cultural from idiosyncratic factors iu the relationships
between you and your Afghan associates,

During training we will work from the models you have developed
and develop role models of Volunteers in Afghan communities.

The process of learning about yourself as you rzact in your culture
is prerequisite to your forming some concepts about how people from other
cultures react and how people from tifferent cultures can interact posi-
tively and productively,

e have found the role modei helpful in beginmning these processes.

Sincerely,

Kristina Engstrom
Project Director

KE/mlf
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CROSS-CULTURAL QUESTIONNAIRE

Name Date

The following information is being collected for use in training. Please bring your
responses with you to training. C

It has proven useful in collecting meaningful information regarding the culture and
the role of the PCV to construct a role model that shows the significant relationships in
his life and work as a Voluntzer. Following is an example of the role relationship model
of a hypcthetical PCV:

ROLE MODEL

Responsible Ministry
|

PC Staff : _-Other Agency
.y . . -
~ . Assistant Superior _- Workers
: ~ i -~
~ Superior ~ | P
>~ - N i P _ —Local Leaders
Co-Workers T N - -
PC/W T~ TNl ' -7 =" _w 's Leag:
-"*»——_“_~“~~. ~ N\ Vo - _ — Women's League, etc.
Il T 7 e
e
- /’ - A — — —
- - P / s ] \\\\\ -
- - py ) \\ \\\\ —~ Other PCVs
— - ~
Landlord = _ -~ / : N ST~ -
Merchants — ~ / I \\ >~ - ~Host-Country
etc, / \ ~ Friends
F4 l \ ~
s ' >N T~
Children | Neighbors -
I ~
[ “~Mayor
i
i Students
(or village
people)

1. Please study this example, then construct a similar model showing your role rela-
tionships in your own community.

Any role above the horizontal are persons who may have an influence on your work.
Closeness, warmth, and informality should be indicated by length of the line on the chart.

2. Building on these role links, and using any of them you choose, would you: Write
a number of brief descriptions of erncounters, each illustrating the nature of the rela-
tionship in the role links shown in your role model.. These should be significant in terms
of contiibution to an understanding of the community, the culture, or your role and re-
lationships in the community. You might try to describe these encounters as if you were
explaining them to a foreigner in America. S : :

3. Write a description of your community or job situation, focusing on the people
with whom you have significant role relationships. What are their beliefs, ‘attitudes,
values, doubts, goals, ambitions, expectations, problems, etc.? What effect do these
have on their relations with you? What demands do their jobs, families, friends, neigh-
hovrs, etc., make on them? Try to make the personalities involved as vivid as possible,

E TC~:he rest of your training group will hay&e' a clear picture of them as individuals.

ATY s
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Or, write a profile of someone you know well, a friend, preferably someone involved
in the process of change, their own or that of their society. Use a role model, if you
want, placing your friend in the center and showing the significant role relationships
in his life, but try to picture this person's feelings about his life in a changing
world, relationship to his family, his ambitions. Try to make him understandable.

4. One of the most important and immediate needs of a newcomer in a community is a
feeling for the behavior expected of him. Describe some of the behaviors that are ob-
served in your community, as if you were briefing a newcomer on what to expect and what
would be expected of him. Here are suggested topics. You could discuss one, some, all,
or ideas of your own.

a. What are the community's concepts of justice and fair play, with emphasis
on the conditions under which community members of different economic and social classes,
religions, color, national origins feel they are being treated fairly, versus situations
in which they are likely to feel abused, misused, mistreated?

b. What are the local concepts of truth, honesty, and fair play?

c. What are the major definitions of a "good" (respected) man? Are there
different attitudes for different groups of people? To whom, how, from whom, is respect
shown? What are local definitions of success and failure? Of honor and dignity?

d. In what manner (how, when, where, with whom) do the local pejple register
negative emotions such as anger and distrust? Positive emotions such as tenderness, af-
fection, sympathy, etc.? In what manner and with whom do they joke?

e. What are typical attitudes toward Violence or emotional display? Toward
" passivity? :

f, What are the attitudss toward work in your ﬁommunity7 What's the defini-
tion of a fair day's work?

g. What are the attitudes toward authority?

h. What are local feelings about the federal, state, local governments? How
aware are people about what the various government programs are?

i. What is the concept cf time? Do people see it as related to progress? Are
they oriented toward focusing on immediate conditions and needs? Are some oriented toward
the past and maintaining the status quo? What role does tradition play? Are some oriented
toward the future’ flow is this manif=sted? What conflicts rasult from the different ori-
entations? '

j. How do men's roles contrast with women's roles? How does one relate with
the 0ppos1te sex--in general, co-workers or fellow students, friends? Are there elements
of 2 woman's role, which if played by a man, would affect his status? Are there places
that are considered "off limits" for men? For women?

k. Are there specific (dress, eating, vocabulary, physical stance, etc.) taboos
that a foreigner in your communi ty would have to. know about to get along’ o

1. What is. the meaning of 1ndependence to the people in your communi y7 :How
is competition viewed? Are ‘there socially imposed limits to ach1evement7 S

‘m.. To what degree are. cultural values changing: in youx ocality7: Is there
sufficient change that ‘people are anxious about their place or role in socie»y7

n, How do people behave in respect to. physiCal proximity’ What 1imits on phys-
cal nearness (in converslng, in elﬂvators, etc ) do rhey impose on themselves7 To what
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extent are openness and confrontation (e.g., meeting the problem head on) valued?
With whom is it best to be discreet and polite? Do people ever use a third party
(intermediary)? On what occasions?

Once you start you will find that you can write several large volumes. That
won't be necessary. Just write on those topics that grab your attention and think
about answers to the others. :

Egigé;‘ ' . (;{jk
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INTRODUCTION TO EXPERIENTIAL TRAINING

Instructions to Staff

It has proved to be much more effective in introducing an experiential training
program to first have the trainees experience experiential training and then to read
and talk about it. The rationale for experiential training or learning makes much
more sense to the trainees if they have experienced it.

The most effective experience is one that involves the trainees personally and
emotionally, perhaps even leaving them feeling a little frustrated and uncertain, yet
one which is relevant to the objectives of the training program. The most effective
exercise we have yet found is the Situational Exercise (described in Section C, Cross-
Cultural Training Exercises.) It is usually recorded on video tape, but can be re=
corded on audio tape if video equipment is not available. It should be conducted
when the trainees first arrive, before any other training activity. It can be sched-
uled as the trainees are registering, getting settled in their sleeping quarters, and
completing administrative paper work. If staging is used in the program, it should be
conducted at the beginning of staging.

It has proven effective, also, to have the trainees complete parts of two other
exercises after the Situational Exercise--the Community Descriptioun and the Critical
Incidents exercises (see Sec:ion C, Cross-Cultural Exercises). These are paper and
pencil exercises, whereas the Situational Exercise is behavioral, but they provide the
individual with a lot of information and require him to express his own ideas and
opinions.

These exercises are perceived as tests by most trainees, which is good, because
it allows the staff to begin emphasizing from the beginning the use of assessment and
evaluation data for learning purposes. The individual's responses are not evaluated or
judged by the staff but are analyzed and assessed by the trainees themselves in later
group activities. The small group part of each of these exercises is not conducted
immediately after the individual activities, but is held until later (a few days for
the Community Description and Critical Incidents and sometimes several weeks for the
Situational Exercise).

The initial experience is designed, 'then, to accomplish several things. One is
to expose the trainees to an entirely new educational methodology; to break their ex-
pectations of the traditional type program; to introduce them to some aspects of the
culture they are preparing to enter; to give them a certain amount of information a-
bout the culture and the nature of the Volunteer job in that culture; to arouse their
curiosity; to give them an indication of how much they might have to learn, personally
as well as intellectually; and to begin to acquaint them with the learning process
they will be experiencing throughout the training program. This is used then as a
basis for introducing and explaining the Experiential Learning Model, the importance
of focusing on the training community itself as a learning community, and the impor-
tance of learning about oneself as a produce of one's own culture.

Trainees usually ask very few questions at first, but if they do, the staff should
be quite candid in giving them the reasons for the exercises (after they have been con-
ducted, not before). The handout, '"The Learning Community, and Learning about Oneself
as a Product of One's Culture," should be given to the trainees to read the first eve-
ning, before any small group meeting is scheduled.
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B-61

(Handout to Trainees)
THE LEARNING COMMUNITY AND

UNDERSYANDING ONESELF AS A PRODUCT OF ONE'S CULTURE

We are asking you to participate in an approach to trairing that may be quite differ-
ent from anything you have experienced in school or the university. A survey of the
literature reveals that with increasing involvement of Americans overseas--Business and
Industry, private and religious groups, Peace Corps, AID, State Department, and various
other government agencies--there is growing concern over the preparatiocn (for the most
part inadequate) of Americans to live and work in another culture. There is general
agreement that more emphasis should be placed on cross=-cultural training. Joe Blatchford
has said that with Peace Corps' new emphasis on sending more technically qualified Volun-
teers overseas, cross-cultural training becomes even more important. Too wmany Americans
have a tendency to rely on their technical skill and assume that this is all they will
need to be effective overseas. Mr. Blatchford wants his technically qualified Volunteers
to also be able to walk down the street of their village and relate effectively to the
people they meet there.

