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Attitude Changes Toward th~ United States
of A.1.D. Participant Trainees
Carl F. Hereford

University of Texas

The A.1.D. Participant Training Program over the years has had the
highly specific purpose of training foreign nationals in a variety of
technical areas to facilitate the A.1.D. program for the trainee's coun-
try. The non-technical aspects of this training, intentionally or not,
have always been an important part of the program in that these factors
greatly influence the effectiveness of the trainee in his training situa-
tion, his use of the acquired knowledge and skill when he returns to his
home country and his attitudes towards the United States. Consideration
of the non-technical aspects of participant training directly, not as
mere side effects of the program, has two purposes. The first is to
improve the quality and effectiveness of the technical training and the
second is to utilize these factors as a means of altering the trainee's
attitudes toward the United States. Vhile these two goals are clearly
interrelated, this paper concerns itself primarily with the latter.

When we consciously set out to modify the trainee's attitudes
toward the United States, we immediately enter into a new frame of
reference. Different questions must be asked, new criteria employed,
and a change in the orientation of the entire program must take place.
The original concept of technical training was essentially a straight-
forward proposition: construct the country plan, determine the needs,
select the persons who by virtue of position and ability could meet

these needs and provide them the technical training necessary. In
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actual practice, of course, this procedure frequently went awry, but the
basic plan was simple and clearcut. VWith the addition of attitude change
on the part of the trainee as a goal of the program, the picture be-
comes much more complicated.

In addition to the usual questions asked in selection, such as,
"Who is capable of receiving and utilizing technical training?'' we
must now ask as well, 'Wlho is amenable to attitude change?' From the
viewpoint of attitude change, should we concentrate on the technician
or the executive? |If we anticipate a multiplier effect in the area of
attitude, as well as in technical knowledge, who is the best communicator
of these more abstract ideas, concepts and feelings?

Similar questions must be raised about the program itself.
Vilhat now of the place of orientation? Should orientation be used as a
propaganda or indoctrination procedure? Should the site of training be
selected less on the basis of technical adequacy and more in terms of
the picture presented of life in the United States? Should the educa-
tional plan be broadened to include cultural and social aspects of the
United States, as well as the technical training the trainee- needs?
And what of the trainece himself? Should we show more concern for his
welfare and adjustment than we do for his technical achievements? The
same kinds of questions apply to debriefing sessions and to follow-up.
If we are con:erned with attitude change and not merely technical
competence, it will make a great deal of difference in the manner in
which these aspects of the program are handied.

A program concerned with attitude modifications as well as

technical training will also place a different and more complex set of
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demands on the A.1.D. personnel. Training officers and others involved
with the program, both in the field and in VWashington, must become
sensitized to a different set of values and standards. They must make
decisions using new criteria and evaluate recults from a different point
of view. How can A.1.D. personnel meet the demands placed upon them by
a cnange in the emphasis of their program?

The answers to many of these questions lie in an understanding of
the process of attitudinal change and in a clear definition of the goals
to be achieved. These two factors are clearly interrelated. The
strategy to be used is influenced by the goal desired. Just what is
the goal we have in mind when we speak of attitude changes in relation
to the A.1.D. Participant Training Program?

At first glance the goal seems to be quite simple. The Partic-
ipant Training Frogram, in addition to providing technical knowledge,
should also creatc favorable attitudes toward the United States on the
part of the trainee. 0On closer examination this objective has several
negative implications. It sounds manipulative, it places the trainee
in the position of a passive recipient of pro-U.S. propaganda. It
smacks of ''image' creation. An objective such as this also immediately
raises some extremely knotty practical problems. Just which favorable
attitudes are we to inculcate in the trainees? VWhat image do we wish to
project? Given the assumption that the trainees arrive in this country
with widely differing attitudes towards the United States and with great
variability in the degree of readiness to modify these attitudes, how
are we to design a program that will be equally effective with all

trainees? And, probably the most difficuit problem of all, how are we
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to gain sufficient control of the trainee's environment to provide him
with selected experiences leading to positive attitudes and eliminate
the negative experiences that might have the opposite effect? In a
free society, such a procedure is obviously impossible, as well as
undesirable.

There is also evidence to indicate that it is extremely difficult
to '"teach'' attitudes, or to implant a certain set of values in an es-
sentially passive recipient. Attitudes resemble emotions in that they
tend to be irrational and illogical; based on feeling rather than in-
tellect. They are, therefore, not susceptible to modification by the
rational educational methods we use so effectively in other areas.
Attitude change requires the personal involvement and commitment of
the individual, a situation which one rarely obtains when one consciously
sets out to modify the attitudes of another.

