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Prorace 

This survey was coducte-d by the Instituto for Soclal Itcsearch und(r MeminfrumII, obf 
Agrcement (ICA-W-193) between the International Cooperation Adminlhitraid on thel:; Iteg , 
of [hc University of Michigan. A substantial portion of the fihld costs were covercd[ by thf: 
National Economic Council of the Republic of the Philippines, in 'oopcration wilh the U. ,S. 
Ocrati(ons Mission to the Philippines. 

The research project was directed by Hollis W. Peter and conducted in collaborati,n 
with Lawrence E. Schlesinger, with the help of the persons named in the next s'ction. The 
authors and the Institute for Social Research bear the responsibility for all parts (f the ri-port. 

ii 



Acknovledg.ents 

We wisl. to express appreciation to the International Cooperation Administration. The desire
of this organization to make greater use of social science methodology to improve cooperative programs
with other countries led to this survey. We feel particularly grateful to Robert Oshins for his initiativein suggesting a survey; to David Tilson for his encouragement and hclp In making arrangements for thefield survey; and to Thomas A. Moser for his assistance after the field work was completed. 

We also wish to thank others who gave impetus to the project and advice on the broad outlines

of this study. Among those were Rensis Likert, I)irector of the Institute for Social Research; Angus

Campbell, 
 Director of the Survey Research Center; and Dorwin Cartwright, Director of the Research

Center for Group Dynamics; all at the University of Michigan. Samuel P. Hayes, Jr. , Director of the

Foundation fot Research on Human Behavior, and Henry W. Riecken, 
 Professor of Social Psychology
at the University of Minnesota, now -)n leave as Hlead, Office of Social Sciences, National Science

Foundation, provided valuable consultative sources during the initial stages.
 

In the Phi lippines, severai organizations helped make the research study possible. Within the

Government of the Republic of the Philippines, the National Economic Council not only provided peso

counterpart funds for field expenses of the survey, 
 but also assigned several staff persons to assist

in the survey, and gave full cooperation in making arrangements with other government agencies and
 
private businesses employing participants to be inte-viewcd. These arrangements were made through

the office of Cornelio V. Crucillo, Director of Foreign Aid Coordination. Our special thanks go to

Major Bienvenido G. Villavicencio, Senior Executive Assistant in the Program Planning Branch; to his

associate Dr. Manuel Carreon; and to Jose Alejandrino, Senior Executive Assistant in the Program

Executive Branch, for their personal interest and help. Dr. Leticia Brillo, loaned to the survey staff,

did an outstanding job assisting in code development and inter-viewing. Mrs. Hilaria N. Martinez,

Educationat Planning Analyst, and Miss Demetria A. 
 Joven, Fiscal Analyst, helped arrange interviews. 

Within the other government agencies in the Philippines cooperating on this survey, a group of
liaison officers made the arrangements with individual participants to be interviewed; they also made
helpful suggestions on substantive aspects of the survey. Mr. Delfin G. Quirolgico not only acted as
coordinator and liaison officer within the Department of Vocational Industrial Education, Bureau of

Public Schools, but also arranged for schools to be used as sites for interviewing in the provinces.

Coordinators for this survey in other agencies were: Professor Quirino E. Austria, Budgct Commission;
Dr. Cicero Calderon, Labor Education Center; Florencio 0. Jaime, Department of Labor; Arturo C.

Leano, Customs Administration; Dr. Antonio Pardo, Department of Health; Vicente Mendoza, Bureau of

Public Schoola-; Felina T. Reyes, Labor Unions; Antonio Soriano, 
 Bureau of Public Highways; Abelardo 
Valenzu-la, Industrial Development Center; and Basilio Viado and Domingo Paguirigan, Bureau of 
Agricultural Extension. 

The Census Bureau in the Philippine Government provided valuable assistance by tabulating some 
survey data so that a preliminary report could be given to the U. S. Operations Mission and to the Nation
al Economic Council by the survey team before it left Manila. 

Another group to whose members we are very grateful are the participants themselves. Their
unfailing cooperation, friendliness, and interest in the survey will always be remembered, though their
identity as individuals has necessarily been obscured by the statistical treatment and group generaliza
tions in the report. To their superiors also, who contributed their views in mailed questionnaires, we 
wish to express our thanks. 

iil
 



The mcmhers of the U. S. Operations Mission to the Philippines, led by Director Paul
Summers, gave the survey group every possible assistance. Particular thanks are due to
Dlr. John B. Stabler, Chief of the Training Division, through whom most of the arrangements
were made, and whose staff assistance helped overcome operational problems as they arose.T'ro the other Division Chiefs and members of their staffs, who contributed ni'my useful ideas to
the survey, completed a written questlonnairc, and gave freely of their time as consultants, 

much larger than we had thought possible. Not only did the) 

we 
are aLso grateful. 

To the interviewers themselves we owe a special note 
of the survey team they demonstrated such interest, ability, 

r thanks and apprcciation. As memberk 
A.dImagination that their role became 

Aemonstrate skill in interviewing, but
they contributed materially to the development of the wvitten questionnaires and interview schedule,helped develop the coding materials, completed netarly all the coding during the brief period of the 
survey, did typing and tabulating and contributed to the initial analysio of some of the data. Members
of this remarkable teain were: Leandro A. Viloria who served as gToup leader, Urbana D. Asis,
Leticia Brillo, Rafael P. Cabrera, Pedro B. Esperat, Flor D. Francisco, Laurcano C. Lamboy,
Marcos S. Ramos, Delia J. Paglinawan, Estela G. Pinga, Angel L. QuImson, Paz Eulalia Saplala
and Teresita Tiansay. 

Within our own organizational family, we would like to acknowledge the important assistanceof several specialists during the analysis of the data. Edwin C. Dean developed new programs for
the IBM 650 electronic computer to accommodate the survey data. Alvin Zander offered valuable
suggestions for the report. Miss Gall Van Nest and Sharad Shah helped prepare the statistical 
materials, and Mrs. Annitte N. Wigod helped edit the report. 

Hollis W. Peter 
Lawrence E. Schlesinger 

iv 



Contents 

Preface 

Acknowledgements 

Contents 

List of Tables 

List of Figures 

Part I 

THE RESEARCH SETTING 
Page 

1. Introduction 1-2 

2. Method 3-9 

Part II 

USING U. S. TRAINING 

3. Summary of Results 10 - 25 

Part III 

THE PARTICIPANT SAMPLE AS A WHOLE 

4. Personal and Social Characteristics 27 - 40 

5. Selection 41-49 

6. Pre-departure Preparation and Orientation 50 - 52 

7. The U. S. Training Experience 53 - 70 

8. The U. S. Sojourn 71 - 82 

9. Application of Training 83 - 116 

10. Impact on the Participant 117 - 130 

11. Relations with U. S. Technical Assistants 131 - 137 

v 



Part IV 

GROUPS BY FIELD OF TRAINING 

12. Agricultural Extension 139P..30y 

13. Elementary Curriculum Development 141 - 142 

14. Vocational Industry 143 - 144 

15. Vocational Agriculture 145 - 146 

16. Health 147 - 148 

17. Water Supply 149 - 150 

18. Industrial Development Center 151 - 152 

19. Labor Department 153- 155 

20. Labor Unions 156 - 157 
21. Public Administration 158 - 159 

22. Highways 160- 161 

Part V 

23. Needed Research 162 - 164 
24. Bibliography 165- 168 

vi 



List of Tables 

2. 

4. 

Method 

Table 2. 1 Participant sample by field of training 

Personal and Social Characteristics 

page 

4 

Table 4. 1 	 Participants by ago group 28 
4. 2 Participants place of birth, by region 	 29 
4. 3 Participant's ratings of their parent's and their own social 31 

standing 
4. 4 Participant's annual income from main job prior to training 32 
4. 5 Participant's suppleme: ry sources of income 	 32 
4.6 Participant's self-rating on Income at time of selection 33 
4. 7 Type of Improvements made in jobs prior to U. S. training 35 
4. 8 Other members of family having been to the U. S. 	 36 
4.9 	 Need achievement, need application and need independence 

of the participants 38 
4. 10 Relationship between expected and actual career benefits, 

and participant ratings of utilization 39 

6. Selection 

Table 5. 1 	 Importance of factors in selection of other participants 43 
5.2 	 Relationship between personal characteristics at selection, 

and participant ratings of utilization 44 
5.3 	 TA's mention of selection factors and personal characteristics 

of participants preventing greater use of training 46 

6. Pre-departurerparation and Orientation 

Table 6. 1 	 How participants helped plan their training 50 
6.2 	 Ways in which TA's were seen as helpful by participants 

in preparing for the trip to the U. S. 52 

7. The U. S. 	Training Experience 

Table 7. 1 Appraisal of training program by participants in reports 
to ICA 54 

7.2 	 Participant description of the planning of his program of 
training 56 

7. 3 	 Relationship between participation in planning the program, 
aid participant ratings of utilization 56 

7.4 	 Participants t comments on the planning, training and scheduling 
of the training program 57 

7.5 Changes in training program from that proposed 	 57 
7.6 Opportunity to change program of training to fit needs 	 58 

vii 



7. 	 Tho ._..Training...Exrience (continued) 
P~age 

Table 7.7 Coinlnonts abotit the overall ad "il nis I'ra lon of the training 
program 59

7.8 Attitudcs toward duration of the training program 	 597. 9 Typc of (J. S, training program 60 
7. 10 Attitudes towacd .ype of training expressed in reports to ICA 60
7. 11 Comments hi.ouf, the subject mantter of training 	 62 
7. 12 Sat isfaction witji ac',dcmic experience, and participantratings of utilization 	 64 
7.13 Persons tile pt iicipaint fhlt he could go to for help 	 64 
7. 14 Previous expericnce in t'ialion to training in ilhc U. S. 66 
7.15 	 Number of distinct bacJtK-Jiom' recommendations suggested 67 

in p~articipant report
7. 	16 Concern for application while in U. S., and participant 68 

ratings of Ltilization 
7. 17 Frequency of dis:cussion of back-horse application 	 67 
7. 18 Frequency of communication with co-workers and supervisors 68 
7. 19 Participant appraisal of relation of training to present job needs 69 

8. The U. S. 	 Sojourn 

Table 8.1 Benefits expected from U. S. sojourn 	 72 
8.2 	 A-1vantages of having people in U. S. kmow participant is from 

the Philippines 74 
8.3 	 Participants own and estimated American rating of living,

cultuital and poliLical standards in the Philippines 74 
8. 4 Time spent with Americans in various activities 	 77 
8.5 Contact with Americans, and participant ratings of utilization 77 
8. 9 Social relations in the U. S., and participant ratings of utilization 79 
8.7 Extent participant kept informed about events in the Philippines 81 

9. Aplication of Training 

Table 9. 1 Agreement among ratings of application of training 	 84 
9. 2 Participants estimates of application of training following 85 

return home 
9.3 	 Participants', supervisors', and Technical Assistants 

estimates of participants' application of U. S. training 85 
9. 	4 Content analysis of TA evaluation of participant application 

of training 87 
9.5 	 Participants' estimates of methods used to transmit technical 

training to others 87 
9.6 	 Supervisors' estimates of ways participant disseminated 

training 88 
9.7 Participant estimates of barriers to transmission 	 88
9.8 	 Relationship between personal gain from training others, 

and training activities 89 
9.9 Training activities, and participant ratings of utilization 90 

viii 



9. Application of Training (continued) 

Table 9. 10 Relationship between supervisor reports of transmission
 
activities, and utilization 90
9.11 Time elapsed sincew return 91 

9.12 Participant opportunity to use U. S. training in successive 
years after return 92 

9.13 Relationship between participant's current and previous 
opportunity to use U. S. training 939.14 Comparison between job assignment and job expected 	 94
 

9.15 	 Opportunity to use training In present job as compared to
 
job participant had before U. S. training 94
 

training 
9.16 	 Opportunity to use training compared to others with similar 

94 
9.17 Job assignment, and two ratings of utilization 	 95
 
9.18 	 Supervisor rating of importance of adequacy of training as
 

a factor preventing greater utilization 96
 
9.19 Satisfaction with technical ability of others, arnd utilization 97
 

probleiris 
9.20 	 Supervisor evaluation of ways in which participant Is creating 

98
9.21 	 Evaluation of barriers to utilization, and TA ratings of 

utilization 99 
9.22 Supervisor spport, and supervisor ratings of utilization 100

9.23 Respect 	and recognition, 
 and part!cipant ratings of utilization 102 
9.24 Consultation, and participant ratings of utilization 102 
9.25 Ease of communication, and two ratings of utilization 103

9.26 Cooperation, support, interest, and three ratings of utilization 103
 
9.27 hifluence in job, and participant ratings of utilization 104
9.28 Job satisfaction, and three ratings of utilization 	 105
 
9.29 Organizational characteristics, and three ratings of utilization 105
 
9.30 Criteria for promotion, and two ratings of utilization 105

9.31 Sldlls learned, 
 and participant 	ratings of utilization 106 
9.32 Participants' estimates of reasons public resists change 106
 

desired in the future 
9.33 	 Technical and professional support most used, valued and 

107 
9.34 	 Attitudes toward sources of support, and participant ratings 

of utilization 109 

10. Impact on the Participant 

Table 10. 1 	 Ways in which interviewers saw participants as changed 119

10.2 Expected and actual benefits of U. S. training 	 119
 
10.3 	 Help expected from U. S. visit, that actually received, and
 

net loss or gain: selected career items 120
10.4 Satisfaction with aspects of present job 122 
10.5 Career 	benefits, and three ratings of utilization 122
 

comments 
10. 	6 Ways participant changed upon return: sunmary of interview 

128 
10.7 Attitude toward Philippines, and participant ratings of utilization 129
 

utilization 

10.8 	 Supervisor appraisal of participants, and three ratings of 

130 

ix 



11. Relationships with U. S. Technical Assistants 

Table 11. 1 Ways in which TA's are helpful in back-home application
 
of training 132
 

11.2 	 Present use, present value, and desired use of TA's by
 
participants 133
 

11.3 Technical qualifications of TA's 	 133
 
11.4 	 Participant reports of how other people in their organization
 

feel about TA's 134
 
11.5 	 Ways relationships between TA's and agencies must be
 

improved 135
 
11.6 	 Supervisors' suggestions of ways ICA and TA's should im

prove relations with participar~s 135
 
11.7 When supervisor's think participants no longer need TA's 136
 

x 



List of Figures 

Page 

Figure 1. Average ratings of participants, by field of training 86k 

2. Participants' estimates of opportunities to use U. S. 
year after return, by field-of-training groaps 

training each 
92A 

xi 



PART I
 

THE RESEARCH SETTING
 

1. INTRODUCTION 

The training of persons from countries seeking more rapid progress toward their economic
and social development has been a key element In the technical and Pducational programs carried on
between the United States and other countries for many years. Programs tor training and education 
in the United States are carried on by a variety of governmental and International agencies, business 
concerns and private voluntary organizations. Many individuals come on their own. The Institute of 
International Education has estimated that some 40, 000 foreign nationals come each year to study,
receive training, or teach in the United States. There are at least 20, 000 Americans who go abroad
 
each year for similar purposes.
 

An important segment of these training programs are conducted by the International Cooperation
Administration of the [J. S. government in cooperation with foreign governments and their agencies.
On a world-wide basis, approximately 40, 000 participants from over 60 countries have been trained 
under the auspices of the International Cooperation Administration (and its predecessor agencies) in the 
United States and third countries. The total number is increasing by more than 6, 500 each year. 

Proper planning and management of a program of this magnitude and complexity requires a
 
great deal of information about the participants, the effects of the training program, and the ways in

which the program might be improved. Are the persons trained using their foreign training to good

advantage? What are their attitudes toward the foreign country in which they received their training?
What kinds of adjustment problems do individuals have when studying in a foreign land? What problenm
do Individuals face in applying their learning in their home society? What kinds of persons make the 
necessary adjustments most easily, abroad and back home? What factors determine whether foreign

training is successfully used, or wasted? Both host government and United States agencies involved
 
in administering these training programs need such information.
 

To date, there have been quite a number of studies of cross-cultural education and the problems
of learning from a foreign country. The bibliography in this report lists some of these studies. The
 
International Cooperation Administration and its field missions in half-a-dozen countries have 
con
ducted "evaluation" studies of the participant training program, and anticipating that more field miss
ions would be undertaking such studies, 
 the ICA with the approval of the National Economic Council of
the Republic of the Philippines, contracted with the Institute for Social Research of the University of 
Michigan to undertake a follow-up survey of returned "participants" in the Philippines. Participant is 
the term used for all persons sent under this cooperative Intergovernmental program, including admin
istrators and technicians, leaders, and trainees in any field of activity related to joint NEC/ICA pro
grams in the Philippines. At the time this survey was made, April to July 1958, some 1, 500 parti
cipants from the Philippines had gone to the United States for training and had returned home. 

The survey was also viewed as a pilot study to provide guidelines for future comprehensive sur
veys expected in other countries. One point of focus has been on the factors that appear to be related 
to the degree of success in participants' utilization of United States training after their return home. 
Another has been a comparison of the views of participants with those of their supervisors, and with 
the United States technicians in the cooperative program. These American technical experts and ad
visors are referred to as Technical Assistants, or TA's, in this report. They are the specialists pro-
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viding technical aasistance to the projects jointly agreed upon by the ICA and the NEC. 

This study seeks to show how participants, their supervisors and U. 1. technical assistants 
teel about many aspects of the training program, to what extent United States trel-ing is actually
being used; what factors help to account for success or failure; and what differences exist between 
participants of different background, field of traintng, and experience. If the report suggests ways
in which the joint NEC/ICA training program in the Philippines can be further improved, it will have 
served one major purpose. 

\ ,tile the survey deals only with returned participants in the Philippines, the suevey team 
consulted with host government officials and members of the United States Operations Missions in 
Bangkok, New Delhi, Karachi and Tel Aviv. This consultation revealed some of the limitations which 
methods used in the Philippine study would have in surveys conducted in other countries, but also sug
gested th possible applicability of bo)th methods and substantive findings to other situations. If the 
survey report provides some leads for obtaining useful information about participant training programs
In other countries, it will have served another major purpose. 

The sf dy does not attempt to evaluate whether there should or should not have been a partici
pant training program i the P1hililpines, what priority this program sl-.auld have as compared to other 
components of the cooperative program, how its efficiency of operation compares to other program
activities, or which fields of training contribute most to economic and social development in the 
Philippines. This pilot survey is not, moreover, intended as a manual on how to conduct a study of 
returned participants in other countries. While a good deal of standardization is desirable with regard 
to the type of information gathered in other countries, so that comparisons can be made, conditions in 
each country require cons ki'urnble flexibility of approach. 

This report is written primarily for readers who have a responsibility in the planning, admin
istration and evaluation of cross-cultural training programs. It is written secondarily for those who 
have a more general Interest in the problems of cross-cultural learning as it relates to conomic and 
social development. As indicated on the Table of Contents, the report follows, wherever possible, the 
stages of the entire training and utilization experience in their normal time sequence. References to 
tables not shown in the text are made in parentheses and refer to tables in Vol. 2, the Appendix. These 
alpendix tables are in approximately the order of chapters and subject coverage in this report volume. 
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2. METHOD
 

Ob![o-Lt 'os 

The objectives or the survey were

(i) To help devel op better methods for studying returned participants, theirattitudes toward selection and toward the U. S. training expericn'e, their Jback-hone, 
ap)lication of training, teir adjustment problems, andl(the factors related to thvir 
successful utilization of training. To learn also how attitudes of supervisors and 
U. 8. technical assistants relate to those of the returned participa-ts. 

(2) To obtain data which would be helpful in understanding and improving
the participant training program in the Philippines. 

Priiant Sa.nplin. 

In view of these objective, , the sclection of participants for study was not done on a

probability or random sampling lb.sic. 
 While It would have been Interesting and probably
useful for operational purposs t.i -')t:ininformation on a sample representing the participant
population as a whole, there was ri 4uestion whether such random sampling would provide
large enough groupings of particip ints to permit intensive exploration and analysis of the 
variables which are likely tW affect iilization of training. The alternative approach used 
was to select for intensive study cortiin projects in which the participant population was

relatively large, relatively he(mog.r; 'o,)us, and in organizational units about which a good

deal could be learned because of the relative con'entration of pirticipants.
 

Participants in the Philippine trlalning program are grouped by field of training,
and these groups are identified as pr.ajects. Eleven groups of participants, or projects, 
were selected for intensive study o-n the basis of the following criteria: (1) a sufficient
number of participants, prefer.bly 3t' or mrore in each field-of-training project, to permit
cross-breaks for statistical nralys.: ("21 availability of one or ti-ore American specialists
(Technical Assistants) in the ICA Mi-;on who know the subject fi,.ld and most of the parti
cipants, so that judgments of utilization from this source could he developed and compared
to the responses of participants, i ,ff-''iuwed;(3) geographic dispersion of returned partici
pants; (4) a range in length of training period in the U. S. ; (5) projects beieved to represent 
some differences in organizational fiiaracteristics, such as readiness to accept change;
(6) one or more projects believed to represent a variation in degree of utilization by returned 
participants. 

This method of selection of ct'ticipants excluded these in smaller projects, which 
may have different characteristia- with respeet to commodity and aquipment support and 
follow-up support. 

It should be pointed out thm uiI participants in the NEC-I0A training program in 
the Philippines are selected in ,:onnuetion with joint projects already In operation, or planned.
We understand that this is not the ,aze in many i,,her countries, 
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The sample selected in this survey thus consisted of 445 persons in eleven field-of
activity groups, each rcprcso.nting a single project or several closely associated projects.

Only participants in these projects w'ho had been back six months 
or more wore studied, as it 
was felt that those who had been back less than six months would not have had an opportunity to 
use their U. S. training to any extent. 