Studies have found also that language barriers are not the main problem (although
ability to use the language is certainly important)--"lack of cross-cultural know-how is
the critical factor.'" One study showed that Americans trained intensively for a year in
the host language made a poorer adjustment than those who went directly to their overseas
assignment. They were expected to be as conversant with the customs as they were with
the language. The disparity between language and cultural skills created a problem. The
same has been found to be true for foreign students coming to the United States.

Studies show too that the American typically does not recognize a need for cross-cul-
tural skills. He expects the other person to make the adjustment to him or he assumes
that since he has been quite successful at relating to other people and making adjustments
before, why should he encounter difficulty now? By the time he learns, through bitter
experience, his tour of duty is usually finished.

It is generally agreed, also, that the traditional cross-cultural, area studies train-
ing programs have not been effective in preparing Americans to live and work overseas. Too
often, aside from language and technical training, the trainee has received a briefing on
the organization with which he will be workitg; information on housing transportation,
health, medical care and facilities; basic do's and don't's in the new culture; and occa-
sionally some general information abeout the history, politics, econcmics, geography,
educational and social institutions, and perhaps a little about the art, music, customs,
traditions, and peculiarities of the culture.

Such an approach 1gnores the person supposedly belng tralned however: his own cul-
tural biases, values, beliefs, attitudes, behavior, and expectatlons (which he too often
assumes are logical and unlvetsal), and the procblems these might create for him in ancther
culture. He has no way of knowing what modifications or adjustments he mlght have to make
or how painful these might be. He has no way of anticipating how he mlght react when all
the familiar supports of his own culture are removed and he suddenly finds himself in
strange and unfamiliar surroundlngs. He has no way of anticipating his reactions to the
loneliness, isolation, frustration, and ambiguity.

In some programs, attempts are made to prepare the person to cope with these kinds of
problems, but even then the method of presentation far too often consists of the tradi-
tional lectures, resding assigmments, films,; slides, and, occasionally, discussions. The
assumption is that if the trainee is told what it will be like, he will be able tc make
the necessary adjustments. But this has not proven to be so. The traditional informa-
tion-transmission approach to cross-cultural training is little better than no training
it all. In fact, very often the person might have been better off if he had been given
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no preparation but had been left to learn on his own after arriving in the host culture,

Too often, steoeotyping and false expectations result from the transmission of so-called 'ﬁ
factual information, Little personal understanding is achieved from hearing about some- e
one else's experiences. The learning that does occur is intellectual and academic, and
does not prepare the trainee for his own very personal and emotional experience.
This is not to imply that information about the country or culture is not an impor-
tant aspect of training., But in a traditional training program the information is too
often incorporated within the trainee's own cultural frame of reference. There is little
if any change or modification in his world view or in his approach to dealing with people
or problems. He is likely to achieve little empathic understanding of the people with
whom he will have to live and work or understanding of the extent to which they are a
product of their culture and he a product of his. Such training does not:
o prepare the trainee to be tolerant c¢f and to accept values, beliefs, attitudes,
standards, behaviors, and a style of life that might be quite different from
his own.
o provide him with the skills to communicate this acceptance to another person.
o provide him with the sensitivity and understanding necessary to interact effec-
tively with a person from another culture.
o provide him with appropriate behavioral responses in situations where character-
istics of the other culture prevail.
o prepare him to understand, anticipate, and cope effectively with the possible
reactions to him as a stranger or as a steoeotype of his own culture.
o provide him with an understanding of his own culture and the prcoblems his cultural H )

bias might create,

o provide him with the adaptive skills to cope with his own emotional reactions in
the new and strange situaticn and to modify his own culturally-conditioned be-
havior.

o provide him with the skills needed for continued learning and adjustment in the
other culture.

o help him develop an orientation toward his sojourn in the other culture as a
potentially interesting, enjoyable, and broadening experience.

It is the daily interactions with persons and institutions of the host culturé on the
job and in the community that account for most of the frustrations, annoyances, uncertain-
ties, and misunderstandings, and, very often, the disiliusionment, despair, bitterness,
and hostility. It is usually the little unpredictable things, the many differences and
frequent irritations, the ambiguity, absence of familiar cues, a different pace of life,
strange and annoying behaviors, inability to communlcate, different standards and values,
unexpected reactions, cultural amplification of mnormal 1nterpersona1 difficulties, that
add up to the major frustrations. It is virtually 1mposs1b1e with the trad1t10na1
information-transmission approach, to train for tolerance of thesev"llttle thlngs
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Experiential Training

There is general agreement among those who have been evaluating cross-cultural train-
ing that innovative, experience-based training models are needed to provide adequate pre-
paration to live and work in another culture. This training program h2s been designed to
meet this need, and is based on several years' experimentation, primarily in the Peace
Corps.

Experience-based, experier.tial training represents a significant departure from
the traditional area studies, information-transmission approach. It focuses more on in-
formation seeking, on the process of learning, to prepare the trainee for continued
learning on the job and in the community, than on transmission of information (although
relevant content is certainly considered important). It is structured to achieve in-
creased participant involvement in and responsibility for the learning process. It is
trainee~centered rather than trainer-centered, and focuses on problem-solving rather than
on memorization of facts.

It is assumed by those who use the experiential cpproach that it would be impossible
in the short time usually available to teach the trainez everything he should know about
the country or culture he is preparing to enter. It would be impossible to anticipate
all of the conditions under which he will live and work, or the precise situations and
problems he will encounter, and to prepare him with appropriate responses. What is more
important, therefore, is helping him "learn how to learn" on his own. The trainee must
be prepared to be self-sufficient, to define his own goals, to seek his own opportunities,
to assess and respond to the given situation, and to solve his own problems in the new
situation.

Training should therefore allow the trainee to assume much of the responsibility for
his own learning, just as he will have to assume virtually complete responsibility for
his performance as a worker, a student, or a volunteer. If trainees are to learn to as-
sume responsibility, they must be given responsibility. If they are to learn to think E
for themselves and tc solve problems, they must be given opportunities to participate in 5
the identification and solution of problems. If they are to learn to regulate their 11ves ;
in accordance with realistic aims and gonals, they must be allowed to participate in ;
reality-testing and goal-setting. If trainees are to become aware of themselves and how :
they affect others, they must receive maximum feedback from others in a responsive and '
responsible training environment.

The Learning Community :

One of the chief problems in cross-cultural training and in cross-cultural adjust-
ment is achieving an understanding of omeself as a product of his own culture. Edwvard :
Stewart® said that: ‘ , B

It is a commonplace that evefy man is a product of his culture. WNearly every-
one is likely to recognize the influence of culture on differences in customs,
beliefs, and attitudes. Nearly everyone will also recognize that there are
differences in the uses of expressions and gestures. These obvious cultural
differences, so often emphasized for their exotic appeal, obscure the fact that
culture plays an important role in some very basic psychological processes,
such as in determining how individuals interpret events, how they form judg-
ments, and by what process they arrive at decisions. Cultural intrusion at this
basic level is often unrecognized and unacknowledged., When such intrusion leads .
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to interpersonal conflict, the conflict may tend to be attributed to factors
having little to do with its true origin.

One of the most important and difficult aspects of this training program, therefore,
is to help each trainee develop greater awareness of himself as a product of his own cul-
ture, and the problems this might create for him as an American in another culture. It
is felt that this is necessary to provide a sound basis for learning about the host cul-
ture.

One of the most effective ways to achieve this understanding is by taking advantage
of the learning community itself as a laboratory in which trainees can focus on critical
aspects of their own culture and their own largely culturally-determined behavior. The
increased awareness and understanding achieved can then be applied in making whatever
preparations and adjustments that are necessary to enter, live, and work effectively in
the host culture. :

In a sense, then, this is your own learning laboratory, in which you can test many
of your assumptions, beliefs, and expectations about, and the nature and effectiveness
of, your relations with other Americans. How much of this is generalizable to other
cultures? How much is applicable or valid in the culture you are preparing to enter?

Many cf the problems you as an individual will encounter will be problems of conflict
between two cultures, Many of the differences will be subtle and not fully understood by
either you or your hosts. It is very important, therefore, that you develop &s much
understanding as possible of yourself as a product of your own culture. Most of your
culture you have incorporated without knowing it. This was the world, the cnly world you
knew. It had to be coped with and adapted to, mot defined or understood.