If the direct creation of favorable attitudes toward the U.S.
is not a feasible goal for the A.1.D. Participant Training Program,
what can realistically be achieved in addition to the stated purpose
of technical training? A reasonable by-product of this program should
be an increase in the trainee's unde-standing of the United States,
its people, its culture, its society, its problems. This objective
need not be incompatible with the primary goal of technical training,
though it will undoubtedly require some modification in the orientation
and execution of the program. Neither does this objective bypass the
desired goal of attitude change; indeed, it may be the most effective
means by which modification in attitudes can occur. However, if we

shift our goal from the creation of positive attitudes to that of
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providing greater understanding, we are immediately faced with a crucial
question: Does greater understanding result in positive attitudes? This
question must certair’'y be answered equivocally, The evidence is still
out, both at the individual and group level, Greater understanding does,
however, permit more realistic relationships and increase ability to

work togethar to achieve mutual goals. It should be mentioned that under=-
standing in the sense it is being used here is a two-way sireet, but

this is not our concern at this time.

Emphasis on promoting understanding rather tlen creating favorable

attitudes relieves us of the task of deciding which attitudes are to be
created or modified. Our job becomes onc of providing opportunities and
information; the burden of attitude change falls where it rightfully
belongs, on the individual participant. \le do not have to decidc how
he should feel about the United States when he finishes with his training.
Vle only have to insure that he has a rcalistic and unbiased opportunity
to formulate his own attitudes. |If a parallel can be drawn from in-
dividual relationships, this is the process that occurs in friendship.
It is very difficult to ''scll" oneself to another on any but the most
superficial basis. Friendship occurs as the result or genuine under-
standing and acccptance, of both the positive and the ncgative aspects
of the other person.

As indicated earlier, thec process of attitude change is very
much related to the goal desired. Attitudc change at mcre than a
superficial level requires the participation and personal involvement
of the individual, Attempts to instill certain favorable attitudes in

another person is a onc-way process. Essentially, some agent acts upon
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the recipient. On the other hand, incrcasing the understanding of 1ife
and culture in the United States is 2 participating process. The in-
dividual must participate and become a part of the culture in order to
understand it fully. This point cannot be underlined too strongly.
Attitude change in any meaningful sensc requires meaningful participa-
tion (ego involvement, to use another terminology) of the individual.
Attitudes arc not changed in the abstract, they cannot be taught and
are probably only fleetingly influenced by cven the most skillful
propaganda. Attitudes develop out of personal experience and involve-
ment.

This position recgarding attitude change requires a great deal
of confidence and trust in the individual. V\le must relinquish the posi-
tion of authority and direction and accept the role of cooperation and
collaboration. \le can no longer take the position of wanting the indi-
vidual to have this specific attitude or to develop in this particular
direction or to think in these particular ways; rather we must want the
individual to form his own attitudes, to grow and develop in his own
unique manner in ways that arc appropriate to his personality, back=
ground and existing attitudes and behaviors. V\le, both individually
ane collectively, frequently take the position that we know what is
best for the other person or group, which usually turns out to be our
way of thinking or doing. Then we wonder why the other person docs
not stop his obstructionist behavior and go ahead and do as wec have in-
dicated. This position secems to be a particularly casy one to take in
international relationships. It requircs a high degree of cross-
cultural sophistication to really listen to suggestions for inter=

national cooperation that run counter to our own plans, to really
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accept the idea that problems must be solved by mutual collaboration, to
really admit thc possibility that we, oursclves, might ke able to learn
something from those we are trying to help.

How does this orientation toward attitude change apply to the
A.1.D. Participant Training Program? Since the program is designed to
facilitate a mutually agrced on country program, there exists a ready-
made opportunity for the kind of personal involvement on the part of
the trainee necessary for attitude change, A.1.D., through its
training officers and other personnel involved with this program, is
in direct collaboration with the traince, working toward a common goal.
For the individual this goal is usually highly specific, making his in-
volvement and identification with the process even easier., There
exists a very real opportunity for the participant trainee to become
involved at the cmotional level necessary for attitude change to occur.
He has something definite to achieve, something he fecls is important,
something to which he is committed.