Table 2. 1 Participant sample by

field of training
 

Program Specific field of training 
 Number of
field Project or project group) participants 

Agriculture 1. Agricultural Extension 33 

Education 2. Elementary Curriculum Development 34 

3. Vocational Industrial Training 58 

4. Vocational Agricultural Training 14 

Health 5. Health 69 
(Nursing Education)
 
(Hospital Administration)
 
(Public Health Administration)
 

6. Water Supply 13 

Industry 7. Industrial Development Center 72 

Labor 8. Labor Department 34 

9. Labor Unions 27 

Public 10. Public Administration 50
 
Administration (Budgets Accounting)
 

(Civil Service)
 
(Customs Administration)

(Government Management & Procedures)

(Wage & Position Classification)
 

Trans- 11. Highway Improvement 41
 
portation
 

445
 

Son-e 1500 Filipinos had been sent to the United States for training at the time the 
survey was made. The sample represents 38 percent of all participants who had been back 
six months or more. About 75 percent of all the participants in the selected projects who 
had been back six months were actually interviewed. The discrepancy between thb figure and 
the goal of 100 percent was due to interview losses because of illness, and in sevr.ral projects
In public administration, there was considerably less than complete coverage because of parti
cipants' work-loads and unavailability for interviews. 
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1lht2 ocu'hl I 1q,J ii I:Ok I , h1!,o 11, matqlm t. pal tlCpa ints 
vam olbtalnlti v.oe Ih,, 1.5 TIA'I. ;uo,'lided witlh tbe Hl tr'jotltl.: metlond .I)()o. They providod 

1,tllizirtio llt ilk d:atIntervi'awu; I, in ovety lId i[ )ii111" 

A niCIric;I,1 i m d ad.. !o, ).I f.Il 1il; aliu 

(ill :)4.1i %)f lIo p1:1111h i lai.. project exc'll. 
th1 1 :ili1.l1l I),tvololoiuuedl, (,c lcr. In thiio proJtwf, ilhv TA haul not hu:l an (aplltutllty to work closoly 
wilh the imliclminl.4, who werc ill 1V1CIiti "y. 

-hH; I i, ' la In hldd Ill thi mplo ,.'e er, l if i ; ;, a ooillce of l[frniatlon 
i '11,. ill which 1.he c. on had direct and 

SillICvIHOLi 
Il thi girvev. u : i,,:l par'.icllmnta ,."'re lot atd i ( who 

Iucro(i, ti l ,41:-,i pattli iml itnitS, who ha1td bloii the ialvticilmlit'; w4ilpervtioV for at Je"aut|. ixkw\' i 
illoiltih.', ailld w . I': .,a d Iw authority over him. In motit mirti;, thini wa.. the; panrticIpant's linime
(Iae1:1tp l.'vi'. ;,d ill , mo. a,, one Fsoveral| lovos Sajovi, or : prov'lots otporv isor who met 
theItI rcIcpl I' 

Snma.ion pro vit.hd by the Htiporviors of 8orne 256 ialticipalts wma ed li! the ai' lyas, 
reftlecting both a lesm-than-conmpleto response, and the neceasity for hulimlnhg the annlyisd+. l,fore 

till siper'vino!' rot ii umi W.oo receivoti. 

Iforli:Ltl(i [onrum iu.lI ciminti wivn obti;dned in two wa.'J. iho f1itit tI1truillCflnt was n 

or.al interview, In Engli.sh and conducted it) mist cafick by Fili)ilo m mhbern of th suirvey (to ). 

le interviewers u:sed an interview schedulo (seo Appondix 13) which contained both open-end 

question.s and fixced r;tponsecquestions which Could be checked by the interviewor. On the avuerage, 

each interview lastcd about one hour. The interview was foliowed inmedlately by a wvritten 

luLusl.onnaro In English (sce Appendix C) which participants Were asked to fill out. The quca-
tionnalro consisted of fixed response questions to be answered by checklng on scales. Completion 
of the written queotmionire took 2-3 hours on the avorage. 

'11o decision to use both an oral Interview and a written questionnalre was inado In an 
att mlt to combine the )e(st points of each method rather than to tolt th(am a Helarste alternUiiv. 

methods. Starting with the oral intorview enabled the intervelwer to set the ,tago for data gathering, 

to obtain general reactiona, and to get hdas whlc;h could not have ,awn onticilated In advance. A 

nori11al procedure in Interviewing ia to begin with the general and thn I. move to the specific by 

me:s of "probes. " Worh ing froi th broad and free expression by tw participant in the oral 

.illteviow, tile wi'ittui qt-e1 tIl(unaire followed this "fuinniel"l approach, a:ikiing it possible to get 
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A questionnaire aecompanied by a letter explaining the purpose of the study was mailed
 
to the supervisor of each participant. This questionnaire, in English, combined fixed-respoise

and fill-ia questions, and took about one-half hour to complete. The completed questionnaire was 
returned by mail. Thus there was an opportunity for oupervisors to discuss the questions with
 
other persons if they so desired. The decision to use a mail questionnaire with supervisors was
 
based primarily on the need to save time.
 

U. S. Technical Assistants were asked to complete a one-page rating sheet of participant's
efforts and utilization of U. S. training. The TA's made these ratings only where they felt they

had personal knowledge of the participant and his work.
 

The biographical files in the ICA Mission were also used as a source of information
 
about participants. Thus, five sources were used to obtain data on each participant.
 

(1) Biographical files 
(2) Participant oral Interview guide 
(3) Participant written questionnaire 
(4) Supervisor written questionnaire (mailed) 
(5) U. S. TA rating sheet 

After initial drafting, the four survey instruments were substantially Improved before
 
use, with the help of practical suggestions from the Filipino members of the survey team, from the
 
American Technical Assistants in the USOM (U. S. Operations Mission), and from the representatives
of the NEC and the other ;'ilippine Government agencies involved In the survey. 

Pre-tests were made of the participant oral interview guide, the participant written ques
tionnaire, and the TA rating sheet, resulting in further modification.
 

Control Groups 

In a strict sense, there was no control group in this survey. Individuals who were not
participants were not studied as a basis for comparison with participants who had received U. S. 
training. An attempt was made in another way, however, to use other groups for comparative 
purposes. Participants were asked several times in their written questionnaires to compare
themselves in different ways with others they knew at the time of selection and afterwards, who 
had similar jobs, background and experience, except for U. S. training. Supervisors were also asked 
to compare their U. S. trained subordinate (participant) with other subordinates who had not had 
this training. In these ways simulated control groups were in effect used. 

Conducting the Survey 

Since this survey was conducted with the active participation of many organizations, it may 
be helpful to review briefly the ways this cooperation worked. 

Before the two American members of the survey group left for the Philippines, there had 
been consultation in Washington, with ICA officials, in part to ensure that information needed both 
by ICA and other Federal agencies in Washington would be obtained through the interviews and 
questionnairts. The ICA had also arranged through its field mission in Manila for active coopera
tion in the Philippines with the National Economic Council, which authorized the provision of counter
part pesos for field expenses of the survey. 
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In Manila, the Training Division of the USOM had selected a group of prospective interviewers
and assistants. twelve of whom were subsequently employed as members of the survey team. The 
NEC assigned three senior officials to help arrange the cooperation of other government agencies,
and three other persons to work as members of the survey team. When the survey was being organized, 
a liaison group was established, composed of representatives from each of the government departments 
or agencies In which participants were to be interviewed. These liaison officers made appointments
with the participants for their interviews In Manila and in other parts of the country. 

Interviews in Manila were conducted in the ICA offices, which seemed to be accepted as
 
"neutral territory" by participants, and had the additional advantages of being reasonably quiet and
 
air-conditioned, important because of the summer 
season, and because of the normal overcrowding

in Philippine Government offices. Interviewing outside Manila was mainly done in Arts and Trades
 
8chools, made available for this purpose by the Bureau of Public Schools.
 

B'.:..se the survey was made during the summer period, which Is also the vacation period

for those in academic and related professions, it was possible to obtain the temporary services of
 
Filipino interviewers of exceptional ability. These members of the survey team, after training,

demonstrated such interest and skill in the survey that they played an important role in developing
the survey instruments, In preparing the codes for these instruments, and in doing some analyses

of the data. They undertook the entire task of coding, beginning during the course of the field
 
interviews and completing most of it shortly thereafter. This enabled the field portion of the survey

to progress more rapidly than had been anticipated. The survey team was organized In Manila in
 
mid-April, interviews began in the first week In May, and all interviews were completed by the end

of June. Questionnaires were mailed to supervisors early in July, and coding of all materials from
 
participants, supervisors, and TA's was completed about the end of August.
 

It was recognized that the value of the survey data in this pilot study would depend in part
 
upon the candor and objectivity with which questions were answered by participants, supervisors,

and TA's. Every possible method was used to ensure the anonymity of individual responses, and 
to make it clear to respondents that this would be done (see first page of questionnaire in the Appendix).
No information cn an individual basis has been made available to the NEC, to other Philippine govern
ment agencies, or to the ICA; these data became the property of the Institute for Social Research of 
the University of Michigan. This guarantee of anonymity to respondents is not only a matter of fair
ness and protection to individuals, but an important key to getting information of scientific value in
 
understanding atitudes arid feelings.
 

Treatment of the Data 

Information obtained in the survey was tabulated and analyzed In Ann Arbor, except for the
preliminary tabulation and quick analysis of some data made In Manila before the survey team de
parted. 

The data fall into two broad classifications: (a) Independent variables describing the parti
cipant, his job, his background, the many events connected with his training and back-home experi
ence, attitudes and expressions of degree of satisfaction are generally treated as independent variables;
(b) Dependent variables are the different ratings of the extent to which the parlc'pant is using his U. S. 
training. 
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The first phase of the analysis was to (etermine the average of the entire sample on particularexperiences, characteristics, attitldcs, etc. and the typical range of responses on various items ofinformation. A second phase of the analysis looled at the diffirences among the eleven groups byfield of training. A third part of the analysis was to determine what factors--characleristics, experi-Clces, attitudes--seenled to be related to the participant's success or failure in using his training
aftcr returning from the United States.
 

\\Where a\,ages (reas) at ccompared with one anothei-, 
 the degree of statistical significancebetween averages is expressed in terms of the value of p. This value Indicates theprohability thatthe results could hve beencldue to chance. For example, a p value of . 05 means that the statisticalcoml)arison made between two averages could be the resulL of chance no more than one time in twentyin a population of the size being considered; si mila.Ilv, ;1L value of . 01 means chance occurence nomore than one time in one hundred in this size populati.in. In text tables, the statistical significanceof relationships Is shown according to the following code: 

* means p - 05, a significant relationship

** means 1 - .01, a 'crv significant relationship
 

m 1) - •001, a hiighly significant relationshipmeans 


Where measurements provled a series of 
responses along a dimension describing a variable,these were usually correlate(d with the several m'asurements of utilization of U. S. training for thesame group of partici)anis. The size of the correlation coefficient thus obtained indicates the degreeof association or relationship between a given positioa on one measurement dimension and a givenposition on the other. Cor-lations indicate only the degree to which the results on two measures vary in a similar fashion. Tnl,'," do not prove that o-ie variable is the cause of the other. In orderto interpret the data provided by ,-oi-frelations, howevor, we have assumed that use made of U.training is the dependent variable, S.
thu result, and that the factors correlated with utilization are independent variables, the causes. Correlation coefficients are designated by the letter r, and arefollowed by thep ralue, showing the probability of a correlation of this size occuring by chance in apopulation of the size being considered. (Tables showing significant correlations found in the survey 

are in the Appendix. ) 

In many cases, association between a measured variable and utilization was also examinedby the use of chi-square, or X 2 , which is better for certain groupings of data. The reader who is
not familiar with this procedure will find it 
 described in any textbook on statistics. The p value is

also given where the chi-sqiuare test. was used.
 

The ratings of utilization made by participants were based on an index composed of threequestions. The participant was asked to estimate on a ten-point scale the percentage of (1) histotal work time that, since his return, he had spent working in areas related to his training;(2) his training that he had actually been able to use since return; and (3) the work he did that
 
actually employed his U. S. training.
 

The ratings of utilization by the participant's supervisor and the U. S. Technical Assistantwere based on 4-point scales. Raters were given four choices: (1) utilized fully (75% to 100%);(2) utilized quite a lot (50% to 74/,); (3) utilized partially (25% to 49%); and (4) utilized very little ornone (less than 25%). In the comparison of these ratings with other items in the questionnaire, themethod of analysis employed depended upon the nature of the other item. If the other item alsoconsisted of a rating scale, for example, a rating of "satisfaction with training received," acoefficient of the product-moment correlation of the linear relations between the two scales wascomputed. If the comparison item did not consist of a scale, it was converted into a two-choice 
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question. For example, persons who reported having had favorable social experiences in the U. S.
 
were compared with persons who reported unfavorable social experiences in the U. S. The rating

scale was also reduced to two alternatives, as follows:
 

Rating of utilization by: High n Low n 
Participant 80% or above All others14 i60 
Supervisor 75% or above 100 All others 133 
U. S. Technical Assistant 75% or above 81 All others 215 

The resulting four-fold tables were analyzed for departure from chance distribution by the chi-square
technique. The results of these analyses are in the Appendix. 

The Philippines as a Country for a Pilot Study 

Readers of this report are interested in the Philippines, in the problems of planning,
administering or evaluating cross-cultural training programs, or in the general process of cross
cultural learning. For those concerned with training programs in other countries, a logical question

is, In what respects is the participant training program in the Philippines a typical or even a useful 
example for a pilot study of this sort? Some of the apparent advantages and disadvantages of selecting 
the Philippines for study are as follcws: 

Advantages 

1. The demonstrated readiness of the Philippine Government to cooperate in the 
survey suggests that there will be a continuing and growing effort to use knowledge about 
the participant training program for its systematic Improvement. Surveys conducted without 
such involvement are likely to have less practical usefulness, whatever their scientific value. 

2. The participant training program in the Philippines is large enough and has been 
in operation over a sufficient length of time to provide a participant sample well-suited to 
intensive study of many variables believed to affect the success of such programs. 

3. The history of close relationship with the U. S., the widespread use of English 
as a second language, and similar factors, put the Philippines in what may be an unique
intermediate position between the U. S. and many other countries. This position makes 
some problems in cross-cultural training easier to study (e. g., because of reduced communi
cation and translation difficulties). It also has a possible advantage in that, of the relation
ships which show up at all in the Philippines, some should show up more markedly in other 
countries where culture contrasts with the U. S. are greater. 

Disadvantages
 

1. Because the Philippines has had a special relationship with the U. S., It is not"typical" of countries in Asia, and would not clearly show some features of participant 
training programs and their problems which might show up better In other Asian countries. 

2. More specifically, the pilot study In the Philippines does not help suggest how best 
to handle such a problem as obtaining information from a participant or his superior who 
prefers to use a language other than English. Similarly, this pilot study may not have ex
posed relationships, attitudes, or values which could be of great significance in other countries 
though not conspicuous in the Philippines. For example, the study only partially tests the 
question of how to get the "frank" versus the "polite" answer in some sensitive areas. 
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PART 11 

USING U.S. TRAINING 

3. SUMMARY OF RESULTS 

In this chapter are sumnmrizcd the major findings of this survey and their apparent implica
tions for the participant training program in the Philippines. The possible relevance of these findings 
to situations in other countries is suggested where appropriate. 

The scquence of findings b,-gins with conclusions about the criteria on which measures of 
utilization of U. S. training were made, and mention is made of the location of key barriers to applica
tion of training. Specific findings, particularly relationships between utilization of training and factors 
at each chronological stage of the training and application of sequence, are then summarized. Several 
factors operating by field-of-training are describd. Finally, there are several conclusions on survey 
methodology. 

The reader will note that findings are reported at several levels of abstraction. Most findings
describe the specific factors at each stage of the training process which seem to account for successful 
utilization of U. S. training; some findings relate to more general objectives of communication and 
understanding between participants and Americans; some findings show the relative importance and
 
interdependence of experiences and attitudes.
 

Different criteria for evaluating participant performance. 

The survey data show that there are substantial differences of opinion about the actual perform
ance of returned particip,, 's, Performance was rated in terms of the use actually being made of U. S. 
training. These ratings of utiLizntion were obtained from three sources: the participants, their super
visors, and the U. S. Technical As:istants. These ratings did not coincide. The U. S. Technical 
Assistant ratings for individual participants had no relation to the ratings made by the participants or 
by their supervisors. Supervisors and participants agreed to a statistically significant, but practically 
very small degree. The reasons for the differences among these three, substantially independent
appraisals of performance are brought out in more detail elsewhere. 

The fact that there are different views on the use being made of training fl-om each rating source 
used in the survey means that: 

(1) There are different ideas about what is important in judging utilization. Participants,
supervisors and TA's have different standards and criteria in mind. 

(2) There is different information about actual performance reflected in these different 
ratings. TA's appear to base their ratings largely on the expressed views of supervisors 
and participants; supervisors and participants somewhat more on observed performance and 
their own attitudes and feelings. 

In future evaluation studies, in the Philippines or elsewhere, it would probably be useful to 
seek closer agreement, particularly between supervisors and U. S. Technical Assistants, on the 
criteria to be used in measuring or rating participant performance. This procedure might resolve some 
of the apparent conflicts in criteria now in use, and should at least provide better mutual understanding
of factors considered important by each rater. Such discussion might contribute t- closer agreement 
on mutual program goals, and on means to overcome observed obstacles to them. 
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Planners and administrators of participant training programs should recognize that thereare seldom likely to be identical goals, standards, and criteria among those nationals of the twocountries who are personally involved in participant training programs. It Is important, therefore,
to get several viewpoints in evaluating progress toward program goals. This process would lessenthe risk that Americans would judge by their own goals and criteria, representatives of the hostcountry theirs, and neither would understand or appreciate the reasons for different conclusions
 
with respect to goals or achievement.
 

Participant Sample Utilization of U. S. Training 

There was also substantial, but less disagreement among participants, supervisors and TA's 
on the proportion of the participant sample in each category of utilization. 

Ratings of Vtilization by:Categoris of Utilization Particpants F.apervisors TA's 
Percent

Full (75-100%) 55 43 35Quite a bit (52-74%) 28 34 43
Partial (25-49%) 11 18 18
Littie or none (less than 25%) 6 5 4

100 100 100
 

More than half of all participants reported they were making full use (75-100%) of their U.training, substantially more than either supervisors or TA's. Supervisors and TA's judged 
S. 

approximately 25 percent of the sample as making inadequate (less than 50%) use of their training, more
 
than did participants.
 

In view of the observed differences among the several ratings, it seems inappropriate toguess whether or not Filipino participants are making satisfactory use of their U. S. training. Thepractical problem is to determine how the proportion of participants making full use of their trainingcan be increased, and to reduce still further the proportion making little or no use of their training,
judged by any of the ratings. 

Many Factors Related to Utilization Ratings 

In spite of the lack of agreement between the three ratings of the use individual participantswere making of U. S. training, a large number of factors--characteristics, attitudes, experiences- were consistently related to high or low utilization as judged by one, two, or all three of the ratingsources. No single factor or small group of factors seems to explain differences in utilization;however, a large number of these factors tend to cluster in logical ways which help to explain highutilization ratings by some participants and low utilization by others. 

Key Barriers to Application 

Each phase in the process of training provides new ideas and experiences for participantswhich affect his capacity and desire to be an agent for change in his own society and job. Successfulutilization can be regarded as t cumulative process involving an assimilation of these many newlea ning experiences, the maintenance of the participant's own desire to use his training, and theprovision of opportunites for use of training fitted to his motivation and skills. Failure, on the other 
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hand, seems to be a breakdown at any point in this sequence, most frequently in the opportunities 
to use training, and to a lesser extent, in the participant's skills or motivation to use his training.

TlL key barriers to fuller utilization of particpant training in the Philippines seem to be within
 
the organization in which thejaretlcipant works after his return home. Only to a small extent, 
 as
 
described later, does failure of the selection process, or some inadequacy in the U. S. training
 
experience, seem to be responsible for low utilization.
 

Something further can be done to help participants become more effective change-agents for 
economic and social improvement. lowever, the points where action seems to be needed most are 
in the organizations in the Philippines which are devoted to carrying out these programs of economic 
and social development. To some extent making these organizations more effective users of foreign
training probably means also bringing about necessary changes in the attitudes of those in the highest
levels of government, and In those parts of the public with which these organizations deal. U. S. 
trained participants are individuals in organizational groups which are operating units of Philippine
society. Changes at any level must be related to the readiness to change of other parts of the social 
structure. 

Selecting Effective Participants 

1. Adequacy of selection procedures. The selection process is usually considered a key

point in the tLiining program. The survey data show that there is relatively little dissatisfaction
 
with selection in the Philippines on the part of the supervisors of participants or U. S. Technical
 
Assistants. There appears Lo be no evidence that poor selection in the joint NEC/ICA participant

training program is an important reason for lack of utilization by participants after their return
 
home from the United States.
 

Selection in the Philippine training program is already quite successful in screening out 
nearly all the poorest candidates; those who are selected generally range from satisfactory to
 
excellent prospective participants. This seems to explain why differences among participants 
at
 
time of selection were not more closely related to subsequent differences in utilization of training.

As will be she vn later, among a reasonably well selected group, factors other than selection appear
 
to determine the degree of success in later application of training.
 

2. Need for imnirovements. Some improvements in the selection process in the Philippines
 
can be made, however. Both supervisors and TA's appear to feel the need for more objective and
 
clearly understood criteria on which selection can be based. Such clarification would reduce still
 
further the possibility of having poor candidates chosen. Supervisors believe selection would be 
improved if more attention were given to ability and relevant work experience and if competitive
examinations were more often used. They want somewhat less emphasis given to family and social 
status, and to political influence. Super-'isors want even more responsibility for selection given to 
the Philippine agencies involved and to themselves. As shown in the report, previous work experi
ence, leadership ability, special needs of the project, and supervisors' initiative are all positively
and significantly related to high utilization of U. S. training. The initiative of TA's in selection, 
as reported by participants, does not show up as significantly related to utilization, nor does seniority 
at time of selection. 

and , b-nefits. 
the experience to improvei:hir chances of promotion, to get a better job, and to increase their 
salaries. :;lost partiheipant,; reported that they had received 6ubstantial personal and career benefits,
although less than they had expected. For example, one-half received promotion on their return. 