But if you impose your world view aud your coping and adapting responses on another
cultural world, you will be in trouble, and you won't understand why. Many of your re-
actions and behavicrs won't make sense to your hosts, or might even offend, anger, or
embarrass. And you will react in the same way to their strange ways, misinterpreting
their intentions, imposing your own meanings. dut of your own culture, on situations and
actions that might have a totally different meaning in their culture.

Your responses to your host's behavior and their responses to yours will be on an
emotional level, not cognitive or rational--responses of frustration, confusion, annoy-
ance, embarrassment, anxiety, anger, resentment, and hostility. You very probably would
not be able to talk about these emotional responses even if you had the facility in the
new language. You don't talk about them in your own culture. You usually communicate
them non-verbally, and emotional responses thus produce emotional responses in return.

To develop an undersianding of your own emvtional responses and to bring them under
control, it helps to become aware of them and to verbalize them. This does not mean that
they will disappear, but you will be able tc control them, they will not conirol you.
Mastery and understanding of your own emotions will then prov1de a .good ba31s for coping
with the emotional responses of ot hers.»

The best place to begin is right here in your own learning laboratory. How do
Americans relate to each other? How do you relate to other Americans? What do you ex-
pect of each other? What assumptions do you make about ways of relating to each other
in different situations? What is appropriate? Inappropriate? = What are the rules.
(usually unspoken and unwritten), standards, and agreements? What: happens when these are
violated? What do other people do that frustratas you, annoys you, or angers you? How
do you react? Do you avoid the other person, attack him verbally (or physically), use
more subtle verbal means of letting h1m know how you feel, or let him know nonverbally?

How does he react?

Thrown together as you are in‘thisvnew situation with new people, you will have many
if an most of these feelings and reactionms. These are excellent learning opportunities.
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If possible, they should be discussed with others. You and they can learn more by shar-
ing feelings, perceptions, and understandings with one another than by keeping them to
yourself. '

One of the best places to observe and tc discuss these responses and behaviors is
in your small discussion group. How do Americans behave in a group? How do they relate
to each other? What do they expect of each other? What happens when a group of Ameri-
cans sit down together? How do you feel and react Zn the group? What do you think a
group from another culture-would do? What are the characterictics of a "good" group in
the American culture? ‘

Each of you, in a sense, brings his own culture into the training situation, al-
though you will have much more in common with the other trainees and =ven with the staff
than with your hosts when you are a Volunteer. But here in training, with fewer differ-
ences, toc what extent do you impose your world view and your coping and adapting respon-
ses on others? How do you become aware of the fact that this is what you are doing?
What pressures do you put on others to accept your way of seeing and doing things? How
do you react when things are not done the way you think they should be?

A good exaniple is the training methodology itself. Many trainees, who have been
conditioned by the subject-centered, information-transmission traditional education syc-
tem are very uncomfortable with a system that places the responsibility for learning on
the learner and requires him to »ecome an active rather than a passive participant in
the learning process. The ambiguity (in the beginning) of their now role and the role of
the staff produces many of the emotional responses we discussed earlier. Some trainees
become confused and withdraw from the situation, waiting for someone else to do something
or make sense out of the situa®ion. Others become angry and hostile and verbally attack
the staff or try to stir up the other trainees. Some try tc find a scapegoat, someone
they can blame for their predicament. Or sometimes a generalized anxiety is directed in-~
to a petiticn or strike associated with the food, living conditions, or some other petty
issue. Others find the new approach interesting and exciting, and make the adjustment
very quickly.

This situaticn is probably directly parallel to the situation ycu will encounter in
your host country, where many things will not be done the way you think they should, and
.where someitimes it might be difficult to identify the exact source or reason for your
frustration. What can you learn from your reactions here in training that might help vou
anticipate and cope with ycur reactions in the host country? What modifications might
you need to make to be more effective in a new and different situation? How can you
prepare yourself toc cope with the unfamiliar, the ambiguous, and the different?

All of the questions we have asked will have to be answered by you. They cannot
be answered by the staff. This is quite possibly the most. important learning you can
acquire in this training program, learning how to answer these kinds of questiens, to
prepare yoursel¥, as a product of your own culture, to be effective in another culture.
It will be your responsibility and obligation to develop the training community into a
learning community {in cooperation with the staff), to create the conditions for learn-
ing that will allow you to learn as much as possible in the short time you will be here.

An added benefit will be that you will be learning a great deal about communities as
you organize your own, learning that will help you understand your community in the host
culture. How do you arrive at the necessary agreements, standards, and rules, to live,
work, and learn together as a community? How are decisions made, problems sclved? How
is the community governed? How are the rules enforced? What happens when separate fac-
tions are formed? What are the objectives of the community? How does the community
organize to achieve these objectives? How does the community cope with individuals who
do not meet their responsibilities to the community? How much and what kind of freedom
and individuality can and does the community allow? What presisures does the community

ERIC

Aruitoxt provided by Eic:




B-66

place on tke individual for conformity?

Who is allowed to be a member of the community?
Who is not?

These and many more questions you will have to answer. Some of these can be worked
out with the staff (who are also part cf the community), cthers will have to be worked

out by the trainees. What are your reactions when you are given this kind of responsi-
bility?

O
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STAFF FISHBOWL

If the training program is not too large (not over approximately 60 trzainees), an
excellent way to conduct the initial orientation is through the use of s staff fishbowl.
Physically, the staff are sitting in a small circle, facing each other, with the trainees
sitting in a larger circle outside the staff circle. The Project Director should first —
identify and introduce the staff and then very briefly explain the procedure ard-purpose
of the fishbowl. e

e

In the beginning, staff talk only to each other, not to the trainees, and discuss
theix role in the training program, obiectives, plans for integrating wvarious components,
expectations of each other and of the trainees, problems they might anticipate, scheduling,
etc. Trainees are asked to save their questions until the meeting is opened up to general
discussion. : :

When the staff feel that they have carried on their discussion about as long as they
should without including the trainees, the Project Director opens the meeting to general
discussion and invites the trainees to ask any questions they wish of anyone on the staff.

Purpose and ObjectiVe

The staff fishbowl serves many purposes. 1t allows the %rainees to hear from each
member of the staff in a brief period of time. The staff member is not required to pxe-
pare a formal presentation, but can and should speak off the cuff, spontaneously, as he
thinks of something he feels he would like to say, or if he wants to comment on, clarify,
or add to something another staff membexr has said. Trainees-can see first hand that staff
members are committed to all aspects of training, not just to their area of primary respon-
sibility, that all staff members are aware of their responsibility to produce the complete
Volunteer, well prepared in all aspects of training--language, technical, cross-cultural,
1nterpersona1 etc:

In the fishbowl, the staff are modeling the kind of group meetings and relationships
they would like to see develop among the trainees and between the trainees and staff--
informal, open, trusting, honest, straightforward. Hopefully, the staff will have had
several similar meetings before the arrival of the trainees and will feel comfortable with
each other. For maximum effectiveness, the staff should move into a process discussion
before inviting questions from the trainees, and thus model the examimation of and evalua-
tion of their own group and the open sharing of feelings.

Although such openness on the part of the staff might make some trainees uneasy in
the beginning, it demonstrates and legitimizes the kind of behavior and climate that have
been established as early objectives of the training program. The fishbowl, particularly
the process discussion, helps the staff come across to the trainees as humau‘beings, per-
sons with feelings, who are approachable and who can be trusted rather than feared. The
expectations staff have of the trainees are accepted much more readily and without resent-
ment when "overheard" in the flSthWl than when communicated directly to the trainees by
the Project Director.

The staff fishbowl can be utilized by the Field Assessment Officer to create a cli-
mate of openness which will be of immeasurable value in assessment. He can talk openly
and honestly aboui ithe assessment process and the self- selection climate he hopes to es-
tablish, and should also encourage other staff members to express themselves openly and
honestly in the fishbowl session. Trainees have many misperceptions and concerns about
the selection process, which he can anticipate and deal with during the fishbowl session.