This kind of personal involvement can perhaps best be illustrated
in a cross-cultural scnsc by the phenomena known as ''culture shock'.
Culture shock rarely occurs with tourists or visitors on guided tours,
because of thecir lack of involvement and commitment. The tourist or
visitor always knows he can withdraw from the situation if the going gets
rough, and, in any cvent, he has no real personal stake in the venturc,
It is only when one must achieve something - teach, lcarn, carn a living,
gather data - that he rcally comes to grips with the culture he is in.
\/hat to the tourist is picturesquc or strangc now becomes an obstacle
and a frustration. The process of cuc reduction and distortion that is

perhaps amusing or at worst inconvicnicnt for the tourist becomes a
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serious problem of dally living for the person with a job to do. The
participant traince, by virtue of his commitment to the training program,
is not a casual visitor to the United States. This commitment, if it
represents a genuine personal involvement on his part, creates a fertile
field for attitude change.

Vithin this framework of the process by which attitude change
occurs, some consideration can be given to modification of the various
parts of the Participant Training Program. In the selection of trainecs,
for example, it would scem recasonable to add to the existing criteria
that of capacity for growth and change in thc attitudinal area. The
personal flexibility of the individual would become an additional factor
in his selection. To follow this position through to conclusion, his
existing attitudes toward the United Statcs would become of less im-
portance than his capacity to change these attitudes. A candidate now
rejected for sccurity reasons might be accepted if it were felt that his
attitudes (and the resulting behavior) were capable of modification
through a living experience in the United States. The relative weight
assigned to the various criteria would certainly have to be thought
through at a policy level, but the addition of the criterion of sus-
ceptibility to attitude modification would certainly alter the selection
procedure.

The joint planning of the participant's training program would
become an essential clement in the program, if we arc to enhance thec
opportunity for attitude change. |If the trainec is to become deeply
committed and involved, he must participate fully in thec planning stage.
This participation shculd represent a great deal morc than just an cx-

planation or a ''selling job" by the training officer. The training



-9~

officer would be in a crucial position in this regard. Not only is he the
first representative of the United States with whom a meaningful contac:
is made, he must also have the sensitivity and capabiiity of genuincly
accepting the traince as a full partner in planning the training ex-
perience, This is casily said, but very difficult to do. Yet, this

point is a highly significant onc in the process of involvement on the
part of the traincc. As long as the traince fcels that his program has
been handed down from above, he has an cmotional 'out''. It is not his
program, it is thc program of A.1.D. Therefore, his commitment to it

and subsequent involvement in it becomes limited.

The oricnta.ion periods, both pre~departure and in Vashington,
should serve to reducc the time required for adjustment to the training
situation or, in other words, to cushion the culture shock. These
sessions are certainly important and should be handled with as much
sensitivity as possible. It scems obvious that the morc smoothly the
transition from home country to training situation can be made, the more
positive the cffect or the trainec will be. HNo one likes to have his
check arrive late, or miss his planc conncctions, or be lost in a strange
city. Human beings bcing what they arc, a lumpy bed can color our whole
reaction to a new place., However, oricentation by necessity occurs be-
fore the individual has rcally come to grips with his new environment.
Culture shock is essentially an individual and personal phenomenon. Vhat
bothers onc person is of no concern to another. Problems ecasily resolved
in onc instancc may become insuperable barricrs in another. It is
certainly true that the knowledge of the physical gcography of a country
is of little avail when you don't know which bus to take to get home.

Oricntation is cssentially an intellectual process. The recal emotional



-10-

coming-to~grips with the environment occurs when the trainee goes to
work,

There are several rather obvious implications for the various
kinds of training programs operated by A.l1.D. when the reference point
of attitude change is taken. Observational visits, though pecrhaps
valuable from other points of view, appcar to offer little opportunity
for attitude change. The individual is not highly involved. He comes
to observe, not to participate. Hc is also insulated from the environ-
ment by thc group he is with and by the A.1.D. person who makes all the
arrangcments and takes care of the details. 1In addition, much of his
information comes through the selective filter of an interpreter.,
Similarly, third country training, though perhaps axtremcly valuable
for technical reasons, offers limited opportunitics for modification
of attitudes toward the United Statces.