. 'crsonal orccr The participants selected for U. S. training expected 
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Nearly all liarticipaita reported that thtey had gaillodIn professional ildtli ad knowledge, in 
prestige, and in recognition by their work oetaitel. 

Analysis of tho data showed that these personal and career benyefits are . 11rongly related to 
subtaqnltnl 1l tl/z.ion of tra'nlrm, as rated by lartel:1Jnts, supervisors and TAls. Utilization 
tends t - e significaintly 1lg.1,:r when the personal anJd carom beniefits to the participant from U. S. 
tratnin are high. On the other hand, those participants who get fewer porson:l or career benefits 
from their U. S. experienev ted to be lower useri of their I raining. even though pp',arently Well
qualified by existtng selection criteria. 

This su,,gosts that those officials responsible for selection corider, as a now criterion,.inaing 

the prospectitve benefits to the participant from U. S. training. It Is apparently not enough to assume 
that satisfying project necus brings use of training. If both personal nnd project goals can be mot 
through U. S. trainiinw, subsequent utilization of this training Is likely to be high. . Participant satis
faction Is also more likely to be higher. In more specific ter)Ths, senior persons, for example, should 
in general be selected ,or U. S. traintng only whore some personal motivation to change and to use 
new training still exists. This does not preclude tho occasional need for sending persons In key 
positions whose exposure to new ideas or whose prestige reward from travel can be expected to reduce 
their resistance to chango. 

4. Ac'. There is a moderately wide range in age among the majority of participants selected 
under the present program; 80 percent were between 30 and 50 years old. Presumably, those who 
were very young did not have the necessary academde training or work experience to be selected, or 
were considered too immature. Similarly, most older candldateg were not seen as having a sufficiently 
long work career adlc5l of them to be selected. Within the broad middle-age groups from which most 
of the larticipant1s were selected, other variables appear to be more Important than age in dotermining 
the applicatiou of training. 

No chan,-,,e in present policies with respect to ago in'seloction seens Indicated. 

5. Identifie:. tion with the PhilijLines. The survey data showed clearly that participants who 

have -ad mantair. GtronL ; positive Ar11-tification wilh the Philippines are more likely to be high users 
of U. S. training (according to ratin,.-z by participants and their supervisors) than those with weaker 
self-identification with their country. Participants who were r. rongly identified with the Philippines 

to tell othermentioned more frequently than others that; they hopcd to do something for their country, 

people about the Philippines; they thought it an advantage to let people know about their country. 
They seemed less likely 1to learn personal and social habits wich alienated them from people in their 

own society. At the same time, the more effective participants thought most favorably of the United 
States and did most to develop mutual understanding between the two countries. 

It is difficult to see how a roliable operational measure of strong identification with own country 

can be used as a criterion in selection, but this factor should be kept in mind in interviewing candidates 

and Judging their qualifications. ! to clearly a loss to the program when Filipino participants develop 
too close or complete identification witlh 1.1ho United States during their training. Fortunately, high 

utilization of U. S. training is made by pardciip'nts who have both strong identiflcation with the 

Philippines and favorable reaction to the TrniLed States. 

6. Social status. In comparing their own social standing with that of their parents, nearly 

all of the participats in every field of training felt that they had moved up the social ladder from 

the position of their parents. The participants were members of upwardly moving social groups. 

13 



The utilization ratingo were unrelated directly either to the social status of the participant or to 
that of his parents. However, those participants indicating a greater distance between themselves 
and their parents were rated higher by both supervisors and U. S. technical assistants. 

These findings suggest that upward mobile persons use the training to further their career 
goals. For those concerned with selectior, this social mobility refle(',s a possible incentive for 
fuller employment of training. Social mobility seems to reflect Influence in society which carries 
over onto the job. Promotion on the job probably also brings with it higher social status. Social 
status should not be a criterion for selection, but should be considered in relation to prospective 
career benefits to the participant, to the Influence requirements of the job to which he will return, 
and to similar factors. 

Providing Better Pre-Departure Preparation 

1. Involvement of the participant. The data showed that the more effective participants,
who made greater use of their U. S. training, were those who participated more in the planning 
and discussion of their training programs before going to the States, and who were more satisfied 
with the planning of their programs. They felt they were more familiar with the objectives of the 
training programs, and in particular, had discussed these problems with their supervisors and
 
co-workers. They also felt that they had had more influence in planning their own programs of
 
training.
 

To the extent that it is administratively feasible, participants should I e given greater oppor
tunity to discuss and help plan their training programs, especially with their §upervisors and co
workers for those aspects which are related to back-home application.
 

2. Future training of others. Yf there is any single weakmss in the pre-departure
 
phase of the Philippine training program, it is that participants, supervisors and TA's have given
 
inadequate attention to future training activities by participants after their return. In many cases
 
back-home training activities were not discussed at all, and in most cases no provision was made
 
to insure agreemrent that transmission of training to others would be a regular part of the job after
 
return.
 

To increase the mult'plier effect of U. S. training, there should be more advance planning
of future training activities by returned participants. There should also be agreement among 
responsible officials on these training activities before departure, and perhaps even as a condition 
for the selection of the participant. 

Orientation 

The survey indicated that orientation in the Philippine training program was well handled, 
both in Manila and in Washington. Some complaints were made about the inadequacy of briefing 
on social and recreational opportunities, and on climate and clothing needs, but partcipan.
satisfaction was high, particularly with briefing on travel arrangements, finances and livint; 
arrangements. 
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Making the Most of the U. S. Training E xpcrience 

1. General satisfaction. Participants, their supervisors, and U. S. Technical Assistants

all express a high level of satisfaction with the U. S. 
 training. it is evident that those responsible

for planning and operating this major part of the entire training experience are doing a good job.
 

Within this fronmework of general satisfaction, however, there are a number of questions

and suggestions which camie out of the responses of those interviewed, and from an analysis of data
 
from the survey.
 

2. Participanmt satisfactiHn. The participant's attitude. toward his training experience are
related to his self-ratings of application of training, but in specific ways that are more complex than
equating general saifsfaction with use of training. The more effective participants viewed the quality
of the training prograim in ter ns of ultimate use, and in terms of the degree of his own involvement
 
in it. The effective participants more satisfiod with their U. S. training,
more not only felt but showed more interest in the program, and participated more in planning their programs and their use of train
ing after return. They were -alsomore satisfied with those aspects of the training program which were
directly related to use back home, and felt they had received the training that they had requested and
 
which had been planned for them.
 

This suggests that more consultation with the participant during both the planning and the
training itself would increase participant involvement, interest, motivation, and back-home application.
The data do not show what degree of flexibility and participant involvenent is optimally related to utilt
zatimn or, of course, what is administratively feasible. 

3. Longth of trainingp)rogram. The most commonly criticized feature of U. S. training was
its length--a large majority of participants felt the training period (which averaged just over 8 months)
was too short. Participants wanted to learn more, acquire degrees, and observe more places related 
to their field of training. The survey data show that successful application of training (participant
rating) is positively related to length of the training period. Apparently in learna longer period more
ing of new ideas and skills does take place. Iowever, it does not seem appropriate to suggest a change
in policy until more is known about optimum length of training, taking into account differences among
fields of training, and offsetting disadvantages to projects that are waiting for returned participants. 

4. Academic training. Training needs for specific projects determine whether the program
Is all, partly, or not at all academic. More participants in the sample had training which was all or 
mostly nonacademic than had training which was mostly academic. Those participants in academic
training, however, tended to report greater application of their training after return. Moreover, the 
more favorable their attitudes toward academic training, the higher were all three ratings of utilization. 
Effective participants were most satisfied with the aspects of their academic training most closely
related to preparation for their jobs. Satisfaction with academic training was the only item in the U. S.
training experience, except for general satisfaction with U. S. training, that was positively related to 
all three utilization ratings. Apparently, academic training is not only the appropriate preparation
for many jol-s to which participants return in the Philippines (education, health, etc. ), but when 
especially liked by participants helps bring about increased utilization. 

5. Academic. degrees. Academic degrees are highly prized in the Philippines. Even though
participants recognized that their U. S. training was in most cases not degree-oriented, many stillhoped for degrees and were disappointed not to obtain them. The survey data suggest that getting a 
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degree makes the participant more satisfied, and probably raises his prestige and Influence. But 
the data show no clear relationship between obtaining degrees and utilization. Some kind of certificate 
of achievement, as Is occasionally used, would seem generally Indicated, as well as some additional 
help in obtaining degrees where they are a professional requirement for the job. 

6. Focus on back-home application. Participants who later felt they were more successful 
appliers of their U. S. training kept a focus on the back-home situation during their stay in the States. 
They were more likely to keep communication channels open with their co-workers, discuss with their 
colleagues in training the possible applications of what they were learning, and keep generally abreast 
of the situation in the Philippines. 

It is quite possible that project managers and advisors, by encouraging this focus on the back
home job situation during training, could appreciably increase later utilization of training. 

7. Skills in gaining acceptance. The quality of the participants' technical training, and
 
acceptance of the new ideas and skills in the back-home job situation, are two major and related
 
factors in the success of the program. The survey data provided no basis for serious criticism of
 
the technical training received by participants, but pointed in many places to the difficulties faced
 
by participants. in gaining acceptance of their learning. Effective participants were more likely than
 
less effective ones to say that their training should have included more emphasis 
on skills of working
 
with people.
 

It seems that general satisfaction with U. S. training is based primarily on the quality of 
teaching of new techniques and methods in the technical subjects of specialization. U. S. training 
appears to be generally weaker in teaching the skills and techniques for insuring that these new tech
niques are adopted and put into use in another culture. Participants need greater skillo in communi
cating their new ideas to others, in becoming sensitive to the nature of :'esistance in others who are 
expected to adopt new techniques, and in working effectivcly with others in bringing about improvements.
If U. S. training is to be made more effective, it must not only continue to teach participants the 
"what" of new technologies, but also help them learn the "how of bringing about these changes. 

8. Learning about Americans. Along with their formal training, the visitors Informally

learned a great deal about American behavior and attitudee. In contrast with the observations of
 
visitors to the U. S. from some other countries, the visitors were very favorably Impressed by

their personal experiences with their hosts. They found Americans to be interested in people and
 
helpful; friendly, pleasant a-1 cordial; their behavior informal and egalitarian with little emphasis
 
on status and rank distinctions. Besides the warm interpersonal behavior, the visitors noted with 
surprise the rational, work-oriented attitudes of their hosts. They were mildly astonished to note
that Americans worked hard, were busy and industrious. Frequent comments cited the "moral" 
aspects of American character, honesty in business and social life, frankness and directness in busi
ness and social communications, and a pervasive discipline and planning to reach long-range goals.
For some, these observations provided interesting cultural contrasts with their own experience, and 
for others they provided standards of interpersonal behavior and attitudes toward work to be emulated 
upon return home. 

9. Increasing mutual understanding between the U. S. and the Philippines. It is clear from
the findings that Filipino participants learned a great deal about social and economic life inthe U. S. 
Nearly half voluntarily mentioned this effect. Most participants reported very favorably on Americans 
and liked them. Even the majority of those experiencing racial discrimination had generally favorable 



attitudes towards Americans. 'rhre was little evidence, however, that )articipants gained muchunderstanding, or appreci:tion of Anierican politi(!'1 life or foreign policy, nor did they seem to have

gained apI)reciable petr:;pectiw i o I 0 own
.heir C.ountry. 

Insofar as clh:i ngm,,in Americans are concernecd, the evidence is necessarily indirect. Parti
cipants Ihd mn ,nvcontacts with Aneric:ns, were surprised at how little Aincricans knew about the
Philippines, took oceasion to fell thoin about the )'hiliip)1 ins, and i)rceive'd thert as friendly and
understanding. This suggosts that. Aniericans betterbecninc infornd a bout the Philippines because
 
of this prograin, but provide,_ no direct evidence of attitude change.
 

The prograinmu);,,e:rs to provide an effective coMMunication channel and increased information 
flow between AIeric:ans and Filipinos. The data from this survey suggest that the program brings
about some favo-;mhle attitude change on the part of Filipinos, but it does not show the effects Amerion 
cans. Moreov( ,, the impact of the partieipant training program on Filipino attitudes is difficult to 
separate from, dhe general impact of the favorable environment created by the friendly relations which 
have existed betc n theJ two countries. 

10. Value of social experience. While Filipino participants are very serious about their

technical training, much of their learning during their stay in the States 
comes from their informal 
social experience and other contacts with Americans. For most participants, a trip to the United
 
States is 
 a highly prized experience. However, the more effective paricipants had rm.ore favorable
 
social experiences with Americans than did the less effective, for a variety of reasons discussed in
the chapter on factors related to utilization; (1) many of the useful things the participant learned came
from learning in informal social settings, and (2) favorable social ex,)eriences create conditions under
which the particilpant's technical learning can most readily take place. Not just technical training, but 
also the participants' social experience in the U. S. , affects later utilization. 

11. Social expericnce: Ooportunity and satisfaction. Opportunities for social and recreational

experiences were considered unsatisfactory by many participants. However, there was a very signi
ficant relationship between self-ratings of utilization and satisfaction with social and recreational
opportunities. Such activities nor unrelated to the serious business of preparingare not frivolous 

participants for making good use of their technical training. 
 Effective participants not only had more
 
contacts with Americans, 
 but were more likely to comment voluntai ly on the good social relations
 
they had observed among Americans.
 

12. Perceived American attitude toward the Philippines. The more successful participantsmore often reported actually telling people in the U. S. about the Philippines. After returning home 
they also were more likely than less successful participants to believe that Americans had favorable
attitudes toward political, cultural and living standards in the Philippines. This does not prove that 
higher utilization is caused by telling Americans about the Philippines, or by attributing favorable 
attitudes to them. However, it may well be that encouraging participants to tell Americans about 
their country will contribute to mutual understanding and to later utilization of training. 

13. Racial discrimination. About one4hird of the participants came to the States with con
siderable apprehcnsion about being discriminated against on racial grounds. Sixty percent of these
tended later to discoUni. their negative stereotype or asserted that they had no personal experience
with discrimination. However, 40 percent (;fthem experienced racial discrimination as they had 
expected, or worse. 
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The analysis did not show thfs stgie factor to be syntematically reated to utflization. Te
 
occarrence of unfortunate experiences with racial discrimination is apparently a function of the sittia-

Hions in which individual participants find themselves. These experiences, of course, tend to lower
 
the level of general satisfaction with the U. S. experience, which is itself related to application of
 
training.
 

14. Expectations and benefits. For one reason or another, a great many Filipinos built up
 
excessive expectations of personal and career benefits from their U. S. training and general experi
ences. Effective participants had somewhat higher expectations than less successful ones of doing
 
useful things such as acquiring skills and knowledge useful to their country, but were very much more
 
likely to feel that they had actually learned more useful things--even more than they expected. More
 
and less successful participants differed very little in their tourist expectations, such as broadening
 
themselves through travel, but more successful persons reported being much more satisfied with the
 
realities.
 

Program planners should try to keep excessive expectations from developing among participants, 
as failure to Irealize these expectations contributes to dissatisfaction and lower utilization. 

Increasing the Utilization of Training 

1. Time since return. The survey data show that opportunity to use U. S. training increases, 
on the average, with increasing length of time after return. Many of the participants hit a turning 
point in their opportunity to use their training, at various times after return; at this point they either 
increased their chances and continued to impk ove their position to use training each year, or they 
decreased their chances and continued to lose ground thereafter. 

While those responsible for using the skills of returned participants can generally count on 
time working with them, they should be on the lookout for events which can precipitate a decline in 
participants' opportunities to use their training. 

2. Job assignments. About ten percent of the sample had job assignments after return which 
provided little direct opportunity to use their training. A,3 might be expected, the more effective parti
cipants, as judged by both supervisors and participants, bad job assignments which permitted them to 
apply their training. To the extent that job assignments are made to enable participants to use their 
training, as was the case in the great majority of returned Filipinos, the training program will show 
better results. As suggested by the findings relative to time since return, it is important to see that 
job assignments are appropriate to training not only immediately after training, but in subsequent years. 

3. Supervisor support. Encouragement and support by the participants' supervisor is an 
important element in his successful use of U. S. training. Supervisors recognize this, and give higher 
ratings to participants whom they Indicate they have helped. Such support takes the form of helping 
plan the participants' program of activities after return, giving the participant authority and opportunity 
to use his initiative, and matching job assignment to U. S. training. 

These findings suggest that supervisors should become more personally involved in the parti
cipants' training program, and are an important target group for activities aimed at increasing parti
cipants' application of training. 
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4. Support from colle wues. iaricipaltu I.'porting high application of training were more 
likely to feelco-workers were intlerested in their new iMc.i;, to have cool)eraltion with persons in 
related jobs, andl to tol that they were receiving considerIJ)le supp~ort from their co-workers. Parti
cipants who felt they niAt with envy, SUSp~icion of their ideas and resentment, and who tended to work 
alone, were rathd lower l)y SupCrVisors and TA's. 

These finulinuigs ay in part refiet' 1,, claracteristics of the organization, the prior involve
ment of superiors and co-workers in planning, and the personal efforts and skills of participants in
 
making an adjustment to persons related to their job situation. The implication is that these others
 
should participate in discussing the )articipants training program and back-home application.
 

5. Limited facilities and trainedApersonnel. Lack of adequate facilities, equipment and funds 
was the greatest difficulty standing in the way of the introduction of iml)rovements by returned parti
cipants, in the opinion of l)articil)alts, their supervisors and U. S. Technical Assistants. A second 
major complaint by participants, supported by TA's but not by supervisors, was the lack of sufficient 
trained personnel in their organizations. 'The analysis showed that participants who indicated that they 
had very inadequate facilities an(l equipment tended to rate their use of U. S. training lower and re
ceived lower utilization ralings from their supervisors. Particip'aints who were satisfied with the 
technical ability of )eo)le they worked with rated themselves higher and were rated higher by their
 
supervisors. Those most dis;atisfied with the technical qualifications of others were rated lower by
 
supervisors.
 

These findings suggest that lack of facilities, equipment and trained personnel are serious 
problems which are reflected in ratings, and that more successful users of U. S. training either have 
more adequate supplies and personnel available or somehow try to overcome these deficiencies without 
complaining. Supervisors seem to react negatively to participant dissatisfaction. One implication is 
that U. S. training should be designed and geared to the use of facilities, equipment and supporting 
personnel that will be available to the returned participant. Training in advanced techniques usually 
does require more modern facilities, equipment, and supporting skills by others, however. It may 
be desirable to do somewhat more group training of persons who must work together on a new project, 
to provide accessory skills and group support for individual participants. 

6. Particip~ant influence and prestige. U. S. training tremendously increases the prestige 
of the returned participant in the Philippines. This is one of the few items in which the actual results 
from U. S. training exceeded participant expectations. But the influence of the participant seems to 
be related to a variety of factors. The data show that the greater the acceptance of the participant by 
his colleagues, the more likely they are to be influenced by him. Participants who were more satis
fied with the ease of communication with others in their organization rated themselves higher and 
were rated higher by TA's. Those who were consulted more by colleagues tended to be more effective 
users of U. S. training. Those persons were also asked most frequently about the U. S. The more 
effective participants increased their prestige and their influence with co-worker, subordinates and 
superiors. 

It is difficult to determine from the data the direction of cause and effect relationships between 
these several factors and high utilization. But it appears reasonable to assume that increased use 
of U. S. training comes from increased communication skill (ease of communication), and good human 
relations skill (acceptance by others), as well as sound U. S. training (such items as good technical 
learning and focus on back-home application, mentioned earlier). Increased prestige seems to come 
initially from the fact of U. S. training and later along with increased influence, from successful inter
action with others. Successful interaction with others contributes to high utilization. Whatever the 
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actual Hejiee, ppiieipaimt:: de iye.: a Very 5Idte'l)rahleJ res;tige fromn the faict of It. S. training, but
only ctnvort it into actpla:ace tond iniiilewve oil a eontiliuinig Ja';i: through the exerci:so or ollmhor skill;
they have lea'ne-d. For e: Lntlh, the more etec:tive participanlts :ikm felt they had d(velopd broader 
outlook1s, more h:mic ways d, of working with:; 1"working;"at (heir la d more :;:mtisiactory way;
Ipeople. 11:Pnlieipanls whlmo expect timiin ted ac'eptanve anm influenice bcusc of the p)re;tige they gain
from 11. S. training are lik, ly to he dis:ippoinied an( ineffectiiv,. 

7. .,rticipJnt.ai_.faction witljob. lPrticipmAnts who were sati fied with their actual job, the
work itself, their acelanc, as a professional, and the oplportunities to do the things they were trained
for were raled higher users of U. S. training by Superiors and TA's as well as by participants them
selves. If a participant is doing well, tims is usually rflected in job satisfaction, a finding consistent 
with other shdies. 

zt.onalr:Lriers. 

of others in their organization tended to give themselves lower ratings of utilization of U. 


8. brgai Participants who were critical of thc lack of interest on the part 
S. training,

and were rated lower 10, supervisors and TA's. Lack of interest by others is seen by participants as
resulting from the oAhero' greater interesL in personal af'airs than organIzatIonal goals, fear of trying
anything now, and lack of interest in (loingia good joh. A's mnti oncd quite frequently that the organi
zation is not set up to use participants' training, and felt also that. quite a numher of participants were 
blocked by their superiors. 

These 11sdin gs seem to describe important differences in the organizational attitudes toward
change, and sug.g,',st focussing more on the organization itself as the lo.:ical target for needed change,
rather thn exclusivey on the individual participant. 

9. Pjomot citon i. Simiiar findings arc reflected in. the participants' attitudes toward the
criteria used in I is organization for promotion. Participants who considered that n.magoment br sed 
promotion on nrmac;u:s flctin achievement (i. . , education, quality of work) rated their use 01U. S. training high and were rated high by their supervis;ors. Those who felt thnM managmuent used 
criteria roflecting " who you are" (i. e. , political influence, region or province of or'igin, being known
 
to ma'.'ment) gave tileiiselvc lower ratingT/s and received lowcr 
 rhl-ing's fr'om their suporvisors. 
These da..ta sug.' st he need for knowing more about the organizational climate in which participants
\vork, .ut. do no 10MY at prOsent to programill 1"Oco n,
recommendtions. 