Q
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The Fishbowl, as a technique for presenting the initial orientation, reinforces the
previous experiential exercise or exercises, thus further supporting the trainees' expec-
tation of a nonm-traditional program. A formal lecture/orientation by the Project
Director at this point would countexact the effect of the experiential exercises and con-
fuse the trainees or creatc an expectation of return to normalcy and a traditional approach
(which would be a relief to many). The Fishbowl is a good technique for sharing with the
L-ainees some of the frustrations and problems the staff unticipate and for beginning to
involve them in the decision-making, planning, problem~solving, and responsibility for the
program's siuccess,

Discussion

It should be reempiiasized that the staff must be in agreement on the use of the ex-
periential approach, and this must be evident in the Fishbowl. Minor differences in
expectations, objectives, ete., are normal and present an impression of a human staff to
the trainees. This is important. But major and fundamental splits regarding the philo-
sophy and methodology of training are highly disruptive and can destroy the program.
[rainees will align themselves with one faction or the other or reject the staff and the
program from the beginning. If these differences have not been resolved by the beginning
of training, it might be better not to use the Fishbowl but rather to resort to the for-
nal, traditional orientation. :

The Fishbowl shculd not last over thirty to forty minutes, encugh time to allow each
staff member to contribute to the orientation to the program and to express his chief
:oncerns, but not long enough to lose the trainees' interest. The Project Director should
e very sensitive to the discussior and the trainees' reactions. When he fcels enough has
b>een said and the trainees are anxious to start asking questions, he should stop the Fish-
>owl and open it up to questions and couments from the trainees. The staff can either
remain in the center or move out into the larger circle with the trainees.

The Fishbowl can be used at other times through the training program, when the staff
>r trainees are concerned about issues that should be confronted or resolved by the total
ommuiiity. These can be explored by the appropriate group in the Fishbowdl and then
opened up for general discussion. This has proved to be an effective way of achieving
total community involvement in problem-solving activities.

v
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DISCUSSION GROUPS AND COMMUNITY ORGANIZATICN

Instructions to Staff

Immediately following the staff fishbowl is a good time to introduce the trainees to
the use of groups, if this is to be part of the design (and it should be if experiential
training is being used in the program). Trainees can be assigned to groups on the basis
of any information available (see "Composition of the Discussion Groups" in this section).
Or they can be assigned to groups at random (making sure that husbands and wives are not
together). One wav of grouping somewhat randomly and opening up communicatiocm at the same
time is described in this section ("Forming the Groups''). :

When the gxoup rostexr has been handed out or the groups have been formed, the task is
assigned and the groups are told where they are to meet. The Field Assessment Officer
should be visible and take an active parc. in the group formation so that trainees will
identify him very early with the group process.

A good first task for the Discussion Groups is to get acquainted and to fermulate
suggestions for the organization cf their learning community, to be prescanted ¢o the total
community in general assembly. Trainees should be told that the "learning community® in-
cludes the staif, but that responsibility in the community will be shared by staff and
trainees. Trainees have heard from the staff in the Fishbowl; now the staff would like to
hear from the trainces, after they have had a chance to discuss these issues among them-
selves. It will ba necessary to define roles and responsibilities, communicate expecta-
tions (trainee expectations of staff and each other), establish standards, and decide on
some means of anticipating problems, dealing with them as they arise, and making decisions.

Tc make certain that each Discussion Group understands the task, it is best to give.
both written and verbal instructions, and to provide an opportunity for clarification be-
fore breaking up into groups. The handout on "The Learning Community' should have been
read by the trainees and shouid be referred to in the instructions. If they have not read
the handout, they should be told to take a few minutes at the beginning of their group to
give everyone~a chance to read it. :

An hour znd a half to two hours should be allowed for the D1scuss10n Group d1scuss10n.
The groups should not be given any instructions or assistance in deciding on structure and
procedures. If the trainees come to the staff for directions, the staff should tell them
: that these dec1slons are the1r respousnblllty. ‘ : '

Following the dlscusslons, a general assembly should be scheduled to allow the groups

to compare suggestions and arrive at agreements regarding the standards to be established

" and probléem-solving, decision-making procedures  to ‘be.followed. Again, one-and-a-half to

two hours should bé allowed. It ‘should be made: clear that -all suggestions and - agreemeqts
are subJect to rev1ew by the staff R ~ . . s »

" Time should be allowed in the program for similax group meetlngs,.to contlnue what .is
started here. 0therw1se, under the pressure of training, -the trainees .and ‘staff will soon
forget the’ responslblllty to" organlze a learning community. Trainees. will be .going through
‘the motions of a program designed by the staff assumlng no ‘responsibility themselves;.and
blaming the staff for everything: that: goes Wrong.* Some will see thig’as just one wmore in-
dication of 'the lack of sincerity .on the part:of staff, if:they 'do not follow through. and
demonstratevthat ‘they mean what ‘they: say regard1ng trainee part1c1pat10n"andvresponslb;lf
The attitude and skllls of the staff are cruc1a1 in th1s type of program. Unless the
[]il(:nlng staff have experience w1th.the.e’£e£1entia1 model, and teel at ease with it, we
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would strongly urge that they study T. R. Batten's Non-Directive Training methodology.
Batten's philosophy and techniques are well and clearly explained and exceilent prepara-
tion for the kind of role trainers must assume if the program is to succeed.

Staff should not be presemt in these first groups, to give the groups a chance to
form and to allow them time to discover that they can function without a staff member pres-
ent. Later, the staff, particularly the FAO, should sit in on the groups occasionally, to
see how they are functioning, provide process observations, and, if desired, to serve as
a resource to the group. Trainees will very early become accustomed to .the presence of
visitors, and their entrance and exit will not interfere with the work of the group.

Objectives

This is an excellent method of setting the scene for an experiential program. Estab=-
lishing their own structure, defining procedures, and learning to work together to make
important decisions provides an opportunity for some of the most important learning in
the training program. This is the beginning of assumption of responsibility. by the trainees
for their own learning and behavior in the program,.as well as a beginning reallzatlon that
this learning experience will be different from any other they have experlenced

Composition’ of the Discussion Groups
Heterogeneous groups are cons1dered to be ‘more effectlve than homogeneous groups.
Learning in the groups depends. to a-considerable extent-.on the diversity of backgrounds,
ideas, opinions, personalities, attitudes, etc., .in the group. Any information available
can be used to constitute the groups--age, sex, experience, education, staff impressions of
attitudes and personality, area of the U. S. the person is from, whether from the city or
country, etc. Husbands and wives should be separated so the groups will not have to deal
with marital problems.  Groups should be balanced and made as uniform as possible. It is
- good to start with groups of about 10 trainees, no more: than- 11. Attrition will bring most
groups down to about eight, which is an optimum size. Groups .can be reconstituted about
midway through training or retained all the way through but they should be .left together
long enough to become cuhes1ve, working groups. - - e

Formlng the Groups

If trainees have not been assigned to groups beforehand they can be assigned ir many

different ways. One way that has proven to be very effective, not only in getting the

. groups - started, but in further reinforcing the experiential nature: of -the program, is to
have the trainees form' their own groups. The process. should be structured by -the: staff,
however. TFirst the trainees should be told that heterogeneous groups of about ‘the same
size are designed, and should be given the rationale: for heterogeneous groups. They should
also be told that husbands ard wives sghould not be in the same group, and that preferdbly
close friends will not 301n the same. group.a RIS B S A TR
o T N . R :

Trainees should then be told to. stand up and start moving about the room and to select
someone ‘they do not know but whom they -think they would be interested in know1ng., (The .
trainees should have been seated in a large circle prior;to-this time, 'as..they w111 be if
this exercise follows the Fishbowl.) - They should spend. about five minutes talking to each

~other, about why they chose .each:other: and giving each other a;little information about
themselves. ~The two should then select another .pair.. (when they are, 1nstructed to do so by
-the staff member); to-form:a foursome, .and. spend: another £five .or. ten minutes, becomlng ac-
'quainted. The staff member then asks. .each group to: :join. with another group of four to. form
~a‘group of eight. If'an odd group. is* ‘left, this- group is broken up and ‘each. person Joins
a.different group. 'If ten persons are: des;red inieach group, he trainees can be.. told that
two 'of "the groups will :have to decide: to. break .up-and. join other _groups. It 1s 1eft up to
the trainees to decide which groups will break upe. This always creates more intense feel-
1ngs about group membershlp and cohes1veness, and actually faC1litates formatlon of the

[Kc

wll Toxt Provided by ERIC




¥ :\g,«:/,'

we

Voo

B-153

When the groups of 8, 9, or 10 are formed, they are then given their assignment and
tcld where they are to meet.

Additional Handouts

Following is a set of handouts that can be used (at the trainers' discretion) to fa-
cilitate group development. Some trainees will find these useful in understanding and
learning to work in the group, some will not. One of the handouts, in particular, is de-
signed to keep the group from being taken in the direction of a sensitivity or therapy
group by trainees who have had experience in such groups. This is the "Here and Now vercus
There and Then" handout, designed to prevent the trainees from using group time to explore
the past history of any participant in the group in an attempt to understand present be-
havior. The others have been found useful in helping, the trainees develop an understanding
of group process.
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(HJandout to Trainees)

THE DISCUSSION GROUP

We are all members of groups, groups that have a pxofound effect upon our lives. 1In
fact, we are largely what we are because of our group memberships and our association with
significant others. OQur attitudes, beliefs, values, expectations, and goals have been
determined to a large extent by an accident of birth and circumstance, incorporated from
the culture and society within whi<h we grew and developed.