The length of the training period is of great importance in
terms of attitude changc. The period of culture shock is highly
variable from individual to individual, lasting from perhaps a few
wecks to several months, but it always takes some time to adjust to a
new environment. This period is frequently accompanied by a ncgative
reaction, somctimes quite strong, toward the environment. Vhen things
become difficult for us, when we arc frustrated in reaching cur goals
and objectives, when cven day~to-day living becomes a chore, we arc
not likely to take the blame for this upon ourselves, but rather project
it outwards onto thc environment. A certain amount of paranoia creeps
into the thinking of the person undergoing culture shock. Things arc

not just difficult, obstacles are deliberately being placed in his way.
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Peorle are not just strangers, but become cnemies. As understanding and
acceptance takes place and adjustment occurs, these feelings disappear,
but if the trainec is recturned home during this period, his overall
reaction is likely to be quite negative. In terms of time, a training
program of less than six months duration should be very carefully
evaluated in the light of the individual trainee's background and ex-
perience.

From an attitude change point of vicw, variety in the training
program becomes an important consideration. For cxample, the university
campus can hardly be considered as a typical segment of American 1ifc.
If this is the only cnvironment to which the trainee is exposed, his
opportunities for understanding Amcrican culturc will be scverely
constricted. The combination programs of academic training, on-thec-job
work expericnce, and obscrvational visits offer the trainee a much
broader opportunity to observe and interact with U.5. culture. Here
again the traince should have a real part in the decisions as to where
he will go and what he will sce. As a gencral principle, attempts to
shelter the traince, to piace him in a "safe' environment can only
serve to limit the opportunities for incrcased understanding and minimize
the involvement of the traincc,

The non-training activitics of the traince while in the United
States should be directed toward increcasing his understanding of life
in the United States. These opportunitics for understanding are in-
creased as the trainece is integrated into the normal pattern of cvery-
day life. Following this principle, dependents should accompany the

trainee whencver possible, group living situations composcd entirely of
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foreign students should be broken up, and close relationships with U.S,
citizens encouraged. The objective should be to put the trainee in the
same situation that his American counterpart would encounter under
similar circumstances. Rather than change the environment to accommodate
the foreign trainee, he should be helped to adjust to the environment

as it is. In this connection, consideration should be given to substan-
tial expansion of the counscling branch of the 0.1.T., in order to
facilitate the trainec's adjustment to his training situation,

The usc made of post-training seminars or retreats should be
carefully considered in the light of attitude change. Utilizing small
group techniques, thesc sessions could offer an excellent opportunity
for the traince to think through his expzriences in the United States, to
gain a still broader perspective by discussion with other traineces and
to consolidate his attitudes and feelings about the U.5. These sascions
should also give an opportunity for the trainec to consider his situa-
tion when he returns to his home country. |If the training expericnce
has been meaningful, there will be recadjustments for him to make when
he returns. Culture shock in reverse is not an unknown phenomenon.
Neither should the communication aspects, now emphasized in most
training seminars, be slighted. If we grant importance to the multi-
plicr cffect and the diffusion of technical knowledge, we should give
equal emphasis to the rcturning traince as an influence in cross-
cultural attitudes.

Follow-up activities with the trainece once he has rcturned to his
home country should also be geared to maintain and reinforce the atti-

tudes that have developed towards the United States during his training
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period. The best agents for this reinforcemant are probably not eniployeces
of A,1.D. but rather contacts that the traincc made in the States. How-
ever, A.[.D. can play a part in this follow=up activity by making
available not only technical information but cultural material as weli.
The implications for the A.l1.D., Participant Training Progrum
described above are based primarily on a theoretical position regarding
attitude change that is largely unsupported by hard research evidence.
There is an obvious need to investigatc the non-technical aspects of
the A.1.D. training program, not only from the point of view of the in-
fluence of these factors on the technical training itsclf, but also
from the vicwpoint of changes in attitudes toward the United States.
The methodology for such research is not particularly difficult, though
the exccution is laborious and fairly costiy. This kind of rescarch
does require experimental control of a sample of the training pro-
gram population. An illustration of the kind of research designed to
answer some of the questions posed by considecration of the non-
technical aspects of the training program is attached to this paper as
an appendix. In vicw of the size and scopc c¢f the A.1.D. Participant
Training Program, somec such conirollcd investigation of facters rc-
lated to this training and to attitude change scems eminertly justified.
The basic position taken in this paper is that attitudc change
occurs through personal involvement of the individual. A corollary of
this principle is that inculcation of specific atiitudes is cxtremely
difficult, as this places the individual in a recipient rather than a
participant role. The more feasible program, then, is one providing
opportunities for incrcased understanding and decper commi:ment and in-

volvement on the part of the individual. This position rcquires
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confidence in and genuinc acceptance of the participant as an individual:
an individual who must grow in his own unique fashion and develop the
attitudes and behavior that are appropriate to him and his experiences.
tle must accept him as a genuinec collaborator in the process of change.
Within the context of the particular program under considecration, a
second kind of confidence is called for as well. This is the confidence
that reasonable pcople, given an adequatc opportunity to understand the
United States, its people, its culture, its problems, will form atti-

tudes that will permit us to work together to solve mutual problems.