10. Parti niant as ra mier. Deficiencies in th participant himself are seen by tie super
visors and TA's as facors standing in the way of highc:"'.ilization, in some cases. It slaould b

enmhosized, however, that these are seen 
 tarriers 

lack of facilities and equipment, and other factors mentioncd previously. In the mewcases where TA's

thought the participan' him'self was the barrier, he felt it was principally due to peron2:. or personality
difficulties, and not trying hard enough. These characteriUtics were negatively related to TA ratings.
Supervisors sonewhat more frequently felt that participants had too 1m.any nw ideas, did not adjust
easily to job requirements, and had difficulty accepting directions--these were all negatively related 
to ratings by the supervisors and by the TA's. Similarly, supervisors gave lower ratings to partici
pants who themselves reportc more interest in change and who reported changing their personal and 
social behavior in ways disapproved by their families, friends and co-workers. 

as far lcss imporol.nt thaa organizational factors, 

These data show that some participants seem to be largely responsible for their own lack of
utilization. It is not clear, however, to what extent these individuals could have been screened out
during selection, whether their personal difficulties were the result of inadequacies in training, or
whether they resulted from frustration in their jobs back home. Even where the participant is seen 
as a barrier to change, the real explanation may show the problem is not exclusively in the participant. 
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11. Follow-up support. The evidence points to the need for a follow-through program toprovide at-the-elbow support to participants in their attempt to utilize their training and stimulate
 
a greater readiness for change in the work environment of the participant. Participants attach

great importance to these contacts with the U. S. Technical Assistants. Participants who rated theirutilization high were more likely to say they had a great deal of contact with TA's, valued these contacts, and desired more. The relation between utilization and TA support was stronger than for anyother kind of follow-up support. Overall, participants who judged themselves effective made more use of almost all forms of follow-up support and tended to value them more Lhghly than less effectiveparticipants. Neither supervisor nor TA ratings were significantly related to participants current use of follow-up support, nor to the estimated value of these activities. However, supervisors tendedto give higher ratings to participants desiring more follow-up activities, particularly memberships

in a professional society in the Philippines. 
 This was less common for U. S. technical publicationsand professional membership in a U. S. society. Supervisors saw less need for follow-up support toparticipants by U. S. technical assistants, and suggested that TA services could be dispensed witij
 
more rapidly.
 

The implications of these data are that more follow-up support is desired by participants, and
that follow-up does contribute to greater use of technical training as judged by participants. 

12. Transmission of training to others. Transmitting training to others is a major Americangoal, in order to multiply the effects of U. S. training. The survey findings show that there are serious weaknesses in this phase of the participant training program, even though participants, super
visors and TA's believe there is considerable transmission to others by participants. 

Firstly, participants need the incentive to transmit their training to others after return.
Effective participants reported 
more often that training otheis would influence their own success on
the job. They recognized the relation between this activity and their career goals. Less effective
participants did not seem to have this concept or incentive to the same degree. 

Secondly, participants need the opportunity to train others. Effective participants, by theirown ratings and by their superiors', much more often reported that they had the opportunity to transmit their training to others. Formal teaching, on the job seminars, discussion groups and training
programs were part of their regular job. Communication channels for training others were open to
 
them.
 

Thirdly, those to be trained, the recipients of new ideas and skills, need to be interested insuch training. Effective participants felt that their co-workers and subordinates were more inter
ested in being trained, and this was also related to TA ratings of application of training. 

There seems to be a greater need for discussion and prior agreement on this back-homeactivity during the planning of the participants training program, and on this activity after return.Too many participants report that this was not discussed at all, that it is not considered a regular
part of their job, and that they do not have time for such training of others. 

This might also be part of the follow-up activity, to insure that training of others is not beinglost sight of in the press of day-to-day work on the job, and to try to develop or maintain a receptive
environment for such training activities. 
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public, p1 uesis e.'heblic.ithdleis
a;evi( -depending onimprovements Surprisingly few returned participants work directly with thewithin the organizatiion. However, 
the field of training. "Change" means largely makingparticipants who deal with the public emphasize the 

need for demonstration. 'relling people is not enough.also point out tlt People are afraid to take a 
They must see results to understand. Theychance on new ideas and cling tfo traditional ways ofdoing things. Thley
ment accounts 'feelthat cultural tradition and lack of exposure to concrete evidence of improvefor peoples slowness to accept new ideas and techniques. Therepeople resist change because they are completely satisfied as 

were no findings that
they are. 

These findings and others illustrate the gap between what is knownvisible and demonstrable to the public in the Philippines, to the experts and what isdemonstration and public education to increase acceptance 
and suggest the need for more emphasis on
of change. 

Impacton the Parlici )n 

1. Personal chan-cs. Thethan did the less effective, 
more effective participants hadand compared themselves more confidence in thems. yessocial and personal attributes. more favorably with Americans on a se. isThey changed more in job-related behavior patterns, 

oforganized and systen-iic, becomtiig morefelt that their U. 
and more informal and democratic with subordinates.S. trained subordinates Supervisors alsopleasing personalities, had more initiative, had more leadership ability,and contributed hadtrained subordinates. more to group morale and work efficiency than (lid non-U. S.On the other hand, 

Super tisors gave higher ratings to participants who hadis mentioned earlier, more of these qualities.supervisors gave lower ratings to participants who reported
that they had changed their personal and social behavior in ways disapproved by their families andfriends. 

These findings suggest that the original selection plus the U.participants S. training developed effectivewhose job-related behavior became less traditional but was moreciated by supervisors), efficient (and appresocial behavior as 
but that supervisors did not see participants who incorporated non-traditionalbeing high utilizers. Apparently Innovational behavior is more acceptable on thejob than in outside social life. 

2. .ejarticipant characteristics.somewhat younger than average and-F-d made higher than average gains In social status,
pared with their parents. Supervisors gave higher ratings 


were Effective participants (rated by supervisors and TA's) 
comence. to personsBut these effective participants did not see themselves 

actually having political influ
as active advocates of change.

Thus, supervisors think most highly of participantspolitical influence, who are technically competent,are upwardly mobile socially, haveThis suggests that from the supervisor's viewpoint, 
but who do not seem t press too hard for change.skills, effective participants need,certain personal and social attributes, including the ability to move 

in addition to technical 
pace in an acceptable forward at an acceptablemanner.
 
Differences 
ybFieldZ of 'Training 

The findings summarized here have to do with general factors which seem
more closely to differences 
 to be relatedAs those administering training programs 
in fields of training than to differences among Individual participants.are well aware, the progress of projects must be judged

In relation to the difficulties encountered as well as the nature of project goals, and neither of theseare easily compared between projects. 
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1. Organz.tipialm.adinss for0hajge 3pern I ion. Survey findings reportedn .ot.v.at 

elsewhere in this report sulggest that a series of condiions are necessary for successful utilization
 
of U. S. training by individiual iarieipants. The par] ci inint e well selected and well trained.
nust 

Ills supervisors must understand the needs of the project ant shouId also be involved 
in helping the
 
participant. The participant must have an opportunity to use his training. 
 Ile miust have personal
motivation, as well as opportunity, to apply what he has learned. The organization (pritnarily super
visors and higher management) must be ready for change. 

The findings relative to differences in performance by fields of training suggest that relative

strength in one or of these positive factors
more may help offset relative weakness in others. For
 
example, participants in highway development, while not lacking in personal motivation, seemed 
lower 
on this factor than nany other groups. On tle other hand, their organization was perhaps the highest
of any studied with respect to readiness to change and experience with change. The organization has 
been set up to i)ro\'idc" good opportunities for participants to use their training, many sul)ervisors were 
also trained in the U. S. , and adequate facilities and equipnment were available. The very strong posi
tive organiz'ational environment seems to have offset any deficiencies in personal motivation, and per
mitted high utiliz:lion of U. training. seem to illustrate the reverseS. Otheer projects situation in 
which highly motivated participants found either the organization or the public very resistant to change,
for a variety of reasons. Labor union leaders, mentioned more frequently than any other group public
resistance to chance. Health participants, more than any other group, felt that their organization was 
not properly set ill)to permit application of modern m2thods learned in the States. Participants in 
elementary curriculuin development felt quite dissatisfied with the organizational set up, with the
facilities and equipment, and with opportunities to exchange information and ideas with people in
 
related jobs; TA's agreed that these organizational factors reduced utilization. Public administration
 
participants saw their colleagues and subordinates as 
little interested in receiving training, and felt
 
their own opportunities to use training were below average.
 

These examples point to the importance of factors within the organization as they help determine 
the actual use made of U. S. training in different fields. 

2. Kinds of change. The findings with respect to utilization by fields of "raining strongly
 
suggest the importance of the kind of change 
or improvement being introduced by returned participants 
as related to the case or difficulty of using U. S. training. Industrial development participants had
 
very little difficulty gaining acceptance 
of new machine layouts, or better use of existing equipment.
Vocational industrial participants were able to introduce technological improvements in shop layout
for improved teaching, and successfully used new equipment which could either be purchased or built 
with local materials and ingenuity. lighxay improvement participants found people enthusiastic about 
better roads and bridges, even when mod2rn machine methods reduced requirements for manual labor

and did less to alleviate unemployment than did construction using traditional methods. However,
 
when participants suggested improvements involving changes in the organizationA- power structure, 
or requiring changes in value systems, such changes met with considerably more resistance. Those 
in elementary curriculum development felt that decision-making was overly centralized at higher
levels; public administration mentioned various factors within their organizations as resistant to 
change; and participants in health and in the Labor Department reflected the reorganization difficulties 
encountered by these organizations. 

The findings suggest that there is some kind of continuum along which ease of change can be 
measured. Change can be expected most quickly and readily when the change is physical, demonstrable,
and consistent with existing power structures, traditions and values, with increasingbut comes 
slowness and difficulty as it requires modification of existing social relationships, and of underlying 
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traditions and values. The relative success of projects must be judged in relation to the strength ofthese barriers to the particular changes proposed. 

3. FolIow-tip support. The data sh(uwcd differences between projects which seem to reflectthe operation of some of tho same elements of follow-up support that operate with Individuals, andwhich are related to utilization. 

a. One such factor Is case of communication with others of similar training. Laborunion leaders, for example, found It easier than any other group to get together and exchangeinformation and ideas with people In related jobs, and also reported that people in related jobsassist each other very frequently. Labor Department and Water Supply participants, on theother hand, did not seem to engage In such exchange to any great extent or to get much helpfrom people in related jobs. It seems desirable to encourage the exchange of information andIdeas among participants with similar training, both to improve skills andJ to maintain morale. 

b. A second element in follow-up support seemswith a project and its goals. 
to be maint-nance of group identificationMost of the participants returned to projects with well-definedgoals, and to organizational units identified with these goals. The Water Supply participants,however, while sent to the U. S. for training under a health project, seemed to have littlefeeling of identification with the various organizations to which they were assigned after theirreturn to the Philippines. They ended up reporting least opportunity to use their training,lowest utilization, and most dissatisfaction. Those responsible for program planning shouldtry to ensure that participants in particular projects do not feel they are "cast adrift" after 

return home. 

c. Other elements in follow-up support, such as frequency and type of contact withU. S. Technical Assistants, membership in professional societies, and correspondencewith professional persons in the U. S. show some differences between projects. The attitudes and needs of participants in different fields of training are summarized in Part IV.Those responsible for follow-up for the different projects may gain some clues from thesedescriptions ard from the comparative data in Appendix A, so that group as well as indivi
dual needs may be taken into account. 

Improving Survey Methods 

1. Oralinterviews vs. writtenquestionnaires.
and written questionnaires have a place in 

The survey showed that both oral interviews
uch evaluation studies. Oral interviews with participantsprovided them with an opportunity for free expression of views, and revealed information that had notbeen anticipated. 
 Within the general setting of volunteered informatic,n and broad scope provided by
the oral interview, the written questionnaire for participants gave 
a great wealth of detail, over a
wide range of topics, in readily quantifiable form. Such detailed information would have been impractical in an oral Interview. The two instruments also provided a :ross-check oin the consistencyof participant responses to the same questions asked in different conte.xi s. 

The written questionnaire mailed to supervisors seemed also quit:. satisfactory as a meansof obtaining useful information, although the response rate was somewhlit h'ss than hoped for.ever, the use of this mail questionnaire was dictated by shortage of time, 
How

,.,, by the conviction thatit was preferable to, or even equivalent to, an oral interview. Thus, the survey experience did Vit,provide an answer to the alternatives of oral interviews vs. written questiornAires, but simply toov(advantage of some of the known features of each method. 
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2. Frank vs. polite replies. The results from the oral interview and written questionnairedemonstrated that participants in the Philippines do not give stock answers or 'polite" responses onsensitive subjects, apparently being convinced that their responses wotild be kept confidential by the
survey and that they would remain anonymous as individuals. The rather elaborate precautions
actually taken to insure this protection to individuals sep . fully justified. There was good distributions of replies on both the open-ended and the scaled fixed-range questions. This means eitherthat respondents said pretty much what they actually believed, or else had widely different ideas onwhat the appropriate "polite" or expected reply was. The evidence available supports the belief that
 responses represented the respondents' true feelings.
 

Wherever surveys are conducted which seek sensitive informtion in a given culture, specialefforts appropriate to the host country culture need to be made to maximize the validity of the responses. 

3. Analysis problems. It will be evident to the reader of this report that the factors related toutilization are numerous, and their relationships are often complex. Unless those requesting evaluationsurveys want only simple descriptive materials, this means that provision must be made for testingthe relationship between one or more criterion variables and perhaps several hundred independent orrelated factors. This suggests that prior arrangements be made for the use of a high-speed electroniccomputer, and for the necessary professional support to manage the analytical problems involved.social scientists who provide this support .vill, 
The

of course, want to be involved in planning the researchdesign and in the collection of data if the later analysis is to be most useful. 

Additional data and more detailed discussion of findings are given in other chapters of this 
report. 
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PART III 

TIlE PARTICIPANT SAMPILE AS A WHOLE 

In this part of the repoit are several chapters which give the detailed findings from each
phase of the training program and after the participant returned to his job in the Philippines. In
each chapter the experiences and attitudes of the participant arc discussed, and also the determinants
Of 	 the participant's actual utilization of tle knowledge and skills learned in the U. S. Three criteria
for 	application of U. S. training are used. (1) The participant was a ed to evaluate his own use of
his 	training. (2) in a queotionaire mailed to his supervi:tir, the supervisor was also asked to eval
uato his subordinate's application of training. (3) In a que:itionnaire given to TI. S. TA's they were 
asked to evaluate the participant's application of training. 

As indicated in the chapter on application of trainiing, these three evaluations did not coincide.

The TA estimate had no consistent relation to that of the applicant and his supervisor. Supervisor

and 	subordinate agreed to a statistically significant, but practically, very small, degree. In effect,
then, there are three independent judgments of the extent to which the participant utilizes his training.
Reasons for these differences in appraisal are describcd at the end of the chapter on application of 
training. 

These three ratings were related to a number of items In the questionnaires and interviews.
Use of high Speed computer facilities permitted more relationships to be examined than would -rdinarily
be practicable. 

Relationships are reported which were found to be statistically significant and thought to be
practically significant as well. A number of summary tables are used in the text, whereas detailed

statistical tables are given in the middle section ' Appendix A. The reader interested in these details
 
may follow the text discussion via the appendix tables. 
 In 	the text, the statistical significance of the 
relationships found are indicated by asterisks according to the following code: 

* 	 means "highly significant." Probability of chance occurrence of this relationship
is less than one in a thousand. (p . 001)

** 	means "very significant." Probability of chance occurrence of this relationship
is less than one in a hundred. (p - . 01)

* means "significant." Probability of chance occurrence of this relationship is 
less than five times in a hundred. (p =. 05) 

Two measures of association were used, chi square (X2) and the Pearsonian product moment
correlation coefficient (r). A minus sign (-) indicates a negative relationship. The way the 
utilization ratings by participants, supervisors and U. S. Technical Assistants were used in the 
correlation and chi-square analysis is explained in the proceeding chapter on 	method. 
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4. PERSONAL AND SOCIAI, CIIARACTEIUS'T1ICS
 

Information about the background and characteristics of participants selected for U. S. training 
was gathered to help explain differences in participant's attitudes towards various stages of the training 
program, and especially their utilization of U. S. training. Recognizing that the U. S. experience, and 
subsequent experience in the back-home work environment may be partial determinants of success or 
failure in using training, it is still clh.ar that )ersonal and social characteristics of participants also 
play an important part in determining the final outcome. This chapter describes some of the features 
which characterize the paIri cipalit saimrple as a whole. 

In attempting to s;elect what might he important and measurable factors in participants personal 
and social characteristics, the survey was linited both by tinme and by the state of the arts in this field. 
So far as we know, tesks of intelligence, aptitude and personality, such as are used extensively in the 
United States, have not been used in selecting participants in the training program in the Philippines, 
perhaps partly because such tests have not been validated against subiequent measures of performance. 
Even in the United States, where such tests have been used for many years in business, government 
agencies and educational institutions, a great deal more experience is needed before they will be 
accepted as reliable instruments for more than very limited i)urpose. It was not felt that the purposes 
of this survey justified the very considerable additional time and expense that would have been required 
to try out some of the available tests. This would be a separate and difficult research program. As 
a result, only one quick personality test was administered during the interviewing of participants. Thus, 
for the most part, the information in this section deals with standard characteristics which are easily 
obtained fromo participants, but which should contribute to a useful picture of the participant sample. 

USOM files 

In tIE. Training Division of the U. S. Operations Mission to the Philippines, there are bio
graphical files on all participants. Some measure of the completeness of these files can be obtained 
from the presence or absence of selected information about the participants interviewed in this study. 

Type oi Information Percent Present 

PIO/P (Project Implementation 65 
Order/Participant) 

Biographical Data 93 

TA Evaluation Sheet (before this survey) 38 

Participant report on his training 85 

ICA Follow-up Questionnaire (before this survey) 13 

This chapter draws on information both from the USOM files and obtained directly during 
the survey. 
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Age, sex, marital status 

Eighty three percent of participants in this survey were males, and 17 percent females. If
 
this is a high proportion of women for a country in Asia, 
 it probably reflects the relatively strong

position of women in Philippine society. Female participants in the Philippines also rate themselves
 
higher on utilization of U. S. training than do mile participants.
 

The average age of participants was 39.5 years at time cr selection. Three percent were
under 24 years of age, and 2 percent 55 years or older. Age distribution of the sample is shown below;
details by type-of-training groups are shown in Appendix Table (A111). 

Table 4. 1 Partlcipat,.3 by Age Group 

Age group Percent 

20-24 3
 

25-29 
 9
 

-30-34 15
 

35-39 18
 

40-44 26
 

45-49 
 20 

50-54 7 

55/ 2 

Number of participants - 445 100 

Eighty-two percent of the participants were married at the time of their selection; the remain
ing 16 percent includes single, separated or widowed persons. Some 75 percent of participants
sidered themselves heads of households. Another 21 percent reported wives, husbands or fathers 

con-
as

heads of their household, and 4 percent indicated mothers, brothers or sisters. 

Place of birth 

The biographical files showed place of birth for 93 percent of the participants interviewed. 
This is shown by geographic regions below. Within these regions, 78 percent came from barrios,
small villages or small cities; 22 percent of participants were born in the major cities shown: 
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Table 4. 2 Participants' Place of Birth, by Region 

Total Percent from Percent from 
Percent Barrios, Villages, Major Cities 

Region in Region Small Cities 

1. Northern Luzon 14 13.7 	 Baguio 0.3 

2. 	 Central Luzon 41 22.8 Manila)
 
Pasay ) 18.2
 
Quezon)
 

3. Southern Luzon 21 	 21
 

4. Bicol Region 4 	 4 

5. 	 Western Visayas 8 5. 8 Iloilo 1. 7
 
Bacolod 0.5
 

6. Eastern.Visayas 7 7 	 Cebia 0.3 

7. Northeastern Mindanao 2 	 2 

8. Southwestern Mindanao 3 1.5 	 Zamboanga 1.5 

100 77.5 	 22.5
 

Number of participants - 418 

There are 81 provinces in these regions of the Philippines. Birthplace by province is shown 
in Appendix Table Al. The island of Luzon, which has 14 provinces, was the birthplace for over 
three-fourths of the participants in the projects studied. The Manila-Pasay City-Quezon City urban 
area in central Luzon provided 80 percent of all the participants born in cities, and was the birthplace 
of nearly as many participants as from the Visayan and Mlndanaon regions put together. 

Participants from the Philippines are a highly educated group. Eighty-four percent have had 
some college or have completed college; 20 percent have more than one college degree. Sixteen 
percent have not been to college, but about hglf of these participants have some technical or vocational 
training in addition to high school. 

English language facility 

Ratings of English language facility were made by ICA officials and were part of the biographical 
file of :articipants. With regard to speaking, 37 percent were considered excellent, another 59 percent 
good, anci 4 percent fair. Ratings of writing facility showed 45 percent excellent, 49 percent good and 
3 percent fair. In reading, 50 percent rated excellent, 47 percent good and 3 percent fair. These 
ratings quite accurately express the general feelings of participants themselves after they have tested 
their English language facility during their U. S. training experience. Less than 5 percent of the 
sample indicated having considerable difficulty in understanding or communicating with Americans in 
the classroom or in social situations. It appears that Filipino participants, in contrast to those from 
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many other countries where English is not a widely-used second language, have little difficultyspeaking or understanding English during their training experience. 

It should be emphasized that a knowledge of English Is usually indispensable for training inthe United States. There may be exceptions where a large enoughtranslator who speaks the language 
group is brought in to justify aof the group members. But in most cases, the participant mustknow English to receive training, and to form good social relationships. And it is in social situationsthat most of the informal learning takes place. 

A second point to be remembered is that tile English language facility of any candidatebe determined by an objective program planner, canusing tests now available. Moreover, these tests
also indicate how much time will be required to teach English to a prospective candidate In view of
the purpose and expense of a particular training program. Experience indicatesor participants coming to the States with only 
that foreign students 

a poor understanding of English seldom gain adequate
facility rapidly except through special intensive training.
 