We learn the rules, norms, and standards of the various groups to which we belong.
We learn to behave in ways that are expected or accepted, and these may be quite different
for the different groups of which we are members. We learn how to enter and gain the ac-
ceptauce of a new group, how to protect ourselves from the group, and probably even how to
manipulate or control the group. We learn all of these things if we are to survive, to
achieve, and to maintain emotional stability as a member of any human society.

Some of us learn these things better than others, of course. Somz are more effective
than others as members of groups. Some are more effective at manipulating and controlling.
Some have to conform to the group. Others resent the group and rebel, or attempt to assert
their independence. Some withdraw from the group and remain as inconspicuous as possible.
Some are cble to be free, creative and responsive, and yet accepted and valued in the
groups.

By the same token, there are different kinds of groups. Some require strict conform-
ity and rigid adherence to the rules and standards. Others encourage deviancy, individuai-
ity, independence, growth, and creativity. Rivalries and competition develop within,
between, and among groups, and a person may well find himself a member of conflicting
groups. But whatever the groups, our lives are profoundly affected, to an extent we could
never realize, by our membership in these groups.

It is for these reasons that you have been assigned to a group for your training.
Much of the learning will be simi.ar to that you have experienced in other groups--learn-
ing to relate to new people, what is accepted or not accepted, finding something in common
as a .group, finding one's place in the grcup, etc. But the learning will be more om a
conscious level, focusing on what happens as the group forms and coheres-=-on. the intricate,
developing, changing, solidifying patterns of relationships within the group; on the nature
and quality of individual membership in the group; on each individual's effect on each
other individual and on the group as a whole; on the nature of and consequences of various
events that occur within the group.

The group will be .encouraged -to explore events as they occur, to examine behavior and
the consequences of behavior in the group, and to experiment with new forms of behavior
that we may find to be wore effective. This is a type of learning that cannot be obtained
from a textbook, or a lecture on human relations. It can be acquired only through the ex-
perience of interacting with others. It requires re-learning, examination and testing of
past and present assumptions or beliefs about the effectiveness of our relations with
others. ‘ - ' ‘ :

This is a type of :learning that few of us have had the opportunity to acquire in our
past associations, because in the past we were able to experiment with new forms of be-
havior only to the extent that we ‘were willing to accept the consequences. Often.the..
consequences were so long lasting and of such significance for our future relationships .
that we were reluctant to risk experimentation.: The alternativefto-experimentation;iof
course, is to continue behaving as we always have. This is what most of us do, alome or
as individuals in groups.  We .are successful, of course, to the extent that we are using
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cceptable behavior patterns. That is, behavior that has allowed us to accomplish our ob- —
ectives without creating too many problems. ¢ }

Most of us have much to learn, however, whether we are aware that our behavior causes
roblems or whether we are unaware of the problems it causes. Many of us assume that our
ehavior must be effective or we would not have achieved the success we have. Yet many of
s suffer anxiety as we enter new groups, becauss we do not know how successful we will be
n a new group with different norms, values, and expectations. Many of us are afraid to
ry something new, for fear of the consequences of experimentation.

In your Discussion Groups, experimentation should not only be accepted, but encour-
ged. Your objective should be to create a group in which a person is able to test his
ehavior and to experiment with new methods of behavior without fear cf rejection by his
roup. Experimentation should become the norm. The group may disapprove of a particular
ehavior, but this disapproval should be communicated in a supportive manner, as feedback
egarding the results of the person's experiment with that particular behavior. The
roup's approval or disapproval then gives the person some basis for evaluating the effec-
iveness of the behavior and for selecting other alternatives. The opportunity exists to
ry out new methods of behavior, and to have these evaluated in terms of their effect on
thers and how well they accomplish the desired results. In this way, the individual can
btain invaluable feedback regarding the effect of his habitual modes of behavior on other
eople and can experiment with and acquire other behaviors that might be more effective.

Iin outside groups, a person seldom, if ever, has the opportunity to experiment in a
ree and supportive environment. What is learned in your Discussion Group can be applied
n outside groups, however. Your Discussion Group becomes a testing ground for new be-
avior, and a setting in which one can learn how to learn from new situations and experi-
nces. As you experiment, you will develop not only a better understanding of group .
ynamics, but increased sensitivity to the redctions of others to you, and your reactions £ )
o others. This increased sensitivity and understanding not only should help you adapt e
o and work more effectively in new and different groups (and cultures) but should help
ou learn to be more effective in helping others learn to work tegether productlvely and
reatively.

The Discussion Group provides a basis for learning about the difficulties encountered
n working with people. The mere fact that people differ in the manner in which they per-
eive and solve problems often leads to difficulty in problem solving (working together).
vercoming such difficulties--which is really learning how to live and work together ef-
ectively--is one valuable bi# of learning provided by the group. These difficulties are
ompounded, of course, when we move into new groups, particularly into groups that have
volved within an entirely different culture. But the learning acquired in the Discussion
roup should provide a basis for understanding and adjusting to these new groups, should
rovide us with the awareness of and sensitivity to reactions which might be quite differ-
nt from those to which we are accustomed, to cultural differences, to the kinds-of behav-
or or change 1n behavior that will be requlred to work effectlvely in a new and. different
ulture.

A Discussion Group has no designated leader. The group must decide how it is to han-
le the problems of leadership. WNo particular organization for discussion or procedure
‘or solving problems or making decisions is provided. The organization and procedure must
e developed by the group. The group must find out where it wants to go, what it wants to
ccomplish. It must establish its' own goals and must decide for'itself how it is to-
ichieve these goals. The group must learn to examine Jts own performance, to evaluate its
*ffectlveness, and to assess its development, focusing on the. group as a whole as well as
i each individual withia the group. Some tasks:or activities will be presented-to or im- .
yosed on the group. Others will arise from within the group. But little help will be. {j)
yrovided by the staff. Primary responsibility for' the growth and development of the group
ind individuals within the group rests with the group itself.

El{llC - e
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(Handout to Trainees)

"ZERE AND NOW" VERSUS "'THERE AND THEN"

Topics discussed in the Discussion Group meetings may be categorized in terms of
*Here and Now" or "There and Then.” The latter are those events that occurred prior to
entering the training program or cutside the training program. They concern things that
happened to us in the past (such as experiences while we were growing up, with our
friends or family, in school, on the job, etc.) or other outside events, philosophical
issues, etc., that do not bear directly on the task at hand or goals and purposes of the
group.

When we talk about what we are now doing, how we are doing it, and the effects of
present experiences on present and future events, we are talking about events that are
"Here and Now." These are topics that are a product of present conditiomns rather than
past ""There and Then" conditions; our present, shared experiences rather than remote,
unshared experiences.

We car. spend a lot of time on events, issues, and experiences that very often is
wasted time, or time that the group could better spent on other topics. If the group
hopes to develop into an effective, problem-solving, achieving group, the time is usually
better spent on the "Here and Now," what is happening in this group, right hexre, right
now, and what relationship this has to our objectives in the training program.

O
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(Handout to Trainees)

CONTRIBUTING TO THE GROUP

Contributing to the group is saying what you really think when you feel it should be
expressed, rather than keeping your ideas, opinions, and feellngs to yourself. This does
not mean honesty just for honesty's sake, but contributing what you feel will assist the
group in whatever task it is attempting to accomplish or will help the group become a more
cohesive, effective group.

Too often we do not feel free to express our true thoughts, for fear of punishment,
rejection, or ridicule, or we keep our feelings hidden for other reasons. We domn't like
what the group is doing, or we think what it is doing could be done more effectively,
but we are reluctant to share these feelings with the group.

Too many of us have learuned that it is neither safe mnor polite to revezal our feelings.
A person's feelings often cause others to be uncomfortable. Ideas or opinions are also mot
really welcome. They are perceived as a threat to one's own ideas or opinions or status
in the group. They are perceived too often as sources of conflict rather than sources of
collaboration in the development and achievement of common goals. In our responses to
other people, our culture placed higher wvalue on politeness than on saying what we think.
When we say what we feel we should say, it is often perceived as impolite (or as threaten-
ing, insubordination, rebellion, criticism, etc.), and is reacted to accordingly.

If given and received in the proper manner and at the appropriate time, however,
honest contributions of feelings can clear the air between people and provide a more solid ,
and honest foundation upon which to build. It provides the feedback a person needs to
find out how his attitudes and behavior are affecting others and the basis for experiment-
ing with other behaviors that might be more effective or acceptable. If given in a sup-
portive manner, to help rather than to hurt, to provide information that may be helpful
or necessary in analyzing or understanding a problem, it can reduce fear, suspicion, and
distrust, and provide a sound basis for the development of healthy, productive, and crea-
tive working or personal relatiomnships.