Appendix

ITlustrative proposal for:

EVALUATION OF NON-TECHNICAL ASPECTS OF AID

PARTIC IPANT TRAINING PROGRAM

Primary objective:

Evaluation of the non-technical aspects of the AID training program
as they reclate to attitude changes toward the US and the objectives
of the program.

Training program (technical):

Onc calendar ycar (2 semesters plus summer session) to lcad to a
BS or MS in Education at a US university. Trainees would take
regular courses selected to meet their nceds just as any other
student.

Factors to be studiced:

Selection: Most trainees are proposed by their supervisors, All
applicants would be rated by their supervisor (more than onc if
possible) and two groups would be sclected; those having the
highest supervisor rating: and those having the lowest ratings.
Selection variables could be spelled out for the supervisors in
the instructions for the ratings, including factors rclating to
attitudc change.

Orientation: Pre~departurc oricntation would consist of written
materials sent to trainces plus a physical group meeting with
a representative or representatives of the university in which
the training would take place. Orientation af;cr arrival in

the US would consist of a fairly intensive program of at least
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30 days duration before training began toward the university, the
US, campus life, etc. Half the trainees would reccive these
programs, the other half would get only minimal oricntation

and would arrive at the university immediately before training
commenced,

Counscling-advising: Half the trainees would be assigned a permanent
counselor-advisor (faculty or staff?, graduate students?) during
their training with regularly scheduled appointments (weekly,
every two weeks, monthly?). This would consist of what has beecn
described as a 'hand-~holding't operation; counscling concerning
academic problems, social activitics, housing, making full usec
of university facilitics, arranging for psychotherapy if needed,
etc. The other half would have no assigned counsclor, but
would icly on the rcgular services available to forcign
students.

De-bricfing: Half the trainces would attend a de-bricfing retreat
of about one wecek duration at the completion of training. This
retrecat would use group processes for the evaluation of the
expericnce, orientation to home country, and methods for com-
munication of new knowledge and skills. The other half would
return home immediately after training.

Knowledge of English: This variable would be neutralized by the
sclection of the trainces (teachers of English or using Enalish
competence as a requirement fer application) in order to keep

the N within reasonable limits.



Subjccts:

Plan #1 == US University - Forcign Ministry of Education contract
for postgraduatc work for teachers of English with 1-5 years
expericnces.

Plan #2 -~ US University - Forcign University contract for final
undcrgraduate year of tcachers in training or postgraduate
training for rcecent graduates.

Research design:

Covariance design as follows:

Counseling-Advising No Counscling-Advising
No No
Debricfing Debriefing Debricfing Debricfing
Orientation 10 10 10 10
Supervisor
+ rating Mo Oricntation 10 10 10 10
Oricntation 10 10 10 10
Supervisor
- rating No Orientation 10 10 10 10

Pretest at carliest possiblc moment--with the application or before
leaving home country.

Post-test at completion of training (in US) for thosc not bcing
debriefed, at complction of debricfing (in US) for the others.
Follow-up #1 six months after rcturn to home country.

Follow-up #2 onc to two yecars after rcturn to home country.

Measurements:

New attitude scales, or modification of existing oncs, for at=
titudes toward US and stated objectives of the AID training

program.
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Allport-Vernon-Lindzey Study of Valucs adaptation using prediction

device (prediction of US values)

Scmantic diffcrential or sentence completion to measure attitudes
toward US

Goals of training (pre) - Goals achicved (post)

Biographical data (prec)

Timing of program:

To conform to Latin Amcrican school yecar the training should be
spring semester, summer session, and fall semester. The oricntation
group should arrive early in January, the no-oricntation group late
in January.

Secondary objectives:

Evaluation of technical training, using GPA and decgrec obtained or

not obtained, in rclation to the first three factors under study.,
Evaluation of technical and non-technical program in follow-ups through
traince's opinion and objecctive data such as carcer advancement,
specific applications, supervisor's ratings, ctc.

Quatlitative cvaluation of technical and non-tcchnical program and
general information cn problems of forcign students through reports
from counsclor-advisors.

Qualitative cvaluation of technical and non-technical programs through

content analysis of debriefing sessions.
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