Social status 

The social position and location of the returned participant in the power structure of his homesociety affects his ability to influence others and to use--and perhaps get others to use--the knowledgeand skill he acquires during his training. A participant's status also helps to determine his feelingsof confidence, self-esteem and security during the training experience. For example, participants whoare low in tie power hierarchy and in status, or for olier reasoius fcc l insecure, arcconform unoriftieally to American custom.; and ide-ts, 
more likely to 

or "c..rnati vly, to reject everything unfamiliar.Parficipanta.,' social moility turned out to be 1,1irqlorftant K.tetor in the Philippines. 

Since informatif,: on the participants' occuptation was already available he wasfather's occupation, in an attonpt to see 
asked about hisfrom what socio-uecnonic background participantsOccupations were came.classified by the survey team in!.o three socio-economic groups in the Philippines.In the highest socio-economic group were included proprietors or high officers of big business, ownersof large estates and senior government officials. The middle group included physicians, lawyers andsimilar professional persons, teachers, military officers, niddle-range government employees,owners or managers of middle-sized businesses and 

and 
estate.s. In the low socio-economic group werethe lower government employees (clerks, mechanics, etc. ) small farmers and store proprietors,service and manual workers. The detailed classification u.se.!d is shown in Appendix F. Nearly nineout of tea Filipino participants came, in almost equal number, from the middle and lower socioeconomic groups. Only one out of ten was from the highest socio-economtc group. This is shown byfield of training, in appendix Table A112. 

During the oral interview partiuipants rated their parents and then themselves on a socialscale for the Philippines. The results are shown bel..w with the scale categories used, and an adjective description which has been added: 
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Table 4. 3 Participant's ratings of their parents' and their 
own social standing 
Social Class Parent's Participant's

Scale Description Standing Standing_
 

(1 - highest to 10 - lowest) Percent Percent 

1 & 2 Upper 
 8 
 14
 

3 & 4 Upper middle 24 45 
5 & 6 Middle 57 36 

7 & 8 Lower middle 8 4 

9 & 10 Lower 3 1 

Number of participants - 433 100 100 
The mean rating for the parents was 4. 85, just above the midpoint (5. 5) on this social scale,suggesting that participants see their parents as somewhat above the average in social standing in the

Philippines. 

Using the same rating scale, participants showed clearly that they felt their social status hasimproved. Their mean score was 4. 05, within what might be described as the upper middle class.
This reflects a higher average self-rating by participants in every field of training (Table A113).
 

There is only moderate agreement between the- socio-economic classification of father'soccupation, which was made by the survey team, and the ratings of parent's social standing or status,made by the pirticipants. Thcy are not strictly comparable, partly because some low income occupations put in the lower socio-economic class are given higher blatus value by participants in theirsocial rating of their parents. 

Income 

Information about participant's income was obtained from the biographical files in the ICA•Mission, and directly during the interview. Data on income in the biographical files was availablefor only 27 percent of the earticipants later interviewed, but showed an average annual salary ofabout VI3100. Some 62 percent of this sub-sample,had annual i;alaries of less than IV4, 000 prior toU. S. training, but data on many hiF'icr-income participants, such as the IDC group, were not in
the files. 

Participants in the oral Interview e-.timated their annual salary or yearly income from theirmain job before leaving for U. S. training. The mean annual income was V3,790 and 56 percent reported incomes below IV4, 000. The range in income is shown in the table below: 
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Thl 4. Participant's annual -income from main jobprior to training 

Incomje-GroupPrcn 
Pesos Prc nt 

9,000 and over 

7
 

8,000 
- 8,999 

1
 

7, 000 - 7,999 

3
 

6,000 
- S, 99 

7
 

5, 000  5, 999 
10 

4,000 - 4,999 
17
 

3, 000 3, 999 
23
 

2,000 
- 2,999 
24 

1, 000 - 1, 999 
8 

100

Number of participantsNote: One Philippine peso (W)equals- 424 u. S. $0. 50 at the official rate of exchange.This table does not tell the whole story. Nearly two thirds of Participants said they had 

other sources of income; quite a few mentioned several additional sources of means.Table 4.5 
 Participant's supplementary 
sources of income
Sources mentioned 


Percent frequency

of mention


Wife or husband 
32 

Farm or real estate 
31 

Private business 
19 

Teachi.ng. 
16 

Parents 

2
 

100Number of participants reporting - 246 

32 

http:Teachi.ng


No quantitative Cstiivi:let; of Lhe addiLionam income received werc made. However, participants
guessed where they stood on in Income, scale In the Philippines at the time of their selection, taking
not only their main job but their Income from all sources into account. 

Table 4. 6 	 Participant's self-rating on income
 
at time of selection
 

Income Scale for the
 
Philippines Percent
 

1. Highest 	 1 

2. 	 3 

3. 	 10 

4. 	 21 

5. 	 29 

6. 	 14 

7. 	 11 

8.8 

9. 	 2 

10. 	 Lowest 1
 

100
 
Number of participants - 430 

The mean self-rating score on the income scale was 5. 22, just above the midpoint 5. 5. Participants
 
see themselves, on the average, as being about middle-income individuals in the Philippines. Their
 
reported incomes suggest that the average is actually somewhat higher. It seems likely that partici
pants have compared themselves to others in similar social and occupational groups, rather than to 
the population as a whole. This is more strongly suggested by the order of ranking by type-of-training 
groups (A114). 

Curiously, those participants with less income from their main job prior to selection report 

higher utilization of U. S. training after return home. 

Emloment experience 

identifying the place of employment immediately prior to ICA training shows, among other
things, the movement of participants from their first home, or place of birth. When place of employ
ment was tabulated by region, it showed that over two-thirds (68 percent) of all participants in the sam
ple were working in the region of Central Luzon, in which Manila is located, as contrasted with 41 
percent who were born in this region. All other regions showed fewer participants employed there 
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than had been born In theso regions, except fPr the two sparsely populated regions In Mindanao.number of participants employed in Southwestern TheMlndanao (including Zamboanga City) Increasedslightly, and in northeastern Mindanao rcm lncd the same as had been born there. 

Place of employment by city further illustrates this concentration of government and businessactivity around the capital.

ing in the Manila-Quezon 

Almost two-thirds (62 percent) of the participants were found
Clty-Pasay City urban area prior to U. 
to be work

born there. S. training, compared with 18 percentOnly two other cities, Iloilo and Zamboanga, gained in termsploylnent (4. 5 percent together) compared to place of birth (3 percent). 
of participant place of em

movement Clearly there has been aof participants from their places of birth throughout the islands to the capital and this geo
large 

graphic centralization is maintained after U. S. training. 
Prior to training, nearly four out of five participants interviewed (79 percent) were already ingovernment employment. Nearly all of these wereonly 7 percent of all participants 

employees of agencies of the national government;were from provincial, city or municipal agencies.of the participants were in private employment and one-tenth of these were 
Some 20 percent 

participants (5 percent) were self-employed. A few
engaged in private business as well as 
in government; these have beenincluded in government, above. 
Average length of work experience prior to selectionreflecting the age distribution shown earlier. 

was 6. 5 years, with a wide variationParticipants averaged 4 years prior work experiencein the particular field in which they received additional U. S. training.already working Nearly half (44 percent) were
on joint NEC/ICA projects at the time of their selection.
 

Experience as innovators 

Many persons feel that if anis more likely to be 
employee attempts to make Improvements in his regular job,a successful "change-agent" heafter additional training.were asked about their experience as innovators prior to U. S. 

For this reason, participants 
a chance to training. Four out of five said they hadmake improvements in their jobs before selection to go to the United States.cipants mentioned an These partiaverage of two inmrovements apiece.were later separated into two major groups, 

The kinds of improvements describedone representing direct improvementsvolving training of others (Table A2). 
and the other in
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Table 4. 7 Types of improvements made in jobs 
prior to U. S. training 

Percent frequency 
of mentionA. Direct improvements 

Improved quality of work methods, products 44
Expanded activities and services to people
Improved organizatioral setup 

24 
22Improved physical work conditions 12Improved public relations 9Acquired better equip me nt 6 

B. Transmission to otheri, 

Gave in-service training 14
Prepared publications 7
Provided consultative services 2 

140* 
*Some participants gave more than one response 

Number of participants - 443 

This summary table of improvementsi shows at best a rather crudely drawn picture of innovation prior to U. S. training. It proved very difficult to categorize the types of improvements describedby participants. Moreover, the survey team was in no position to judge either the importance of individual examples given or the precise role of the participant in their introduction. ihowever, 
 theoverall impression of prior innovational experience of Filipino participants Is reasonably clear. Directimprovements in the job are much more frequently mentioned than are improvements involving thetraining of others or transmission of new ideas, which seems to have been a minor innovational activity. Of the direct improvements mentioned, the great majority represent internal physical, methodological and procedural matters in the organization, rather than improvements in interpersonal relationships with people within the organization or In services to those outside served by the organization.Considering that most of the participants were employed in national government agencies renderingservices t this focus on intra-organizational improvementsfr the public, rather than external servicescan be Interpreted in several ways. It may reflect an inadequate public service concept, or it maysimply represent a feeling that improvement in organizational effectiveness is needed first to achieveits main external service goals. One can conclude, however, that most participants who made jobimprovements prior to U. S. training were principally oriented to intra-organizational problems. 

The one out of five participants who said they had no chance to make improvements in theirjobs prior to selection for U. S. training gave a variety of reasons for this. One third said they lackedthe necessary skill and know-how; one third said they lacked the authority; the remaining one thirdmentioned lack of opportunity, lack of motivation or other reasons. These responses tend to confirman impression of rather inflexible organizational structure in Philippine government agencies, as wellas the relatively junio)r status of some participants selected from these agencies. 
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There was a tendency, approaching statistical significance, for participants' prior records
 
as innovators to be neraiv related to supervisor ratings of utilization of U. S. training. Partici
pants rated high by their supervisors reported making fewer improvements in their jobs prior to 
U. S. training. Moreover, in their reports on the kind of changes made, these participants rated 
high by supervisors, tended to describe changes which were a direct carry-over of a practice they
had observed or learned. Participants rated lower by supervisors were more likely to describe the 
modifications necessary to accomplish the change. Apparently, supervisors rated higher those parti
cipants who were less threatening to them. 

Prior innovational experience was not associated, in the Philippine sample, with utilization
 
ratings by the participants themselves, or by TA's.
 

Previous travel to the U. S. 

Nine out of ten participants reported that their U. S. training trip was the occasion for their 
first visit to the United States. Data in the ICA biographical files showed that a considerably larger
number than the remaining 10 percent had travelled somewhere outside the Philippines prior to 
selection for this training. Approximately one-third of all those who had contacts with persons from 
other cultures outside the Philippines had been to the U. S., one-third to Southeast Asia, and one
third to all other countries taken together. The traditionally close relationship between the Philippines 
and the United States is well illustrated by these data. In addition, many of the participants who had 
not previously travelled abroad undoubtedly had some contacts within the Phdippines with persons 
from other national cultures. 

For the ten percent who had previously travelled to the United States, study was the principal 
reason given and business the next. Forty percent of those who had gone to the U. S. for study ob
tained a degree. 

Thirty-five percent of all participants 	interviewed reported that one or more members of 
their immediate family had been to the United States prior to this training grant. Study was again the 
reason most frequently mentioned for the trip to the U. S. by other members of the participant's
family, followed by business, then a combination of these two reasons, and lastly pleasure. Prior 
contact with the United States by members of participants' families is quite commonplace and helps 
explain the knowledge of that country which participants possessed even before their training. 

Table 4. 8 	 Other inembers of family having
 
been to the United States
 

Percent frequency 

of mention 

Brother 	 32 
Spouse 15
 
Sister 12
 
Father 8
 
Son 6
 

Number of participants 
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Political and oranizational activity 

To got some idea of participants' activities outside their jobs, information was gatheredabout their memberships in other organizations, and about their political interests. The biographicalfiles showed that they belonged, on the average to 2.4 formal organizations of some sort. Threefourths of those interviewed belonged to three organizations or less, while one-fourth were membersof four or more. As a group, participants seem to be quite active in organizations outside their own
jobs. 

Scarcely more than one-fourth (27 percent) of the sample professed a strong interest in politicsat the time of their sel-ction, and only 15 percent reported that they were moderately or very rn-tivein politics at that time The great majority (85 percent) said they did not participate in politics at allor had very little participation (only exercised their rights as a voter, etc.). On the other hand, 36percent reported that they had some political influence, and an additional 6 percent said they had a
great deal. In other words, half of the politically inactive p -'ticipants 
 felt they had political influencebeyond that of an ordinary voter. 

As described in the next chapter, political influence was reported by participants as being theleast important factor in their own selection and in the selection of other participants (although moreimportant in the selection of others than in their own case). Superiors said that political influence
was the least important factor in selection, 
 and that their U. S. trained subordinates had less politicalinfluence than comparable subordinates who had not had such training. But supervisors also felt thatthe selection procedure should be improved by having a good deal less weight given to the participants'political affiliation and influence. In characterizing the participant sample, one might say that theyare well-aware of the importance of politics, profess little personal interest or personal activity in
politics, but feel that they nevertheless have some political influence. 
 Within the group, those whoadmit being active in politics and some who did not, appear to exert considerable influence;

others who are not active frankly recognize their lack of influence. 

many
 

Personality characteristics, and preferences 

The survey touchcd upon many of the attitudes and motivations of participants. A considerablenumber of these responses are reported in the sections dealing with different states of the trainingsequence. Here we are concerned with a few measures of personality, and related factors. 

Some earlier research in the United States has suggested that "need for achievement,""need for affiliation," and "need for Independence" are personality-motivational factors which canbe measured and may be significantly related to innovation and using training. A test has beendeveloped, in which the responses to a series of statements about personal preferences providedthe basis for scoring these "needs." This test was used in the written questionnaire completed byparticipants, with the following resutt,: 
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Table 4.9 Need achievement, need affiliation and 

need independence of the participants 

Personality factor Mean Score 	 Rating scale: 

Need for achievement 6.39 7 	- high 
toNeed for affiliation 6.06 1 - low 

Need for independence 	 2.43 

Number of participants - 432 

Participants in the sample exhibited a rather high need for achievement motivation, also arather high need for affiliation, and quite a low need for independence. The results of these tests bytype of training are tonched upon in a later section. However, there does not seem to be a clear
relationship with utilization of U. S. training. 

Comparisons with others 

Participants in another part of the interview compared themselves to friends and acquaintancesin the Philippines on a number of factors. They saw themselves as having significantly higher intelli
gence and academic standing; somewhat greater personal popularity and social prestige and about thesame financial status, physical and sports ability. These social self-perceptions relate quite well tothe responses to similar questions used in the need for achievement, -- independence--affiliation

test summarized above. For example, participantfs as 
a group felt that it was very important to bean accepted member of a friendly group, and also to have others like them. They also said they feltquite badly when they quarreled with a friend. On their competitive attitude in sports, 80 percent
feel strongly about winning games of sldll in which they participate. 

Participants alsc compared themselves to one other person at the time of selection, thisother person being the most similar to the participant in age, job and other characteristics, but whodid not go to the U. S. for training. Participants saw themselves as having considerably more confidence in their sldlls and ability, having introduced more ideas for improvement on the job, having
more technical know-how and work experience related to project needs, 
 more influence on subordinatesand co-workers, and more interesi in tPhilippine development. They also beli-ved they had moresocial ease, ambition to gel ahead, oand more personal social prestige. However, they felt they had
slightly less family connections and prestige and somewhat 
less political influence than the persons
to whom they compared themselves. Statistically significant differences appeared mainly in these

last three Items (Table t4).
 

On the basis of this evidence, one gets a picture of participants as intelligent, highly-motivatedand upwardly mobile socially, quite ambitious and eager to advance themselves professionally, and
expecting some help from their friends, colleagues and superiors. 

Participants with high self-ratings on utilization had more conlfience in themselves 

Participants who rated themselves high on application -if 1). S. training tended to rate themselves higher than their Filipino friends on these attributes--intelligence, social prestige, financial
status, physical and sports ability, academic standing and persona! poptlarity. In comparing them
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selves with Americans on these same attributes, they also tended to rate themselves hlgie-.r than did 

the less effective participants (Table A1O1). 

Training expectations 

The things that participants expected to get out of their visit to the United States naturally 
go beyond the acquisition of additional skills and lmowlcdgc, although participants expected to get the 
most help in this area. They also expected that tie U. S. training experience would do something for 
their country. Considered next in the amount of help they expected to receive was--broadening them
selves through travel, learning about the U. S. and how Americans live, telling Americans about the 
Philippines, advancing their careers, and improving promotion chances. They also expected the trip 
to give them some increased social prestige, "ncreased salary and a better job. Least of all did 
participants expect the trip to help them get q.;i academic degree, even though they may have wanted 
this very much. The help participants actua) y felt the trip provided in reaching these goals is dis
cussed in the chapter dealing with impact on lhe participant. 

The order in which areas of expected help are rated shows that participants perceive the 
training program primarily as a means to national goals of development. Nevertheless, participants 
as a group are also quite conscious of what they expect the training experience to do for them as 
individuals, although the variability of responses among individuals increases as one goes down the 
list into personal objectives (Table A5). As will be shown later, however, the training experience
in the U. S. did not fully provide! the help expected of either kind. With the exception of "find how 
people in the U. S. livel" and "gain social prestige," all other benefits are rated slightly lower in 
the help actually provided than the hclp expected. To our picture of participants as a group, we add 
that they had rather high, and apparently excessive, expectations of personal benefit from their U. S. 
training visit, and also of benefits to their country. 

Participants with high self-ratings of utilization expected fewer career benefits, obtained more 

Participants who rated their utilization of U. S. training high tended to expect fewer career 
benefits as a result of their training. However, they reported receiving more career benefits than 
did the less effective participants. In addition, if we compare the difference between what they said 
they expected, and what benefits they actually received, the more effective participants were more 
likely than the less effective to derive greater career gains than anticipated. (Table A102.) 

Table 4. 10 	 Relationship between expected and actual career 
benefits, and participant ratings of utilization 

Ratings of utilization by participants 
Career benefits: Expected Actual Difference 

Improve promotion chances (-) ** 
Increase salary (-) ** 
Get better job ** 
Advance career ** 

** 
** 
** 

Note: This table reads as follows on "improve promotion chances:" Participants who 
expected U. S. training to improve their promotion chances most, tended to rate themselves 
lower on utilization, but this relationship was not quite statistically significant. Participants 
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who felt most strongly that their actual promotion chances had improvedof U. as a resultS. training tended to rate thfiii-tlzation of t. S. training hlghcr, and thisrelationship was veri significant (p = . 01). Those who had greater gains in thedifference between expected and actual improvement In promotion chances ratedthemselves higher on utilization, and this relationship was also very significant. 

These data suggest that some effort should be made by program administrators to preventexcessive expectations ( personal gain from developing among participants. 
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5. SELECTION
 

one of the most import-The selection of participants to be sent to the United States represents 

ant steps in the training process, as is well-known to those administering the program. If the best
 

men and women are chosen to receive additional training, the chances of their being successful in the
 
The question becomes, best
projects and activities to which they return will certainly be enhanced. 

In what, and how determined? 

Guiding principlen and procedures covering selection of participants have been developed in the 

joint NEC-ICA training program in the Philippines, as they have in other countries. The previous 
chapter describes some of the characteristics of those selected. We are concerned here with exam

ining more closely the criteria which relate to selection of the individual participants. Some of the 

criteria officially used in individual selection are listed below to Illustrate the measurement problems 
and the assumptions involved: 

Candidates for training must have the following qualifications: 

1. Be a citizen of the Philippines of good moral character, be psychologically mature, 

and able to adjust to new and varied conditions. 

Possess sufficient maturity to provide proper representation for his country in 
h2.his associations abroad. 

3. Show ability to understand a foreign culture and to benefit from educational and 

observational experience abroad. 

4. Be assured of employment in his proposed field of training and certify his interest 
and willingness, upon completion of his training and his return to the PhiUppines, to work 
in the field of his training for a minimum of two years. 

5. Show an ability to work with others anywhere in the Philippines, in order that the 
multiplying effect of his training can be reasonably assured. 

6. Must not be over 53 years of age (separate criteria have been developed for exceptions). 

7. Display adequate understanding and utilization of English. 

8. Show that he has utilized all appropriate, practical and academic training available 
in the Philippines. 

Other criteria deal with health qualifications, the conditions under which participants may 

seek to obtain academic degrees, etc. 

The criteria developed and used in the NEC-ICA Joint Program of participant training are 
generally very good ones, even though objective measures for many of these qualifications do not 
exist, and reliance must be placed on the judgments of officials making and approving individual 
selections. Our interest in the survey was to see whether these qualifications were reflected in the 
subsequent behavior of participants, to see whether additional or alternative criteria might be 
suggested, and to explore various means of measuring more objectively the qualities suggested by 
some of these criteria. 
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While selection represcld s a ni'ljor eh-Iclent illthe r iiI,.program, there is clear evidencethat selection is not the only Place wlrc success or ifllure is determined. Even with the best possible selection, such exe rie(es9as prepar:d.ion for U. S. training, the training itself, and especiallywhat hal)pens after the participanit returns home strongly influence his or her chances of success.
,Morcover, every ho,t government, tmkin1g its selection in cooperaition with the ICA Mission, 
 must',olls ier what persolns are available and cal b spared for training, as well as what criteria are most 
,i)-rlant for .- pail iN,Clee1.1on ill c lay lcases. 

Since the effect of selectioi cainot easily be separated from the effects of other phases of thetraining program, it is extremiely difficult to evaluate the relative weight of selection in the successof a training program. In addition, there are no real control groups to whom the participants can becompared at the time of their selection, or later, after they are back-home and working. Thosewho were not selected for training are for many reasons not a good control group, nor are they oftenidentifiable. Nevertheless, it is possible to get a picture of how the participants, their superiors,and the U. S. Technical Assistiants view the selCection process, and how the,, feel it might be improved.It is also possible Lo see how (ciferences in the characLeristics of participanL,. and in the selectionprocedures, seem to relate to subsequent utilization experience. 