As mentioned earlier, examining and discussing feelings and reactions is important
if one is to learn much about himself as a product of his own culture. Also, if all
members of the group feel the responsibility to contribute to the group and willingly and
openly share their feelings, ideas, and opinions, the total resources of the group are

‘being used to complete the group's tasks and to solve any problems that might arise. If

even one member does not feel free to participate with the group in this way, the group
is not as effective as it could be. :

But considerable practice is necessary to learn how and when to share feelings and
ideas openly with one another. The Discussion Group affords an opportunity to do so in
an atmosphere of experimentation and support. It is hoped that by experimenting with
opennesc in the group, a person can develop a better understanding of the difficulties
and problems of communicating with others outside the group and can learn how fo work
with others in developlng a trusting, open relatiomship.

Q
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(Handout to Trainees)

WHAT IS GROUP ATMOSPHERE?*

Most persons leave a group meeting with certain overall general impressions or feel-

One might have the impression that not much work was done, owing

to a general inability to 'get started" or disinterest on the part of group members, or
one might have the impression that a lot of work was accomplished but that in the course
of work, tempers flared or members were on edge or touchy.

These types of impressions relate to group atmosphere;

i.e., something about the

way a group works which creates an atmosphere reflected in a general impression. Too
often we do not talk about the atmosphere during the group meeting, but gruwble about it

afterwards.

It might be helpful to look at some of the various ways of categorizing

group atmosphare to facilitate exchange of feelings about the way the group is working.

The atmosphere may change within a single meeting.
scribe one meeting.

Q
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Rewarding:

Sluggish:

Cooperative:

Competitive:

Play:

Work:

Tense/

Frustrating:

between members,

Thus several words may be used to de-

When group members have worked together well and accomplished the
task they set for themselves a2 "rewarding' atmosphere may be re-
ported. '

Often a group "just can't get going."

As opposed to the competltlve atmospbere group members may work to-
gether harmoniously. When members seem to share goals and support
one another in attaining group goals, the atmosphere may be described
as "cooperative."

When several members seem out to win their own points, with the re-
sults that group action can proceed only on a 'win-lose” basis, the
session might be described as "competitive.

The opposite of being task or work oriented is "play This condi-
tion exists when the group cVOldS its tasks and can't seem to shake
off a light-hearted unserlous attitude long enough to get anythlng
done. The bull session might be described as "play.'

When the group devotes itself to its task in a purposeful manner, the
group atmosphere is one of "task or1entat1un.’ This may be true re-
gardless of what other impressions result as well; e.g. it is possible
to "flght" and still "work" hard.

often group members will find themselves in complete disagreement re-
gardirng the topic to be discussed, decisions to be made, or action to
be taken, or members will be antagonlstlc toward each other.

When the group pursues a toplc other than the s1gnificant topic af-
fecting the group or engages in horseplay or a bull session as a
means of avoiding the real task at hand (whlch may be threatening or

unpleasant), the group atmosphere may" be one of "fllght.f Flight
means to run away from the problem.
When pressures ‘are felt which may be due to 11m1ted time, conflict

personally threatenlng toplcs 'resistance or block-:
ing of some members, etc., the atmosphere may be tense. The 1nab111Ly
to move or to accomplish the perceived. task may be frustratlng.

*Adapted from paper preparedvoriginally by Jane 8. Mouton, University'of Texas.
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(Handout to Trainees)

DECISION MAKING*

We all have to make many decisions every day of our lives, and many of these deci-
sions usually involve or affect other people. Our decisions may take many forms~-render-
ing an opinion, making a specific recommendation, giving a solution for a concrete problem,
defining courses of action, handing down a verdict, stating a general policy, etc. These
may be evaluated in terms of content, or what decision was made. Is it valid? Does it
make sense? Or it may be evaluated in terms of process, how it was made. Were the pecple
who had the information needed involved? Were those who would be affected involved? Did
all participants really agree? Were alternatives considered? What would be the effect on
the people who must carry out the decision? A mistake we frequently make is to. look only
at the content, whereas the adequacy of the decision, in terms of the support it will re-
ceive, depends in large measure on the process, how it was made.

Following is a short description of different kinds of decisions based on the way they
are made.

PLOP - A plop results when a group member makes a suggestion which meets with no re-
sponse from the group as a whole. It falls, plop." Not only is there no recognition of
evaluation of the suggestion by the group, but the individual who offered the suggestion
feels he has been ignored and possibly rejected. He feels that no one will listen to him.

SELF-AUTHORIZED DECISIONS - This occurs when a group member suggests a course cf ac-
tion and immediately proceeds upon that course on the assumption that since no one dis-
agreed, the group has given its approval. Such action can frequently lead a group down
blind alleys. Even if the rest of the group agree with the decision, they may resent the
way it was made, and no one knows how much support the decision will receive from the
other members of the group.

 HANDCLASP - A suggestion made by one member elicits a reaction of support and per-
mission to proceed from another. The group is launched into action without adequate test-
ing as to whether the proposal is acceptable to the group as a whole. The handclasp
between two or three is evident in cliques that form within the group and is a powerful
method of control of the group. It often results from the failure of some members to meet
their responsibility to the group by speaking up, voicing their opinions, keeping the
group on target, and insuring that alternatives are considered.

MINORITY SUPPORT -~ A minority cf the group ramrods a decision or suggestion into
group action which the majority does not support. This leads to little future support by
the group as a whole for the action taken.

MAJORITY SUPPORT - A common method of determining a majority support decision is by
voting. Many groups make the mistake of assuming that simply because a majority supports
the decision, the minority will come along willingly. Often they may appear to do so, but
frequently they resent the action and give no more than token support. This may lead to
"dragging of feet! or to sabotaging of the decision. The basic assumption underlying
majority procedures sppears to be, 'the majority is always right, and the minority should
conform."” This usually results in failure to explore ideas and alternmative courses of
action or to make effective use of the views and experience of the minority.. Instead,
something is suggested and a vote is called for before other ideas have an opportunity to
be heard and explored. ' o Lo '

*Adapted from the original by Jane S. Mouton, UniVersity of Texas.
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PROBLEM CONSENSUS - The group produces as many alternatives as it can (through brain-
storming or any other method), to be evaluated later. These can serve as the basis for
interacting. Such a procedure can lead to the suggestion cf varied and creative ideas
that might otherwise not be considered. Withholiding evaluation gives the individual an
opportunity and sometimes the courage to make a suggestion or submit an idea, engenders
the feeling of support and cohesiveness, and gives greater assurance that the idea will
be given adequate .consideration.

NEAR CONSENSUS =~ Groups which really try to avoid the pitfalls associated with the
plop, self-authorized, handclasp, minority, or majority decisions often try to include
every member in the final decision by refusing to accept a decision until it is supported
by all members. -All members may agree, but some may have reservations r_:garding the de-
cision or may display obvious displeasure.  Support and satisfaction are higher than under
the other procedures; however, but the dissenting members, although promising support, of-
ten withdraw support at crucial times, such as when the decision is 1mp1emented thus
leading to fallure of the undertaking. : :

THOUGHT AND FEELING CONSENSUS - All members have contributed to the decision or feel
that their contributions have been given a fair hearing, and are more satisfied with it
than with any of the other alternatives which were considered. Each individual has had
an opportunity to voice his opinicns, ideas, and reservations and is satisfied with the
treatment these have received. Under this procedure, the probability is greater that a
- decision will emerge which has. given proper weight to. the significant conditions affect~-
ing the decision and ‘as such gains greater combined support. from all members: of the
group.
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ASSESSMENT OF GROUP PROCESS

Instructions to Staff

To begin focusing the attention cf the Discussion Group on its own processes, a
short questionnaire* is administered at the end of the first Group meeting or meetings.
The forms should be collated by a staff member and the data tabulated for each group.
A frequency distribution (the number of persons selecting each scale value for each
item) is probably the most meaningful statistic, although a mean (average) might also
be computed. '

A similar or identical form might be given out after the first community meeting.
The data should be reproduced, and all trainees should be given the consolidation of
data from all groups. It is most effective to hand the data out in general assembly and
discuss it briefly, just before the next Discussion Group meeting. This can be a meet-
ing scheduled specifically to discuss the data from the questionnaire, if time is avail-
able, or if nut, a meeting scheduled for another purpose.

Ob jectives

This allows all trainees to see the different reactions to the groups, and if a
‘similar form is administered for the community meeting, differences in reactions to the
group and community meetings. It forces the trainees, .also, to become more aware of
what is happening in the groaps--the ways in which decisions are made, structure that
might be forming, amount and quality of participation, sub-groupings within the Discus-
sion Group, etc.