Previous trainin aspreparation 

One of the questions olften asked about training in the U. S. is whether participants hadsufficient previous training and experience to make good use of this training. Are participants beingselected for training abroad before they have fully exploited the training opportunities in their owncountry? In this survey, participants were asked how well their previous academic training andwork-experience had prepared them for the U. S. training they subsequently received. Eighty-four
percent were of the opinion that they had just about the right background, 14 percent said they would
have learned more if their academic training and work experience in the Philippines had been greater,and 2 percent thought that their previous training and work experiences were more advanced thanwhat they received in the U. S. It appears that selection is being well done on this count. 

Factors important in own selection 

During their oral interview participants were asked what they thought were their personalqualities, attributes and characteristics that influenced their selection. Work experience was mostfrequently mentioned, by two-thirds of those replying. Personal characteristics and abilities werenext most frequently referred to, by 56 percent. Their educational background and record wasmentioned as a factor by 49 percent of the groLip. 19Only., J)ercent mentioned their potential useful
ness as a factor.
 

When asked in the written questionnaire to assess the importance of a broader list (thanpersonal charact.ristics) of factors in their own selection, however, participants showed that theyunderstood the relationship between pcrsornal qualities and other factors in selection. Special needsof the project was listed as the most important factor, followed by previous work experience, abilityand intelligence, leadership ability, and academic training. All of these were significantly moreimportant, as seen by participants, than pleasing personality, superior's initiative, seniority, U. S.technician initiative, own initiative, family and social status, or political influence, which wer.rated significantly lower in order of importance (Table A6). It is interesting to note that saperior'sinitiative, about midway in the rating of importance of factors in selection, is still significantlymore important than seniority, U. S. technician initiative, own initiative and the remaining factors 
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listed above. Own initiative is considered significantly more important than family and social status, 
and such status is seen as significantly more important than political influence, ranked lowest and of 
negligible importance. Participants' responses to this question certainly show the consciousness of 
project orientation in the training program in the Philippines. In view of the rather common impress
ion that such factors as family status and political influence play an important part in selection, the 
unimportance of these factors as reported by participants is somewhat surprising. It is natural to 
ask, however, to what extent participants were being less than crandid, or were simply unaware of 
what may be a different actual basis for selection. 

Factors important in the selection of others as compared to own selection 

An opportunity was given the participants in the written questionnaire to say what factors 
they thought were important in the selection of other participants they knew who went to the U. S. 
for training. It was felt that this would provide a somewhat less subjective picture of important 
factors in selection. Rather surprisingly, there were rather few and no major changes in the rank 
ordering of the factors considered important in the selection of other participants. 

Table 5. 1 Importance of factors* in selection of
 
other participants
 

Mean
 

Special needs of project 5.91 

Ability and intelligence 5.53 

Previous work experience 5.45 

Academic training 5. 36 

Leadership and ability 5. 36 

Superior's initiative 5. 24 

Pleasing personality 4. 79 

U. S. technician's initiative 4. 50 

Own initiative 4. 38 

Seniority 4.27 

Family and social status 3.75 

Political influence 2.91 

Number of participants replying - 423 
Scale: 7 - very important, to 1 - not at all important 

*Note: A factor underlined is significantly more important than all factors below it, 

and likewise, factors connected by a vertical line are not significantly different in 
importance; those beyond the vertical line at either end are. 
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It seceils fair to 18smille Ihat pa rijeip 'n.'s views of how other participants were selected refleets their general att 1110 Ioward tie selection process. Curiously, while sp)eclal needs of the 
project aI'c still shown as the factor signific.tly Iniore III)ortAMt thU1 any other, ability and intcIltgonc is considre(!i js jult. a.ligh. ly more i llrortant generally tlan In the participants' own case.There i e stattlslleally significant di fferinces only betwecn factors s.parately by underlining, however.Superior's iuiilativo is'seeen by ,rliciianI a)ss ,ignificantly more Important than pleasing personalityIn the seloction of othlers, 'or example,, v.,hlfil i ; 11t. the c,-.. in t.heir own ,election. 

T'lic anos.nl nteres.jhl. i1h'o) l onlCl'0il .ier Lle ns eir.1r, fVOrPI:.cormpari son between
tho ial'II)Oli.Ol(C t..eic d to facto.sJ,]I lle J):l1...ircjp:1l1i:t:; o%,,0,. a.;el'n.i'i,0 lIi the , ection of others(Table A7). Political infltience, whi . ran ke 0l3leat,. signi fic.n.; in both, aiovs the greatest difference in the absolute rating scores. This facLor Is reported tc.;,':"important. as a factor in the selection
of the participant hiinclf than in tL ,-;election of other participants he knows. Own initiative, U. S.
technician initiative, faiilnv ,nd social staltis, and superior's initiative are also seen as somewhatless important in our selection than in the selcltion of others. it is likely that all these factors which are rated less in-'ortant in their own selection than in the case of others are also to some extent seenby participants as negative values which they, are reluctant to admit played much part in their ownselection. But if they believed they were really important in the selection of other participants andthat the selection process in the Philippilie, was characterized by such factors, they had an opportunityto say so which they did not use. Our conclusion is that participants really do not think these factors
representing negative values are very ii.porfanL in selection. 

There are some factors which participants sce as slightly more important in their own

selection than in the selection of others. These are seniority, 'special needs of the project, ability
and Intelligence, plcasing personality, leadership ability, academic training and previous workexperience, IF'Idin asccnding, order of diffet-ential importance. Itseems a reasonable inference
from this o-deri.ag that these are considered positive values and also the criteria on which p-.Ii('i
pants feel selecetion should be nmale. The Fact that participanis rated themselves only slighthan other ';,rlieipants suggcsits that selection in the Philippines is geanerally seen by part- :.. as actually using these positive criteria. 

Participants who rated themselves high on utilization of U. S. training indicated that thefollowing personal characteristics had greater Importance in their own selection than did participants

who rated their utilization of U. S. training low.
 

Table 5. 2 Relationship between personal characteristics at selection, 
and participant ratings of utilization 

Participant rating 
of utilization 

Previous work expcriecce 
Leadership and abil i .y **Pleasing Plr;Cnali! y * 

'Nof : .f'r. ',I-Ia'. 112 hi i . vI 'y i fi,ifican; 0 mDans, significant relationship()- 01); 

(p - . 05).
 

. .,II 
indicaftcd that saniori l ir mor-. c ecti 

Effective C.il)_2 , ,ho-(r rted thernsolve.s high o. utilization of U. S. traiing) 
.y .hi n!r',ii ihci Il 

14 
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Special needs of the project 

Effective participants were much more likely than loss successful utiliz,, 9 of training to
 

say that the special needs of the project Influenced their selection. The importance of the work
 

situation and the readiness of those associated with the project to accept the new skills and ideas
 

will be referred to again in later sections.
 

Selection as seen by supervisors 

Separate confirmation of the picture of selection seen by participanats comes from their 

superiors. Supervisors of returned participants were asked, in .the questionnaire mailed to them, 

hov their U. S. trained subordinate compared with their other subordinates in similar positions who 

had not had U. S. training. U. S. trained participants are seen by their superiors as having or 
maling consia-,zbly more: 

(listed by decreasing amount of difference) 

Contribution to improved work efficiency 
Initiative 
Ability and intelligence 
Leadership ability 
Ability to work with others 
Adaptability to local work conditions 
Academic training 
Contribution to group morale 
Pleasing personality 
Previous work experience 

Family and social status 

of these factors mentioned by superiors are comparable with those listed by participantsSome 
in discussing selection, and relate to characteristics at the time of selection. Others may have been 

acquired or improved with U. S. training. Contribution to work efficiency is obviously not unrelated 

to U. S. training, and the high rating of participants initiative by their supervisors is not necessarily 
But superiors rate participantscomparable to participants' self-rating of initiative in being selected. 


substantially higher than their other subordinates in ability and intelligence, leadership ability,
 

academic training, pleasing personality and previous work experience, all of which are considered
 

Important factors by participants in their own selection and that of other participants.
 

Family and social status, for example, a rather constant factor, was considered by super

visors as only slightly higher for U. S. trained participants than for other non-U. S. trained sub-

Political influence is the only factor mentioned which superiors thought participants hadordinates. 

less Li than other subordinates.
 

An index was prepared of the degree of qualification possessed by U. S. trained participants 

compared to subordinates in similar positions without U. S. training. In preparing this index, it 

was assumed that family and social status and political influence are not appropriate criteria for 

selection, but that the other qualities above are all positive values present at selection or acquired 

during U. S. training. Superiors saw 56 percent of their U. S. trained subordinates as very much 

more highly qualified than non-U. S. trained staff, :37 percent as more qualified, and only 7 percent 
as somrnwhat less qualified. Arbitrarily eliminating those good qualities which might have been 
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acquired during U. S. training would not materially change this picture.superiors believe that the great majority of U. 
It is still very clear thatS. trained participants wellin the Philippines were

selected.
 

Other questions asked of participants' supervisors throw light on the selection process.When asked to identify the difficulties preventing their participant subordinate from making greateruse of his U. S. training, less than 2 percent of the supervisors(timidity, lack of leadership, 
chocked personality difficultieset., ) (Table A8). However,this difficulty-and those few supervisors who mentionedthe few who referred to participant's inadequate prior trainingr and workexperience, apparently feel quite strongly about them.considered among the first four 

Where mentioned, those tv factors weremost important difficulties preventing greater use of U. S. training. 

Even making the assumption that these two difficultiestime of selection, it were observed or anticipated at thedoes not follow that a better selection could necessarily have been made fromamong those candidates available. Flerhaps those selected were still the best. It isIng, however, whether sufficient attention has been given in all 
worth question

cases toof prospective participants, the personal characteristicsor their readiness (in termstake full advantage of U. S. training, 
of prior training and work experience) toeven though the selection record is generally very good. 

Selection as seen by TA's 

The U. S. technicians associated with the projects and participants studied weresource of information about the selection process. a thirdTA's vere asked to indicate major factorspreventing greater utilization of U. S. training by returned participants thcy knew.relative to selection and The factorEto the personal characteristics of participants, as seen by TA's in thePhilippines are shown below, in order of frequency of mention:
 

Table 5. 3 
 TAs' mention of selection factors and personal characteristics 
of participants preventing greater use of training 

Percent frequency
 
of mentionHas personal difficulties 

11
 

Does not try hard enough 11
 

Inadequate prier training 

5 

Lacks initiative and drive 
3 

Too old 
3 

Is not adaptable 
3 

Inadequate prior work ex:-crience 2 

Too immature 
2
 

Not very intelligent 

2
 

Shuns responsibi li ties 

1
 

Number of mentions - 153

Note: More 43than one factor or characteristic was often mentioned for a single participant. 
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It seems that 'I'A's are modernIely critical of selection, but they do not feel that selection 
has been badlyIh1dled except in a relatively row cases. There does appear to be room for improve
ment in selection, however, judging from the ''As' reactions. 

11es ibi it ,for selc. ' cion 

Nine out of ten participants said that there were persons whom they thought were chiefly 
responsible for their selection. The persons secn as chiefly responsible, in four out of five cases, 
were superiors or co-workers of the participants. In about one out of five cases, TA's were seen 
as the persons chiefly responsible for selection. Very few participants felt that friends or relatives 
had much to do with their selection. 

At the time of their selection, less than half of all participants (44 percent) were working on 
joiat lCA-NEC projects. At the same time, nearly three-fifths of the participants said that there 
was a U. S. TA assigned to tlci' agency. In the 281 cases where there was a TA assigned to the 
agency, 	 36 percent of the participants reported that the TA had either a great deal or quite a bit to 
co with their being selected, and 12 percent felt lc had some influence, while 17 percent said he had 
nothing to do wiih slection. Thirty-six percent did not know. 

In general, in the Philippines, participants, felt that their superiors and others in their own 
agency or organization had the major responsibility for their selection. Where TA's were present, 
participants felt that they ailo had an important responsibility in selection. As noted above, super
visors felt that the role of the TA's in selection should be about the same or somewhat less. 

Sources 	of influence 

Effective particinalLs reported that their superiors were more influential than the U. S. TA's 
in their selection. In detail, the relation between the ratings was positive for superior's initiative, 
negative for U. S. TA's initiative, but not significant for either. However the difference between the 
two correlations is signiiicant, indicating that the superior's initiative was more important than the 
TA's in determining selection, in the opinion of the effective participants. 

Improvi ng articipant lection 

Participants vore not asked how they felt selection could be improved because they arc 
usually not in the best position to know how it was arranged. However, their superiors were asked 
in what ways they tioug-lht the process of selecting participants for U. S. training could be improved. 
They suggested that there should be: 

(a) Either a ,reat dcal or somewhat more 
Attention given to ability and to relevant work experience ..... 
Responsibility given to the supervisor in selection ........... 
Responsibility by Philippine agencies involved ............... 

(b) 	 Somewhat more
 
Use of competitive examinations .......
 

(c) 	 About the same or slightly less
 
Participation in selection by TA's.......
 
Restrictions against candidates over 50 years old ......
 
Attention paid to candidate's family and social status ...
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(d) 	 A od d:il less
 
\Vight given to his political aiffiliation and influence ......
 

The four 	groups of suggestiom are significantly different from one another (Tiable AU). Itisinteresting that supervioors in this context feel that a good deal less weight in selection should begiven to 	a participant's political affiliation and influence, when this factor was earlier reported by
superv 	 ors and participants as of negligible importance in selection. 

Supervisors of participants believe that there is need for improving the selection of partici
pants. ren percent feel a great need, 69 percent feel a moderate need and 21 percent felt a slight
need. 

lFeelin __gsat time of selection 

Participants were asked, in the oral interview, whether they had any feelings of worry
anxiety over persons or things they would leave behind. 

or 
Less than half (44 percent) admitted to somesuch worries relating to family, financial situation, or their job. No particular pattern of anxiety

stands out. Perhaps the more significant point is that more than half of the participants had nothing
which worried them In looking forward to their training experience in the United States. 

Participants also commented on the attitudes of co-workers and superiors at the time of their
selection. Most participants reported that they had noticed some change in attitudes; over one-third
(38 percent) reported that some co-worker's attitudes had changed unfavorably. These co-workers
became lukewarm, adopted a passive attitude toward the participant or reflected outright jealousy
that they had not been chosen instead. The majority of co-workers (62 percent) reacted favorably,
showing pleasure, greater confidence In and reppect for the participant. 

Superior's attitude change was even more favorable. Participants, where they noticed anychange, reported that 86 percent of their supervisors had favorable reactions. Only 14 percent
seemed unhappy or discouraging. In a few cases, participants mentioned this was because thesuperior 	felt he should have been selected. It is reasonable, of course, that in general superiors
should be pleased with the selection of their subordinates, since they had a major responsibility in 
selection. 

As will be shown in later sections of this report, the attitudes of superiors and co-workerstoward the participant is an important element in his application of U. S. training. One suggestion
for those officials responsible for selection would be to make as clear 	as possible to all candidates
and their co-workers the objective criteria (academic training, work experience, etc.) used in
selection. This might reduce the negative reactions of those co-workers who may not understand why
they were passed by in the selection process. 

Su'mmary of selection 

1. Supervisors, are seen by participantswho 	 as having the major responsibility for selection,want an 	even larger responsibility. Supervisors are also quite specific about the shortcomings in the
selection process, and the ways in which selection can be Improved. 

2. TA's 	who are seen as having important but secondary responsibility in selection, are alsoquite specific about the inadequaciec of selection in the relatively few cases where they feel this was 
responsible for low utilization of U. S. training. 
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3. Parlt:icipants wt'ho rated them:nsolves high on utilization of U. S. training tended to report 
that their superiors were more infuontlal than TA's in their selection. 

4. Both sulervi)Orso and TA's sCOm to feel that selection can be improved considerably, 
allhough selection is not sen as poor or as a major factor )reventing subsequent utilization of U. S. 
tralimg. Asidc from the question of rc-spon.ibiliLty for selection, there appears to be a mutual desire 
for more objective criteria upon which selection can be based. 

5. ilaking the criteria on wvhich selection is based clearcr to all concerned with selection, 
especially other candidatea, might reduce unfavorable reactions of co-workers and improve the 
organizational envir-onment to which the participant returns after U. S. training. 
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6. PRE-DEPARTURE PREPARATION AND ORIENTATION 

After a Plarticipiiant was selected for U. S. training, there was often a considerable
pre-departure preparation and his orientation help determine his readiness for the trainingexperience and his later use of U. S. training. Philippine agencies 

time lag befqre he left his old job and the Philippines. The participant's experience during his 

and the ICA Mission havea fairly complete program for readying newly-selected participants. 

Time lapse after selection 

In the Philippines, the time lapse between selection (notification of ICA approval) and
actual departure for the states wasmonths for 29 percent, 

less than 3 months for 56 percent of participants, from 3-6and over six months for 25 percent.pressed satisfaction with the time lapse in their own 
Seventy percent of participants exdissatisfied, cases, 24 percent felt neutral or were a bitand 6 percent were quite unhappy about the length of time before departure. Thosewho were most unhappy tended to be those who had the longer delays, 
 as one would expect.
 

Participationin plannngtrainijg 

Participants were asked in the survey's written questionnaire what they did with respect 
to their planned program of training during this pre-departure period.answers in descending order, The table below gives theirbeginning with things they did the most of: 

Table 6. 1 How participants helped plan their training 

MeanLearned aboutspecificobjectives ofproject 5.3 
Discussed, with superiors, training in relationtoprojectoas 

4.3
 
Discussed, 
 with co-workers, training in relationto project goals 

3.4
 
Participated in
planning the training rogran 3.3
 
Discussed their future
job with superiors 2. 9 
Discussed their futu-e.job with co-workers 2. 7
 
Number of participants 413
-
Scale: 7 - a great deal, to I - none at all 
Significantly more 

to participants. 
attention was paid to the first two activities than to the others,Information from other parts of the survey suggest that it would be worthwhile if 

accordingsomewhat more 
with superiors. 

attention had been given to the discussions of the participants future Job,Participants rating their subsequent utilization of U. 
especially

those who discussed project goals with their superiors before leaving. 
S. training high tended to be 
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Participants were also asked how satisfied they were with several aspects of the program of 
training that had been planned for them prior to departure. They were most satisfied with the details 
of training and the clear establishment of priorities. They were least satisfied with the amount of 
influence they had personally in plamng their program of training. One must not conclude, however, 
that they should have had more influence. Few participants are in a position to know just what they 
should receive by way of training. The tact that participants devoted a good deal of time to discussing 
with superiors their proposed training in relation to project goals, but less time to their future job, 
suggests where more thorough preparatior, is needed. 

Satisfaction with orientation 

Orientation was given to participants in the Philippines and in the United States. How well 
were important topics covered? In the Philippine survey participants reported that all orientation 
was well-handled and all topics well-covered. However, they felt that travel arrangements were 
covered the best by far, followed by finances, living arrangements, social habits in the U. S., and 
climate and clothing in that order. Briefing on recreational opportunities was considered significantly 
less well-handled. This attitude of satisfaction with orientation and its topical coverage is borne out 
by other reports in the participants' biographical files in the ICA Mission, which show that 81 percent 
of those participants for whom data are .vilable had a favorable attitude toward orientation, presum
ably including also their orientation in the U. S. There appears to be no problem of orientation in the 
?hilippine training program. 

As a matter of curiosity, since the question had been raised by persons connected with train
ing in other countries in Asia, participants were asked whether they thought it would be helpful to 
have an oricatation in a place like Hawaii, intermediate between the Philippines and the U. S. 
Forty-two percent said it would be very or quite helpful, 33 percent said it would be of some use, and 
25 percent said it would not :e helpful. Apparently Filipinos do not feel strongly the need for a tran
sition from the Philippines to the United Stateo, as nationals of other Asian countries have been re
ported as wanting. 

Help in pre-departure preparation and orientation 

Participants were asked to look back on the orientation and briefings that they had received, 
and to indicate how helpful those given by different agencies had been to them personally in getting 
adjusted to the U. S. The assistance of ICA/Washington was considered most helpful, followed by 
that of the ICA Mission in the Philippines, and by the help from Philippine agencies. 

1I. S. Tt.inical Assisiants with the ICA Mission in the Philippines were considered very 
helpful in preparing for the trip to the U. S. by 59 percent of the participants. Responses from the 
remaining 41 percent rangcd from moderately helpful to no help at all (14 percent). This latter is 
not an unfavorable response in most cases, since it includes replies from participants to whose 
busine:..s or organization no U. S. TA had been assigned. Wherever there were TA's available, they 
seem to have been helpful. 

When asked in what way TA's were helpful in preparing the participant for his trip to the 
United States, a number of items were mentioned. These are listed below in decreasing frequency 
of mention: 
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Table 6. 2 Ways in which TA's were seen as helpful by 
participants in preparing for the trip to the U. S. 

Percent Frequency 
of Mention

Pre-departure orlentati6n
 
(what to bring, what to expect, where
 
to go, etc.) 
 45 

Arranged or helped in training
 
program and itinerary 
 20 

Suggested fields of specialization 13 

Helped in .rocessing papers 6 

Helped relate U. S. courses to home job 2 

Wrote to friends in the U. S. 2 

Suggested books to read 1 

All other 8
 
Number of participants - 388 
 97 

This listing suggests that even to Filipinos, who tend to know a good deal about the U. S.,briefing and orientation are very helpful. It is somewhat surprising that TA's were considered tohave helped so little in relating training courses in the U. S. to the participantst Jobs at home. 

In summary, It seems evident that participants from the Philippines are generally wellpleased with the pre-departure preparation and orientation for their U. S. training experience.
They get help from several sources, and are well-prepared for their trip. If any suggestionscan be made, it is that participants might profitably devote somewhat more time to discussingtheir future jobs with their superiors and perhaps with TA's. This might help both in planning
the training program and In their back-home adjustment. 
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7. THE U. S. TRAINING EXPERIENCE
 

One of the major goals of the participant training program is to provide effective andansatisfactory training experience. In this section we will appraise this major element of the crosscultural training prograi, is it is vie~ved by the larticipant who goes through the learning experience;the UT.S. Technical Assistant in the Philipplincs who takes part in the initial planning of the trainingand sees the returnee back at work in his home environment; and the participant's iMecdliatC superior,who may have also havc participated in the initial planning and selection of the particilpant, and who iscurrently supervising the returned s ojourncr. 

The training eperience is seen from some distance, in both time and space, by the participantwho is reflecting on the expeiince after an interval of at least a year, and the Technical Assistantand Supervisor, who can only infer the quality of the experience from the behavior of the returnedparticipant. From another viewpoint, the training experience Is appraised from the point of maximumadvantage, in the context of application to the particular job and development of the specific field in
which the participant was trained. 

A more complet:e evaluation of the training experience would require interviews with the
various staff, agency, academic, 
 government and industry personnel responsible for its planningand implemenlat.on. Here we are interested in training ony from the viewpoint of those features
which ir.fluence its ultimate utilizr.tion. 

As background for a discussion of the effects of the training experience, let us appreciatebriefly the critical difficulties encountered In the management of the training program. Thesemanagement problems arise from the necessity of coordinating the efforts of a number of quitedifferent sets of people. Among those involved in the development of a training program are thePhilippine agency or industry and its representatives, the personnel responsible for training in the
National Economic Council of the Philippine Government, U. S. technicians in the specific program
of the ICA Mission in the Philippines as well as the training officer and his staff, 
the ICA Washingtontraining progran personnel, and the academic, plant or governmi-ental personnel who are the hosts ofthe participants. This is a minimum list, and considerable difficulties in communication andcoordination stem from differences in cultural background, the necessity of overseas correspondencein program development, and differences in motives and goals. There may even be conflict between
the program officer who wants to organize the best possible plant tour, and plant officials who feel
that their hospitality has already been overburdened, or that they are net in favor of stimulatingoverseas competition. Our purpose is to provide these personnel with testimony on the outcome oftheir efforts. There are several reasons why such evidence is necessary for the operation of this

training program:
 

1. It is necessary to ascertain whether the training program itself is satisfactory.Although an effective training program is no guarantor of ultimate utilization of that training, anineffective training program is a sufficient barrier to utilization. Participants cannot put into practice skills, knowledge and att-itudes which, for various reasons, they have failed to learn. 

2. It is necessary to provide information to program planners which will help themto appraise the results of their past efforts, and, more important, give rise to suggestions for new
improvements. 

3. It is necessary to provide concrete information that will serve to evaluate therecommendations for changes in program policy. 
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4. It is necessary to evaluate the role the training program plays as a contributorto ultimate utilization. Docs the training include experiences which will facilitate later utilization? 
Let us turn then to the data provided by our survey on some of the most prominent features
 

of the training experience.
 

Impact of the training program on back-home application 

In general, the participant's attitudes toward his training experience were related to his
self-rating of application of U. S. training but not to the ratings of his supervisor or the TechnicalAssistant. This finding seems reasonable, as the participant is best Informed on the nature of nis

training experience and more likely to see the connections between facets of his training and back
home application.
 

iTc relation between attitudes toward training and self-ratings of utilization of training,however, did not reveal an overall "halo" effect in which a general feeling of happineijs or unhappiness
about the training experience and its consequence would be automatically reflXcted by high or low
self-ratings. The relations discovered pointed to specific aspects of the training experience that are
differently related to back-home application of training. 

Completion of the training program 

An obvious criterion of the success of a program is its satisfactory completion, and on thiscount the record is good. Ninety-three percent of the participants reported completing the planned

program of training. 
 Of the 29 persons who did not complete their training, seventeen were recalled

to their home country by Philippine government agencies before the end of the training program. 
 In
 
most cases these were persons needed by the agencies, who asked them to cut short their summer

observation trip following academic studies. Six claimed to have been recalled by ICA for reasons 
they did not know. Two participants changed their field of study and two requested termination of 
their programs for business or personal reasons. 

Overall satisfaction with the training prog 

Tno participant's attitude: 

The reEponse to the training program was predominantly favorable but indicative of dissatis
faction with some specific aspects of the program. An illustration of this trend is shown in a 
content analysis of all partigipant comments about training in their reports to ICA. 

Table 7. 1 Appraisal of training program by participants in their reports to ICA 

Participants making comments that were: 

Percent 
Favorable 68 
Unfavorable 14 
Both 18 

100 
Number of comments - 289 
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Similarly, In response to a direct qi.ustion about their jatisfacLion with their training experience, the 
majority of participants indicated a high degree of satisfaction. However, in their spontaneous com
ments about training in answer to general que--!ions about their experiences In the United States, we 
found that one-third of the remarks reflected favoi ably on the training experience and another third 
unfavorably ('ra;le A10). This was not so much a matter of divided opinion about the same features 
of the training program, but as we shall see in subsequent soct~ons, some features of the program 
were found satisfactory and sonic unsatisfactory. 

Supervisor's attitude: 

Over half of the supervisors felt that the training was satisfactory in all respects. The pre
dominant weaknesses they found were the length of the training program, too short, and the content, 
too general (Table All). These features of the program are reported at greater length below. 

Technical Assistant's attitude: 

The Technical Assistants were evidently well-satisfied with the training received by parti
cipants working in the technician's area of specialization. Little weight was placed by them on 
inadequacy of training as a factor preventing greater utilization (Table A12). However, it might 
fairly be argued that tie Technical Assistants are naturally more conce: oed with aspects of ie job 
environment in the Philippines than with training in the United States. A. any rate the possibility of 
inadequate training was seen by them as a negligible contributor to the on-the-job success of the 
participants. 

In sum, the majority of participants regarded the training experience as satisfactory overall, 
with some qualifications. Their supervisors were also satisfied, but had several specific complaints. 
The Technical Asistan.s saw no deficiencies in the training. 

Effective participants were more satisfied with ti-e trainingp ) ro r 

A positive evaluation of the trainingprograin by either..the participant or by his supervisor 
was related to high ratings of application by both participant and supervisor (Table A63). The parti
cipants who rated themselves as most satisfied with their overall program of training also rated 
themselves high on application of training. Supervisors checking the statement that the training of 
the participant was "satisfactory in all respects" were likely to give these participants high ratings. 
Participants whose training was considered satisfactory in all respects by their supervisors gave 
themselves higher ratings of erployment of their training. 

Planning of the training i roga.m 

A major element of the training program is the preparation of the individual ov team training 
program before they leave their own country. The decision that a particular government agency or 
industry could profit by having more skilled personnel ox contact with similar procedures in their 
counterpart organization in the United States needs to be supplomenled by a program that makes it 
possible to acquire the needed skills and information. Certainl, the participants are not fully aware 
of the difficulties involved in developing such a program by correspondence between the project mana
gers in the United States who are informcd of the problems of orgaanizing a successful sojourn and 
ICA Philippines personnel who are informed of the Philippine industry or government agency require
ments. As far as its impact on them por:ioitally, most of ti-e visitors were satisfied with this pre
paratory phase, as the table below indicates. 
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Table 7. 2 	 Participant description of the planning of his
 
program of training
 

Percent
 
Well planned in accordance with USOM request 73
 
Hit-or-miss proposition pulled together after
 

arrival in Washington 14
 
Other 
 13 

100 
Number of interviews - 434 

An examination of the "other" category affords a glimpse of the kinds of difficulties encoun
tered. Thirty persons said the program was not well-planned for one or more of the following 
reasons:
 

-- the schedule was too rapid 
-- companies did not cooperate
 
-- program officers were uninformed
 
-- trainees were not consulted
 
-- inappropriate courses or observations were scheduled 

Thirteen persons 	said the program was adequately revised and adapted to their needs after consulta
tion. Seven made further comments on the excellence of the training and helpfulness of program
officials. However, responses to a direct question are usually more positive than would be the case
if the respondent had the opportunity to express himself freely. On a check list of possible improve
ments in th training program, ncarly half of the sample thought "more careful planning of thepro
gram," would improve the training program (Table A13). Similarly, the majority of 100 petsons who
themselves brought up the topic in the free answer interview situation had unfavorable things to say
about the planning, timing and scheduling of the program. 

Table 7.3 	 Participants' comments a.,out the planning, timing and scheduling of 

the training program 

Feature of training experience 

Liked most 22% 
Liked least 78% 

100% 
Number of free answer responses - 98 

In sum, our data indicate the need for a closer examination of sairces of dissatisfaction with
 
the planning of the training program.
 

Effective participants were more involved in the training program 

The participants who felt they were able to employ their training most upon return parti
cipated to a large extent In the actual planning of the prograii of training, felt that they were

familiar with the objectives of the training program, and discussed these objectives with their super
visors and co-workers. In short, the successful participants showed more interest in the training
program than did the less successful, and actuallyparticipated more in planning theprogram of
training and in the use of their training uponreturn. 

56 



Table 7. 4 iolationslhill between participation in planning the program 

aind participant ratings of utilization 

Attitudes toward par ticipation: Ratings of utillzation )y particpants 

Participate in the planning of the traininar program
 
Discuss the goals of the project with their super

visors **
 

Discuss the goals of the project with their co-workers **
 

Hlavo more personal influence in planning the training
 
program **
 

Learn the specific objectives of the training program *
 

Reminder note: ** p value . 01
 
=pvalue . 05
 

Implementation of the trainilg pilam 

Planning is a prelude to execution of the training program. As a result of his orientations,
 
and discussions with program officials, the participant develops a set of expectations concerning
 
the nature of the training program he will receive. Does the actual training program meet the ex
pectations that have been created? 

Participants report that the program did meet the planning specifications. It tended to be 
similar to that requested for them when they wore in the Philippines and they were quite satisfied 
with the actual implementation of the planned program of training (Table A14). Only ten persons 
remarked that there were changes made in their training program with which they were dissatisfied. 
On the whole, then, participants felt that the training program they received was that which had been 
planned for them. 

Table 7. 5 Changes ii Iraining program from that jroposed 

Yes changes 15% 
No changes 85% 

100% 
Number of coinm mon1- :''0 

Attitudes toward the training. irogvmi, and utilization 

Participants who felt they were able to use their training i ore effectively upon return were 
more satisfied with those aspects of the training program which are logically related to ultimate 
employment of training. 

(1) Planning of the trainingjprogram 
High ratings of application were positively related to greater 

satisfaction with the planning of the ir-airr,b; program (Table A65). 

(2) Impementation of the training_rqgaLn 
High ratings of applic:ation were positively related to satisfaction 

with implementation of the training program that had heen planned for 
them (Table Af65). Persons with high ratings of effectiveness were more 
likely to say that the training they received in the U.S. was the same as 
they requested. 
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Ch gs in the p! r.ram of training 

When the student talks to the program officer in charge of planning his or his group's program, or when he reaches the campus or begins his industry or government agency tour, he begins toappreciate concretely the nature of the learning experience. From that point on,the extent to whichthe program fits his needs is clear to the participant. The participant has not often ha-!, as thedata indicates, sufficient opportunity to share in the planning of his own training, lie therefore beco r, concerned with changing it to fit ',is own requirements. Eamine, for example, the comments
about opportunities to change the program in the reports written by participants.
 

to
 
Table 7. 6 Opportunity/change program of
 

training to fit needs
 

Favorable 14%
 
Unfavorable 
 86% 

100% 
Number of comments - 42 

This does not mean that the program was entirely rigid or inflexible. The majority of participantsreported that there was some or a little change in their training programs (Table A15). Our datadoes not allow us to differentiate changes motivated by personal concerns from those spurred by
interest in attaining skills necessary for the development program. It seems likely that some 
ofthe motivation for change arises from the attempt of participants to make changes that would bettertheir own careers, such as pursuing course work that would lead to a degree. Two points, however,are clear. To the participant the program of LrAining often does not seem to fit his needs. Second,he does not believe the progTam is sufficiently amenable to change (Table A16). 
Effectiveprticiants had flexible programs 

The quality of decision concerning the content of the training program can be increr-;ed bytaking more fully into account the information that the participant himself has about the Wl, Us andknowledge he needs to perform his job more successfully (Table A66). 

Two items sugg,,est that app -icationof traiingisgfeatest when thepartiipantis able toinfluence the content ol the training program. First, successful participants (those with higher
self-rating of utilization of U. S.-trining) report more often that they macei substantial changes in
their program of training after arrival in the United States. 
 Second, successful participants werealso more likely to report that they were more satisfied with the opportunities they had to change
their program of training. 

In short, the quality of the training program in terms of ultimate usage, and the acceptanceof the training program ,ts best for him by the participant, can be increased by consulting the
participant at both the planning and implementing stages of the training program. 

Administration of the trainingpAr!,ogram 

Project managers in the United States have a great deal to do in steering the participantthrough the new and often strange e.'vironment. There are many problems of living and behaving
in an environmunt which no longer affords certainties and predictabilities. Program managershave developed a great deal of skill in making arrangenionts for individuals and teams, including 
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budget probloqs, Itineraries, travel arrangements, plant visits, programs of study, language

problems, etc. What is the response of the participant to these efforts? Not entirely favorable,
 
as the table below indicates.
 

Table 7. 7 	 Comments about the overall administration
 
of the training program
 

Favorable 53. 5%
 
Unfavorable 46. 5%
 

100
 

Number of comments - 43 

Similarly, in a check list of possible improvements in the training program, one fourth of
the entire sample checked "better administrative arrangements" (Table A13). In sum, the adminis
tration is not viewed as entirely satisfactory. 

Length of the training program 

The average length of the U. S. training program was about 8 months, shortest for Industrial 
participants and longest for the Health group (Table A17l. Length of the training program was to
participants its most unsatisfactory feature. As the table below clearly indicates, most participants
wanted a longer training program, and even a large proportion of supervisors felt the training pro
gram was too short. 

Table 7.8 	 Attitudes toward duration of training program 

Participant 

a) Interview comments: b) Participation written c) Check list of deficiencies in 
reports: U. S. training 

Too short 97% Too short 86% Should be shorter 4% 
Too long 3 Too long 14 Should be longer 77 

100 100 
Number of comments - 121 Number of comments - 36 Number of interviews - total - 434 

Supervisor-

Check list of deficioncieo 
Too short 38% 

Number of supervisors - 25 

In addition, asked what they hoped to get out of their training programs that they were unable 
to (Table A18), 70 participants (16%) said they had hoped to extend their periods of training. In 
answer to the same question, 109 persons (21%) said they had hoped to learn moro, or acquire a
degree, and 89 (21%) commented that they had wanted to observe more places rolated to their field
of training. The length of the training program is apparently one of its most uns atisfactory feature .
The kinds of additional training which are seen as desirable will 	be discussed at further length below. 
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Length of training program related to utilizator. 

Successful application of training was positively related to the length of the training program
(Table A67). As noted above, one of the most frequent sources of dissatisfaction was the length of 
the training program. Apparently, more learning can take place in a longer training program and
 
the participant has more skills and ideas to apply than from a shorter traLi-ng program aimed !
the acquisition of fewer techniques or ideas.
 

Type of training 

Training program officers are confronted with a number of conundrurw in devising a 
balanced program. Formal academic studies need to be supplemented by fljid trips and observations 
and the opportunity to attend professional meetings, workshops and s:,ainars. In addition to aca
demic work, participants want to see and talk to people at work in rneir specific fields of training, 
to see how the job is actually accomplished. For groups or individuals on plant tours, there Is the 

dilemma of seeing a broad spectrum of plants versus intensive observation in one plant. It is possibl 
to characterize the type of training participants received from their own descriptions of it, which 
were in the USOM biographical files. 

Table 7.9 	 Type of U. S. training program 

Percent
 
All non-academic 48
 
Mostly non-academic 11
 
Mostly academic 41
 
All academic *
 

100 

• 	 Less than 1 percent
 
Number of participants - 367
 

There were, as one would expect, substantial differences by field of training (A128). How
ever, it seems that with a majority of training programs all or mostly non-academic (observations,
in-service training, workshops, plant tours, etc. ) they could be closely tailored 'to the needs of 
participants. 

General attitude to type of training 

First, were participants satisfied with the general type of training that had been devised 
for them, the overall plan? The evidence indicates that they were. 

Table 7. 10 	 Attitudes toward type of training expressed in
 
reports to ICA
 

Percent
 
Favorable 94
 
Unfavorable 6
 

100
 
Number of participant reports containing comments - 225 
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In answer to the question, "What was there about the training program that you liked
the most?" most of the respondents were very specific about those aspects of the program which
had the most appeal for them. The opposite question, "liked least" elicited from half of the 
respondents the comment that they liked "everything" about the program, and they persisted in that 
response despite repeated probes -d assurances that It was normal and reasonable "not to like 
some things as well as others," thvt they may have "felt some features of their training program
might have been improved." (Tables A19 and A20.) 

Academic training 

Appraisal of the academic program and its main features, the quality of Instruction, of
subjects, of training facilities, and training techniques was generally favorable. Forty-three per
cent (187) of the responses to the question about aspects of the training program "liked most" 
mentioned the academic training or some specific feature of It. In contrast, considering aspects
of the training program liked least, only 16 percent (71) of the responses referred to some aspect
of the academic training. 

Observations, field trips, workshops and seminars in connection with academic training 

The most memorable and pleasant experiences in the training program were the observations
and field trips in connection with t1:e academic training. Forty-three percent (203) of the partici
pants brought up this subject sponta, c&_-_u:iy in answer to the question about w,at they liked most.
 
Another 15 percent mentioned their favorable evaluation of the workshops, seminars, lectures

and other activities outside of the formal classroom training as being among the highlights of their
 
training experience. In contrast, :ntlly 7 percent had some complaint with any of the field trips,

observations, workshops or other' loarning experiences in conjunction with the classroom. 

Opportunity for observation 

Not only were the field trips and observations fully appreciated, the main complaint was
that these wore not sufficient to meet their needs. Asked what they hoped to get and didn't out of
 
their trip, 21 percent (89) of the responses referrcd to frustrated hopes of seeing more places

related to their fields of training. One-half of the participants thought more travel and observation
 
would improve the training program.
 

In-plant training 

Of 84 persons who themselves broaght up the subject of in-plant training 88 percent were 
favorably impressed. Asked to list those things they hoped to get out of their training and didntt,
only a percent (11) of the sample said 'hoy had hoped for more in-plant training. 

Special! zation 

Although the participants enjoyed their opportunities for travel and observation of places
related to their field of training and had hoped for more than they actually got, over half of the 
sample felt that more specialization in one place would improve the training program. Taken in
conjunction with their attitudes on the length of the program this would not imply cutting down the
number of places visited, but increasing the amount of time spent at some of them. The supervisors
agreed with the participants on this characteristic of the training program. Only 6 percent (14) 
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thought the training was too specialized as compared to 29 percent (72) who thought the training 
was too general. In sun, increased specialization both with respect to in-plant training and 
academic courses is soon as a desideratum. 

The classroom expeie nec 

The classroom experience can be broken into several elements, Lhe overall subject matter
of the I- ining program, the material covered in the courses taken, the availability of courses 
desired, and the quality of instruction. Let us examine these features. 

Subject matter of the trainin" _program 

Of those persons who spontaneously mentioned the overall subject or focus of their training 
programs, there was an even division of attitude. 

Table 7. 11 Comments about the subject matter of training 

The subject matter was: 
Fxcellent 28 
Not what I wanted 12 
Duplication of prior training 11 

Number of comments - 51 

Twenty-three persons or five percent of the sample, felt strongly that as indicated above, they
had been assigned to the wrong course of training, or that the training received was a replication
of their previous training rather than an addition to their sidlls and knowledge. Whether, in a pro
gram of this size and scope, this percentage of seeming "errors" can be reduced is impossible to 
say. On the positive side, it can be observed that the majority were quite satisfied that they were 
assigned to the prqcer course of training and at the proper level. 

Material covered in the courses 

On the average, the participants were fairly satisfied with the material covered in the 
course- taken. They were not completely satisfied, but neither did they tend to be at all dissatis
fied with the coverage. One of the most frequent complaints was duplication. The general tenor 
of the complaints reflects the difficulty in fitting a foreigner into the right point in a training pro
gram. 

Availability of courses desired 

Like course coverage, the availability of courses was not a serious source of difficulty, nor 
were participants completely satisfied that they were able to get the exact courses they wanted or 
expected. Course availability seemed to be reasonably satisfactory. 

Quality of instruction 

One of the highest rated elements of the training program was the quality of instruction. 
For example, three-fourths of the 89 persons who selected this aspect of the training to talk about 
in the interview had favorable impressions of the high calibre of instructionalstaff. In a rating of 
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various factors related to training by the entire sample, the quality of instruction received next to 

the highest average rat ing. 

'rraining faiit 

l'oli training facilities were evidently quite satisfactory. Ton percent of the sample remark
ed on the high quality of the training facilities. With one exception, there was almost no adverse 
comment onl this iwcore. Admiration for the training facilities was countered by the agreement of 
one-Ilhird or fihe Sa:iiple that the training equipmonL should he more similar to Filipino equipment.
Since trainin' institutions cannot be expected to deprive themselves of hard-won facilities, this 
nions that the trainees ned to understand the basic operations and proceduren in order to be less 
dependent on machine accomplishments. 

Reputation of the universitty 

It seems most probable that the universities attended by these Filipinos have no more loyal 
a group of alumni anywhere in the world. In some of the remotest towns in the Philippines we 
heard spirited but friendly debates about the superiority of the debators' respective universities. 
Many~of the interviewees we met identified themselves as alumni of particular universities. We 
were noL surprised that the participants rated highest In a list of elements of their training experi
ence, the "reputation of the university" they attended. 

Dpgree opportunities 

One-fifth of the participants said they had hoped to get a degree. Opportunity to obtain a 
degree was a sore point for many. A degree would have been a visible mark of their achievements 
and a recognizable lever for furthering their own careers. Since a man's Job status and change. 
potentiality are intimately related, it seems shortsighted not to rmake provisions for obtaining
degrees where it is possible and in line with the development program. The strict one year time 
limit gives a lack of flexibility to the program. Although many of the participants were not degree
seekers, "degree opportunities" received the next lowest rating among factors related to academic 
training. Also many of the respondents told us that a drgreo was one of the things they hoped to 
get in the United ,tates, but didn't. 