This awareness is the beginning of increased awareness of group and interaction pro-
cesses in general, and forms the basis for the development of increased cross-cultural
awaveness and understanding. This examination and assessment of experience (in this case,
what is happening in the group) involves the trainees at the outset in the experiential
learning process. It would ba advisable to introduce the experiential learning model at
this point, in a very brief lecturette, to help the trainces see the reasons for the
questionnaires and to begin to develop an understanding of the learning philosophy and
methodology of the experiential: laboratory. ' '

The trainees should be told that there are multiple reasons for using the question-
naires. Among others, the following: (1) to provide feedback to the staff regarding
the effectiveness of training; (2) to allow the group to assess its own performance;
(3) to provide & basis for becoming aware of and examining divergence of opinion and re-
action and underlying needs, beliefs, assumptions, values, and expectations; (4) to ‘
provide a basjs for formulation of standards and procedures that are acceptable to all
members of the group; (5) to help the trainees see how groups form and to understand
the dynamics of group interaction; (6) to help the individual begin a more introspective
and systematic assessment of his own experience, performance, feelings, and reactions;
(7) to facilitate discussion of ‘all this in the groups. ' The staff may wish to add others.

_ *See examples following. Examples are given of different types of forms and items.
This material should be modified by the staff to focus on whatever aspects of group pro-
cess they or the trainees feel are important. The forms should not be used as they are.-
They are too long and cover too many areas. o : i o
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. Discussion Group No.

GROUP PROCESS' TALLY SHEET
(Circle the appropriate number after each question)
How interested were you in your group's discussion today? -

Completely Quite ; Somewhat Not very - Not at all

'How clear were the purpose and objectives of your meeting?

9 - - 8 7 6 . 5 SR . ¥ S LY
Completely Quite Somewhat '~ " Not'very '~ Not at all

What percentage of the group s time was spent discussing topics ' directly pertihent

to the ass1gned task7

loo%  90% 8%  70%  60%  50%  40%  30%  20%  10%  o%

What percentage of the group's time was .spent developing cohesiveness, procedures,
standards, etc., important for effectiveness as. a working group? Co

100%  90% - 0% 70% 60% {507 407 %0 20% 107 0%

What percentage of the group § time was spent examining group process——what was -
happening in the group, efféctiveness-of the group, individual fee11ngs ‘or reactlons

‘to each other cr to what was happen1ng in the group?

100% . 90% 80%  70%  60% 507 40% 307 20% 10% 0%

What percentage of the group s. time was spent on. 1nron°equent1a1 matters——toplcs un-
related to the task or to group effectiveness, personal problems or explolts, the
staff, bitching abour the program or facilities, etc ?

loor  90%  80% 0%, 60% 50% . . 40% 30% 20% 10% 0%

To whar extenL were you leveling w1th ‘the grraup‘7 That is,fdidfwmzshare all ideas,
opinions, and feelings with the group that ‘you thought might help accomplish the task
or develop into a more cohesive, effective group (as opposed to be1ng reluctant or
hesitant to share your feelings and 1deas with this group)7 ‘

9 s 7 6 5. 4 3 2

-Completely ’ v Quite . 'SomeWhat j" v 1Not.very-3” Not at a11:

How many persons in your group do you feel were completely open 1eve11ng ‘with the

group?
0 9. ‘8 7 6 . 5 . & 3 49
7o what extent were you really 11sten1ng to the other members of your ‘group? ‘Thathis,

did you attempt to hear and understand the v1ews, oplnlons, 1deas fee11ngs, and
needs of the other members’ : : : . A

o 8 7 & 5 4 '”hif; R
Completely ~ « ' Quite - =~ Somewhat. - - Not very. _  _ Notatall -
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10.

11.

12.

How many persons in your group do you fezl were really listening to the other mem-
bers (as opposed to being more concerned that the others 1lstened to them)‘7

10 _V9‘,.8 7 6 s 4 3 2 1 0

To what extent did you feel that you were meeting your responsibllltles to the
group for the success of the meeting?

9 8 7 6 5 4 23 a2 1
Completely Quite ~ Somewhat » Not very R Not at a11

How, many persons were actively involved, meeting. their respon51b111t1es to the group

. for the success of the meeting?

13.

10 9 8 - 7 6 . 5. 4 3 2 ';"_‘_1,_ 0

How many persons were blocking the group, interferlng w1th the task or group de- -

;velopment monopollzlng the group's tlme, etc.?

14.

15.

1

TR

0. 9. 8 7 6. 5 4 3 2 1 0

How many persons are attempting to dominate or assume the leadership of your group?

Tewﬁhétrekteht"do yeuzfeel‘ypu ére_e ﬁafthbf'thisfgrouﬁ?f_ tb” o d;{n-ng;t;“;,
9 . 8. 7 6 : 5 ‘. 4 3 g o
Completely Quite a bit v ‘ Scmewhat = Very little “ﬂ'Not’at”éll

6.-'-

How do you feel about this group as an effectlve, cohe51ve, con51derate, problen—
solving group?

9 g 7 6 s 4 3 . 2.1

' Best possible Quite good Neither good Quite poor " Worst poéeihie

nor poor

T
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DISCUSSION GROUP EVALUATION SHEET

Purpose of Evaluation: 1) to give the staff some insight into the development of the

1.

groups
2) to encourage the trainee to do the same in order to improve
.- the group process ' ' :

T found the training this week: -

boring difficult
‘intereccing easy

.. challenging stimulating
confusing disorganized

tense ’ : relaxed

How maay people in your group were negative and hypercritical; inteffefiﬁg with
group learning and development? - :

How many people in your group were positive and constructive, contributing to- learn-
ing and development? ' '

How much time is spent on unimportént matterS?-
1 2 3 4 5 6 7 8 9
None  at % time About half 3/4 time " All of
all the time. the time

To what extent did you contribute?

1 2 3 4 5 6 7 '8 9

Not at Moderately - A great

all R : ' deal
To what extent do you feel included,in your group? | '
1 2 3 4 5 6 7 8 9

Not at ‘ Moderately Cdmplétely
all | | . B

To what extent is your group supportivé'of ihdividual members via suggestions, comQa
ments, ideas, information, feedback, etc.? : '
1 2 3 4. s 6. 1 .8 . 9
Not at : Moderately _ . Completely
all -

How many participants listen, show respect for others' points of view?

How many do not? . .-
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8. To what extent do participants feel they can risk sharing their 1deas and feelings
with the group?

1 2 3 & .5 -6 7 8 9
Not at Moderately Completely
ali

9. Does everyone have a chance to say what he thinks?

1 20 3 4 5 6. 7 8 9
Never Occasionally ' Some times . Usually Always

10. In respect to differences of opinion, is the focus on arriving at good solutions -
rather than on winning or losing?

1 2 3 4 5 6 ,7.'_. 8 9
Not at T Moderately e Completely
all S . A ' L

11. How much do you feel you learned this week?

1 2 3 4 5 6 2 e . e

Nothing A moderate - A great
. R ' : -~ amount - R DI ST ciw sdeal.

12. How much do you feel you learned about yourself this week?

oy

1 2 3 4 5 e P
goth}pg £ A moderate - . : s beat
| amount - "deélJ

13, Comments on any of the above:

14 . What situation should cause the group to discard: the asolgned task in order to have
a more producflve meeting?

15. What is preventing your group from developing as ranldly as 1t should to the p01nt
of openness, ‘honesty and effective problem-solv1ng7

16. What could YOU do to increase the value of the training for your D1scuss1on Grouﬁ
and community y meeting? :

Q3
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THE JOURNAL

Instructions to Staff

It has proven useful to have the trainees keep a daily journal of their experiences
and reactions in the training program. The experiential learning model should be pre-
sented as a guide for using the journal to evaluate the training experience. This will
not only help the trainee learn to use the experiential learning process more effectively
in training, but will help him see the relaticnship of the journal to training. The total
learning experience should become more meaningful as a result.

In addition to the personal learning derived from this process, the journal can pro-
vide valuable information to the staff regarding the effectiveness of training or specific
aspects of training. The trainee in using this process will be forced to examine for his
own goals, abilities, ambitions, interests, etc., as they relate to both the training ex-
perience and the Volunteer experience, and will be better able to evaluate his own deci-
sion to enter the Peace Corps. If he decides to resign, it will be as a result of
thoughtful consideration rather than a swdden impulse.

The journal provides another opportunity for the trainees to communicate with the
staff. Some trainees find this the easiest way to communicate and will write lengthy re-
ports. Some will use the journal to ask for help or to indicate that they would like to
talk to the Assessment Officer. The journals can often be used as the basis for a mean-
ingful counseiing interview with the trainee. A trainee who is having difficulty 'in
training may find the journal a useful tool for examining his own feelings and reactions.

Procedure

Instructions for use of the journal should be given by the Assessment Officer and
Training Coordinator or Project Director, to reinforce its importance in both training
and assessment. Any anxXieties the trainees have about confidentiality or use of the in-
formation should be discussed openly in the general meeting. Trainees should be told
that the journal will be read by the Assessment Officer (turned in to him once a week)
and that all personal information will be treated as confidential information. Informa-
tion regarding evaluations of the trzining will be extracted by the Assessment Officer,
however, and fed back to the appropriate staff. '

Trainees should be provided with a small notebook suitable for use as a journal.
They should be given explicit instructions as to when and where to turn the journal in
each week., The Assessment Officer should read the journals carefully and make comments
in the margins when he deems it appropriate. Trainees should be advised to read back
through the journal occasionally to see how their own perceptions, reactions, and feel-
ings have changed. '

Traineces should be told that so many things happen in training, and it is such an
intense experience, that it is often difficult to recall how one had felt earlier in the
training. A record of these changes is an important contribution to self-understanding,
particularly at a time when the individual will soon be exposed to many new conditions
and experiences. Many Volunteers have continued to keep a journal during their service
and have found it useful and rewarding to record and occasionally review their impres-
sions, perceptions, and feelings. Over a period of time they were able to see the change
taking place in themselves as they adjusted to the new culture and way of life. Some
RPCVs have used excerpts from their journals to communicate very meaningful information
to the trainees. It is very difficult for a RPCV to remember how he felt when he first
began his service two or three years earlier, unless he had kept a record.

ERIC 94
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(Handout to the trainees)

USE OF THE JOURNAL

We are providing you with a journal to help make the experiences of training as mean-
ingful as possible and to give us feedback regarding the effectiveness of training. Tt
might be helpful to make notes during the day but make your journal entries before going
to bed in the evening after you have had a chance to reflect on the day's activities. Use
the experiential learning model as a guide in evaluating your experiences in your journal.

A few additional guidelines:

1. Include dates, names, places, times, key persons present.

2. Take note of your attitudes, reactions, and feelings with respect to the various
situations. Be as honest as possible about such reactions.

3. Review your journal from time to time, particularly for evidence of changes ia
your attitudes or perceptions, and indicate these in your journal.

4. Keep your journal personal. Your observations are sub jective and may be misunder-
stood by others. Do not let it out of your possession. If you reproduce it in any form,
eliminate the names and places which would identify the situation or persoms to others,
especially if the content is negative.

5. Your journal should be turned into the Assessment Officer once a week for review.
He will keep any entries confidential but will convey appropriate information about the

program to the training staff to assist them in evaluatiug and revising the program.

N 5
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EXPERIENTIAL LEARNING AND RESPONSIVE ENVIRONMENT HANDCUIS

Instructions to Staff

It is generally agreed among most of the trainers who have used the Experiential Model
that it is probably best not to introduce the Experiential Learning Handout or a lecture
on the Experiential Learning Model until after the trainees have gone through an experi-
ential exercise of some sort. We have mentioned already that it is best to begin training
with some sort of experience, such as a situational exercise, possibly followed by comple-
tion of the Community Description or Critical Incidents questionnaires. This should pre-
cede any general meeting with the staff in which the staff introduce themselves, the
training model, etc. The Experiential Learning Handout probably still should not be given
out until after the Staff Fishbowl, if the Fishbowl is used, and meeting of small groups
to discuss, to get acquainted, and to discuss trainee expectations for the training program.
If a sequence simil ¥ to the sequence presented here is followed, the trainees would com-
plete a group process questionnaire following their small group experience. The data from
the questionnaire would be processed and fed back in general assembly. Immediately upon
feedback of this data, the Journal should be presented followed by a brief explanation of
the Experiential Learning Model. The Experiential Learning Model is then used to show the
trainees the rationale underlying the experiences they have gone through, and to acquaint
them with the methodology that will be used throughout the training program. Most imme-
diately it is used in reference to the Journal and the trainees are advised to follow the
Experiential Learning Model in making their notatioms in the Journal.

It is suggested that the Experiential Learning Model be drawn out on the blackboard
or newsprint pads making reference to the experiences that the trainees have already
gone through and showing how these relate to the Model. This can be done in a very
brief lecture type presentation encouraging quastions and interaction from the trairees.
Or it can be done as it has been done at timss in Puerto Rico; that is, having the
trainees themselves reconstruct the ‘traditional Training Model, the way txaining or edu-
cation is usually conducted, and comparing this with the experiences that they have gone
through. The trainees themselves usually can identify some of the major differences
between Experiential Learning and Traditional Learning. This, then, should be used as
the basis for moving into the explanation and description of the Experiential Model.

The Responsive Environment Handout needs no explanmation. It should be self-explan-
atory, if handed out with the Experiential Learning Model. Following the brief presenta-
tion on the Experiential Learning Model, the two handouts, Experiential Learning and
Responsive Environment should be given to the trainees with suggestions that they read
them carefully that evening because all subsequent training experiences will be based
primarily on the concepts explained in these two handouts.

Purpose

The purpose of the Experiential Model and the handouts, very briefly, is to provide
che trainees with an intellectual, rational explanation for the activities of the ¢rain-
ing program. Up to this time, the trainees have been going through several experiences,
but with no rational explanation for the experience.’' This is the first time staff
actually begin to help trainees conceptualize their experiences and to provide them with
a Model which they can use individually (and in groups) as a basis for regulating their
own activities and for conceptualizing what is happening to them in training.

Q

ERIC | . 96

Aruitoxt provided by Eic:



(Handout to Trainees)
EXPERIENTIAL LEARNING

Most of your training in this program is based on the Experiential Learning Model
(see Figure 1), This approach to learning is quite different from the traditional zp-
proach most of us have experienced throughout our educational careers, The mcdel as-
sumes that you are able to accept the major responsibility for your own learning, that
you can and will, if given the opportunity, establish realistic education or learning
goals, that these will be provisional goals (modified with experience), and that as you
learn from experience with the experiential model, you wiil incorporate the learning pro-
cess as a way of life and continue to use it beyond and outside training.

The Experiential Model requires that you become more actively involved in the learn-
ing process than most of ycu have been in your experience in traditional education. Since
you will have to assume the responsibility for continued learning during your service as
a Volunteer, on your own without the support or assistance of a traimer, learning how to
learn from experience is perhaps the most valuable experience of training. 1In addicion
to providing you with a learning process that you will be able to use for continued learn-
ing as a Velunteer, Experiential Learning is considered to be 2 more efficient and effect-
ive approach to learning, particularly learning to prepare for the complex role and ob-
jectives of the Peace Corps Volunteer. '

Most students receive very. little practice in school with the use of the inductive,
discovery, and critical-thinking modes of learning required in Experiential Learning.
They are much more familiar and comfortable with the traditional modes--memorizing from
lectures and reading assignments, completing assignments and taking tests assigned by the
instructor. Most of us, therefore, need to relearn how to learn, in a way that was pro-
bably quite natural to us as young children, but which was stamped out as we learned to
accept the authority of our teachers and to discount our own judgment and experience. 1In
many ways learning in this way is more difficult, however, It requires more effort, in-
vestment, and responsibility.

The following lezraing model serves as a guide in the structuring of training activi-
ties, and hopefully will be used as a guide by the trainees in individual and group actiwv-
ities. In an experiential training program, it is assumed that learning will depend‘to
a great extent on the ability and willingness of the trainees to learn experientially.

The purpose of the model is not only to facilitate learning, but to facilitate learning
(or relearning) how to learn in a way that will be necessary for continued learning and
adjustment in your host country as a Volunteer.

Experience RefTecticn Insizht ‘ Synthesis

Action Discussion Discavery S . | Conceptualization
Problem-Solving — Analysis +——=>| Understanding |—= | Codification
Data-Collection Assessment Classification
/‘\ Evaluation \IL
‘Seeking Opportunities : S . Modification
Identifying Resources c ‘ Elaboration
\ B ' ‘Questions - .Restructuring
Problems Transformation
_ Ideas ' ' ,
Organizing i I . : Hypotheses ' : \L
Preparing : Z Setting Ob- Needs
Acquiring L . jectives Interests Generalization
Skills s Planning. =<—| Concerns =< Expectations

Figure 1. The Experiential Learning Model
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The experiences of the person, the action he takes, the process of solving a problem,
the data or information he collects, and the process of collecting the data are all
treated in a very similar fashion in the process. The model represents not only the pro-
posed educational process to be followed in the training, but a continuing process to be
internalized by the traines as he "learns how to learn." The responsibility for the pro-
cess must be assumed by the trainee. The staff can not do the learning for the trainees.
The rewards for this kind of learning are not in grades, recognition, and so on of the
system, but rather the internal rewards of ach1evement and satisfaction inherent in the
process. :

In experiential learning the emphasis is on creative problem-solv1ng, a process involv-
ing steps or phases such as the following:

1. Problem identification or recognition.
2. Identification of perso