Academic experience related to utilization 
Participants receiving academic training or viewing academic training favorably report 

more application of U. S. traini_ng. 

Those participants in academic training programs wore more likely to report greater
application of training (Table A68). In addition, the more favorable the participant's attitudes 
toward academic training, the greater use they felt they had made of their training (Table A69)
and the higher the ratings by both supervisors and TA's. 

EffctiveLparticipants were more satisfied with those aspeets of their academic expe ience 
that mnlihte (e~_cto!Jteo lendIt tc I) Lom ion i-Fa1WiiT (Table A 70). 
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Table 7.12 	 Satisfaction with academic experience, and
 
participant ratings of utilization
 

Rating of utilization by participant
 
Satisfaction with:
 

Availability of the courses
 
desired **
 

Material covered in the
 
courses taken **
 

Degree opportunities 	 ** 
Reputation of the 	university ** 
Quality of instruction 	 ** 

Sources of support in thc U. S. 

The visitor is often confused and feels anxious as he attempts to find his way in a new and 

strange learning environment. Ile has changed from the role of worker and producer to learner, 

and has to acquire this new role in a foreign culture. He is met by a number of gratifying attempts 

to help him, but does not quite Imow how to interpret his relationship with these helping but noni-the

less strange Americans. It is no wonder, that many foreign students remember, with gratitude, 
one person with whom they were able to form a stable, continuous, unambiguous relationship for 
guidance and emotional support at different intervals during their stay. 

Table 7. 13 	 Persons the participant felt he could go to for help 

Source 	 Percent 

ICA Washington personnel 40
 
Foreign students' advisor 32
 
Personal American friends 21
 
School or university officials and authorities 18
 
Filipino friends or relatives 17
 
Philippine Embassy 6
 
Persons In private or government establish

ments visited 	 5 
Landlady 3
 
Civic, social and religious organizations 2
 
Other 5
 
N.A. 5
 
None 1
 

149" 
*Some participants mentioned more than one source of help.
 

Number of pa:'ticipants - 429
 

Nearly all of the participants felt they had someone they could turn to for help. In most 
cases these were 	the officials designated to fill these helping roles, the ICA personnel and student 
advisors. Some had a personal or familial tie in this country they could rely on for support. Some 
made friends in the plants or government agencies they visited, and some found their landladies 
both sympathetic 	and helpful. Organizations outside of the training Institutions ane ICA were not 
seen as helpful. 
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ICA Washngn,.9 "peo.!?_Le)
 

Thc ICA Washingion Iwrontnel, particularly the project I-ankgrs, represent the boundary
Conditions for the pi.ticlpant. h'lhcy s the los lbllitic,;Indicate or opprove the couirs to be taken,
of travel and sightsloo'ieg, the fearibility of earning a degree, opportunity to change the Itinerary. 
Cat, he indiefle Ilh''"I Ifinit and bhe. ;eena an a friendly counsellor at the 'aine tlImo? The data
indicate that I)rojc.it i.u:nag.,oro were :succossful (Table A21). They could serve both as adiministra
tive authority nnil helpful ho,;ts. Fifteen )crsonS remarked on the exceptionally favorable relation
ship with their training officers, whereas eleven commented that one of the least liked features of 
the program was their project manager. 

Coun,. lf~giservices and professors, 

The counselling services provided by the schools were rated satisfactory. A more Import
ant concern Is the faculty of these schools. Sent here to learn new skills and knowledge, the 
underlying as:sumption is that the participant will encounter faculty members or sidlled personnel
who are highly capable as well as able to impart these skills. Asked to adopt the learner role,
the participant is highly sensitive to the skills of those who are supposed to be his teachers. As 
we have seen, the quality of instruction is highly prized, and at least 30 of the participants were 
particularly struck by the helpful relationship they developed with faculty members of the schools 
they attended. 

Relation of training to prior %vorkand experience 

The participant is concer.ed with two related questions as he examines the fit of his 
training experience to his own background. Has he been properly credited with his prior school 
training so that he is now laking courses at the proper level? This first question is concerned 
with recognition for his previos academic training. The second question examines his own 
adequacy. Has he had sufficient work experience to profit by the training? 

Recognition and credit for previous academic work was one of the least satisfactory of the
academic matters related to training (Table A16). As described in a later section, the Filipino
sojourner loses considerable status during his trip to this country, from the simple fact that being 
an American is more highly valued than being a Filipino by botl_ Filipinos and Americans, a reflec
tion of the differences in national status. Therefore an American gains status during a trip to the 
Philippines and the Filipino loses during his trip to the U. S. This makes the participant sensitive 
to all forms of recognition and evaluation of himself, and is expressed in his feeling that his prior
academic work is not properly appreciated. Sensitivity to depreciation of one's prior training does 
not make iCe claim of depreciation les'j valid. It Is worth examining. 

Prior experience and training 

The relation between prior experience and U. S. training is examined more carefully in 
the following table. 
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Table 7. 14 	 Previous experience In relation to
 
training in the U. S.
 

Percent 
Would have learned more if training and
 

experience in the Philippines had been
 
greater 14
 

Had just about the right background 82
 
Previous training and work was more
 
advanced 	 3
 

Other 	 1 
100
 

Number of Interviews - 434 

A much larger number of people (60) indicated that their prior experience was insufficient
 
to prepare them for their training than claimed their experience was more advanced (10). This
 
inadequate preparation for training is emphasized also by the supervisors of the returned parti
cipants. In an evaluation of difficulties preventing greater use of training, they rated the partici
pant's prior training and work experience fairly high on the list of barriers to greater utilization
 
of training (Table A22).
 

Maintaining connections with the job 

Keeping a steady eye on the target of his training, the job back home is very important
 
for the visitor during his learning experience in the host country. As we have seen in a prior
 
section, the participant is often not sufficiently informed of the nature of the job towhich he will
 
return. He has therefore no ready means of translating his training into the problem areas of his
 
back-home tasks. At the same time, he can become so involved in observing and having new
 
experiences that he forgets to test his experiences for their back-home significance.
 

There are a number of ways that the participant can be stimulated to think about the possi
bilities of borrowing or modifying the skills he has learned to fit his cov, Job. First, the reports 
to ICA serve to keep explicitly in mind the expectation that the visitor will bring home from his 
trip something he can apply on his job. The participant must evaluate the skills, practices and 
procedures he learns or observes and select those which would be most appropriate at home. 
Often, considerable adaptation and modification is necessary before the practice or skill can be 
used in the Philippines, because of differences in machinery, personnel skills and practices, and 
local customs. The clearer the image of ti relevant facts in the home situation, the more success
ful can the participant be in translating his training into the realities of the home situation. 

The problem of adapting to the immediate situation and the newness of the experiences fills 
the consciousness of the l)articipant. The necessity to adjust and integrate these experiences tends 
to make him postpone thinking about application and tr, isfer of his learning. There are several 
objections to this delay. In order to make a sitc:cessfu. transfer from training to the job, the 
participant should have access to the ideas and operations in both the new operations and the target 
of application. By the time he gets home, the source material will not be available I.e serve to 
check certain practices or procedures. Nor can he re-examine aspects which are siuggested by 
renewed contact with his job. For ultimate innovation to take phlcc it is important for the partici
pant to begin thinking about application while undergoing training or on his observation trip. One 
way of encouraging this is by having individuals or teams write interim reports !'ocussing on poss
ible application. 
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Reports to ICA oi iepliY%tion of tra/iig 

Figyit-five percenlt of the nami e were aulhors or co-author. of reports to ICA. However 
one-fifth of thoii, (76)) eonIaind no mention of r:Jcomniondations for back-home application of their 
training. We could not judge tho q ality of thcne recomnmend'tions, but we took their quanlity to be 
n rough index of the sm-n.nt of attenlion paid lo application and transfer of learning. 

Table 7. 15 Number of distinct back-horne recommendations
 
suggested in participant report to ICA
 

Percent
 
None 21%
 
1- 3 19 
it - 8 31 
9 or more 29

100 

Number of reports - 370 

About two-thirds of those writing reports made four or more distinct recommendations. 
Did these recommendations show an appreciation for the difficulty of transferring an idea or 
procedure from one social systmrn to another, or were they merely lists of improvements or pro
cedures which the visitor thought might be useful here. Analysis of the participant reports en
couracjs us to believe that the job situation at home was salient and alive for the writers. Eighty
eight percent (243) of the persons making recommendations showed some concern with the modi
fications and alterations necessary to introduce the ideas to a new setting. 

Discussion of application of training 

Discussion with others taking the same course of training or on the same team does more 
than keep the issue of utilization prominent. To some extent these others can provide a reasonably 
clear Image of back -home reality. By their comments and reactions the others can represent the 
job situation. People working in the same field can sharpen and refine Ideas of application, anti
cipate difficulties which -..ight be encountered, and explore ways of avoiding these difficulties. 

If there has been planning in advance about the kinds of change that are desirable, the task 
of searching for the moans to effect these changes is much easier. There is strong reason to 
believe from our data that the participant often does not have clear expectations about what dnds of 
change are desired and what he is expected to contribute upon return. If he or his team has clear 
objectives, the task of working on and extending the change program is that much easier. At any 
rate, consderablc discussion of back-home application was reported. 

Table 7. 17 Frequency of discussion of back-home application 

Percent 

Frequently 72 
Som-a 21 
Little or none 7 

100
 

Number of Interviews - 434 
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Comnulnlcatiion with co-worl(ers and supervisors 

A more sensitive Index of the visitor's interest in back-home application and coordinationbetween the learning expeience and the job is the amount of direct communication with co-workersand supervisors. 

Table 7. 18 Frequency of communication with 
co-workers and supervisors 

Percent 

Frequently 47%
 
Occasionally 
 38 
Little or none 15 

100 

Number of interviews - 434 

return. 
As previously reported many participants have unclear expectations about their roles uponAdd to this the fact that half of the sample report some or little correspondence withpersonnel on the job back home. The inference of inadequate pre-planning of what participants areexpected to get from their training and do with it when they return, is strengthened. 

Successfulparticipants kept focussed on the back-home target 

The successful ipants kept a steady eye onsituation durg the targets of their training, the back-hometheirlearning excrience in thehost country (Table A71).to keep communication channels open with their co-workers, 
They were more likely

discuss with their colleagues in thetraining institution the possible applications of their training, as well as keep generally abreast ofthe situatioh in the Philippines. 

Table 7. 16 Concern for application while in U. S., and 
participant ratings of utilization 

Keeping the image of the Ratings of utilizationback-home target: by participants
 
Communication with co-workers and


superiors in the Philippines 
 ** 
Kept well-informed about what Is


happening in the Philippines 
 ** Discussed with others the use of training
upon return home ** 

Items that might indicate the participants' interest in keeping in touch with his home vialetter, speaking his native language, associating with other Filipinos, and similar ways of relatingto the home culture did not distinguish the more successful from the less successful participant.The items that did differcntiate, listed above, were more clo.cly related to keeping in touch withthe back-home job_situation, and considering the possibilities of application at the time when theparticipant had access to the new ideas and techniques. 
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Training and l ilurcments 

A detailed evaluation of a given training program entails comparison of the skills and 
.::-viledge and skillsknowledge actually acquired by students in the training program with the 

required on the job. We are not prepared, in this survey, to achieve any s:uch cotntarlson. We 

enly examine relationships between some overall characteristics of the training iid job needs.can 

Table 7. 19 	 Participant appraisal of relation of
 
training to present job uceds
 

Percent* 

Training Is directly related to present job needs 6G 

Should have been more technical and specific 47 

Should have learned more aoout how to deal with people 
Training is not directed to present job needs 7 
Should have been 	more general and theoretical 5 

Number of interviews - 434
 
*More than one response permitted
 

Over half of the partcipants felt that training more related to their present jobs would 

improve the train'ng program (Table A13). Two-thirds of the sample agreed with the assertion 

that the training fiy received was directly related to their job needs. Seven percent (3,0) flatly 
This "casualty rate"asserted that the training was no' directly related to their present job needs. 

seems reasonably low. Reasons, such as lack of facilities, changc in job, and so on, could be 

adduced to e:.plain it, as well as 'he possible inadequacy of training. 

Training fitted the iob requirements 
Participants who succes sfulv empived their rning consistc-tiy Z""Po t 'he sk 

and 1mvirago they ac-uired were relevant to the recuHirments of their jobs (Table A72). They 

were more likely to: 

*'
Check the statement: U. S. training is directly related to job needs 


Not check the statement: U. S. training is not directly related
 
to job needs 

Training to be innovators 

In addition to learning the specific silils, knowledge, ideas and procedures related to one's 

a need for special training in !he sldl of transmitting thes c now ideas fromnoccupation, is there 
the host culture to one's own culture? The evidence indicates that particiants wan', to loarn how 

" table be"o, c-fth of the sampleto be the transmission link from one culture to a otzhr. ". tah 
tpeole. In addiindicated that their '-aining should have taught them more about how to deal 

a list oftion, approximately one-third checked off " moro emphasis on how to train others" on 
Our own booervatioOfo the vastpossible improvements in the trainin, progrr=.- <fable A13). 

in the rules governing the operations of U. S. and Plilippine organizaons leads us todifferences 
agree. The carrier of new ideas and procodures from one culture to another needsto learn special 

and development of these transplantations.skills in the germination, nourishment, 
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Increasing the acceptance of the participant's training 

The importance of two related factors needs emphasis, improving the quality of theparticipants training program and increasing the acceptance of new skills and ideas in the jobsituation. Some evidence for the importance of this latter factor is indicated by the followingfinding: Effective participnts were more likely than less effective returnees to aree with thostatermnn b rtT-]Inng should includ . ...sal ... rornn with A73).of working with people (Table A73). 
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8. TIlE U. S. SOJOURN 

In the last chapter we examined the problems of academic, professional and technical 
learning, the learning situation, and conditions facilitating the transfer of learning to the home 
country. In this chapter we examine those features of the visitor's general experience with the 
host country that are intimiately related to both learning and hrock-home application. A number of 
problems which influence the visitor hae been identified in our data. 

1. Problems of meeting expectations. The visitors have many motives and
 
expectations for their visit. What is the nature of these expectations and how are they met?
 

2. Problems of transition. What problems of "cultural shock" are encountered
 
in moving from one culture to another?
 

3. Problems of orientation and adjustment to living conditions. What evidence 
is there on the of-ctiveness of the orientation in facilitating the visitor's adjustment? What types
of difficulty did the visitor encounter? 

4. The problem of finding security and self-esteem as a national representative

abroad. How is the visitor identified by the host community? Is he distinguished from other
 
Asians? How does the host attitude toward his country effect his attitudes toward himself?
 

5. The problem of acceptanc_- by the hosts; finding an interested and receptly
 
group of Americans. If the visitor is to he influenced by the host community to learn ideas,
new 

ways of thinking and technical skills, he must have a favorable attitude toward the source of that
 
influence. Similarly, he will be better able to maintain these attitude and skill changes, in the
 
face of opposition when he returns home, if he associates himself with the sources 
of these
 
changes. A favorable attitude toward the host depends in part on the warmth and interest they
 
communicate to the visitor. 

6. The problem of developing satisfactory social relations with Americans.
 
What are the patterns of interaction between the visitors and hosts? Do the visitors mix with
 
Americans or tend to seek out one another's company or that of visitors from other countries?
 

7. The problems of encounters with racial attitudes and practices. What observa
tions do the visitors make of race relations in the U. S., and what are their personal experiences? 

8. The problem of testing expectations about Americans. What decisions 
do visitors make about what Americans are really like? These decisions are based partly on: 
the visitors own national character, general attitude toward Americans, the information received 
through mass and personal communication, and finally their everyday experiences and contacts. 

9. The problem of developing pro-work and pro-productivity attitudes. The 
acquisition of technical skills and know-how will have little consequence if the visitor does not 
acquire some of the motives and attitudes toward work that make the application of these skills 
possible. Does he observe, and is he favorably impressed by these attitudes and motives in the 
Americans he meets? 

10. The problem of maintaining home connections. While absorbing the new 
experience, the visitors need to maintain a relationship with their home culture which enables 
them to translate their new learning in terms of their own ways of thinking and acting. How is 
the image of the home culture kept alive and salient? 
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We turn now to the evidence bearing on these questions. 

Expected benefits from U. S. trip 

For almost every Filipino, a trip to the United States is a longed-for experience. Althoughthe Philippines is geographically near the mainland of Asia with an Asian population, when theislanders think of the "mainland" they are referring to the U. S. A familiar topic of conversationin the social banter following an interview was plans for a re-visit to the United States.projected, or disappointed, Past,a trip to the United States assumed considerable importance. 

Table 8. 1 Benefits expected fr,- i U. S. sojourn 

Percent checking "a great deal"Acquire skills and knowledge 
Do something for country 95 

90
Broaden through travel 84 

Learn about U.S. 
74 

Find out how people in 'U.S. live 61Improve promotion chances 61Tellpeople in U. S. about country 56 

Get a better job 
45Increase salary 
44Gain social prestige 
38 

Obtain academic degree 
22 

Number of interviews - 434 

From this table it is evident that the visitors came to this country with "great expectations.,"Although the ordering of these self-confessed motives is probably a mirror of self-approvedmotives, it does tell something. First, the visitor sees himself as a learner with a specific
educational purpose embedded in national goals of planned development. Despite the explicit nonacademic objective of the program, one-fifth of the sample had high hopes it would lead to anadvanced academic degree. Second, he is a tourist who wants to broaden himself through traveland learn about the United States. Third, he is an ambassador, a representative of the Philippineswith the mission of informing the citizens of the U. S. Fourth, he is a self-improver with strongexpectations that the learning experience w-,'l lead to career improvements. 

Were these expectations fulfilled by their subsequent experiences','they had learned a great deal, The visitors felt thatbut not quite as muchtheir expectations as they had hoped and wanted to. As tourists,were amply fulfilled. This was one of the most rewarding aspects of the experience. Many of the visitors commented oi their enjoyment of their sight-seeing activities (TableA23). The visitors were also more than satisfied with the opportunities they had to represent theircountries to their hosts. The amount of gain in personal careers was the most disappointing andwill be discussed more fully in the chapter on experiences back home. An unexpected benefit wasa considerable rise in social prestige as a former sojourner in the U. S. (Tabler: A24 and A25). 
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Cultural transition 

Did the visitors experience any "cultural shocle' In adjusting to the United States? The
 
greater the contrast in culture, the more difficulty we would expect the visitor to experience in
 
acclimating himself. For the middle or upper class Filipino, the cultural differences are too
 
small to be a source of anxiety or discomfort. Sixty percent of the visitors indicated that there
 
was nothing that tended to make them anxious or uncomfortable while in the United States, and
 
only four percent reported much difficulty in adjusting to living conditions. The specific com
plaints were varied, and none ascribed to by more than ten percent of the sample ('fable A26).

The unusually cold climate and uncomfortable living conditions, fear that a war might prevent

their return home, expectations of embarrassing racial incidents, social loneliness, adjusting
 
to the study program, experience with new natural disasters such as cyclones, and financial
 
worries, were the chief sources of difficulty. 

Orientation 

The ICA/Washington orientation program was rated very helpful by three-fourths of the 
visitors, and helpful to some extent by nearly all (Table A27). All of the topics were considered
 
satisfactorily covered (Table A28). Least satisfaction was expressed with the discussion of
 
recreational opportunities, and, in their subsequent experiences, recreational and social oppor
tunities were, in fact, considered relatively inadequate. 

Adjustment to living conditions 

The cold climate and inadequate clothing preparation was one of the least liked features of 
their experiences in the U. S. for one-fourth of the participants. Unsatisfactory housing arrange
ments and per diem were targets of hostility for one-tenth of the sample. Travel arrangements were 
considered highly satisfactory, but the visitors were least happy with arrangements for recreational
 
and social opportunities (Table A21).
 

Participants who rated themselves high on utilization of U. S. training were more likely 

to be satisfied with both the housing and per diem arrangements. 

National status and personal adjustment 

Look at the visitor as the representative " one culture visiting another. If he has not 
travelled from his country before, the visitor is confronted with a new way of judging him to 
which he must adjust, lie finds himself stripped of most of the usual cues by which he is judged 
in his own country, his province and dialect, family bacKground, financial and social status, and 
is judged instead by a criterion lie had ordinarily taken forgranted, his nationality. Many of the 
persons that he meets are going to react to him solely on the basis of the status they accord 
persons of his nationality. 

The visitor wants very much to be identified as a Filipino and differentiated from other 
Asians. In the southern states particularly he is very anxious to be publicly identified as a 
Filipino in order to avoid being treated as a Negro. M.ny of the visitors told us how gratified
they were to have articles about them in the local press identifying their nationality and rationale 
of '.isit, if they were In a Mtate that practiced segregation. 
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Table 8. 2 Advantage of having people in U. S. know 
participant is from the Philippines 

PercentGreat advantage 54Some advantage 34Neither advantage ncr disadvantage 5Some disadvantage 7 

'Number of interviews - 434 
Nearly 90 percent felt that they would benefit by having their hosts make the correctidentification of their nationality. Although the visitors felt that Americans would rate the living,cultural and political standards of the Philippines as high. their estimate of American ratings wasnot quite as high as their own ratings of their country. 

Table 8. 5 Participant's own and estimated American rating of living,
cultural and political standards in the Philippines 

Own rating Estimated AmericanHighest 85 71Middle 14 25Lowest 1 4100 
 100
 

Number of interviews - 434 

It is felt to be 
Negroes, 

a gain for most Filipinos to be differentiated from other Asians and fromand he feels that the host's evaluation of his country is high,own. How is this appraisal of his national status 
if not quite as high, as hisreflected in hiscompare himself on a own self-picture? Asked tonumber of status criteria with friends and acquaintances in the Philippines,on the average all of the visitors Compared themselves favorablypared themselves on al. the criteria. They commost favorably in academic standing and intelligence,personal popularity and social prestige, 

second most favorably in 
and sports ability (Table A29). 

and third most favorably in financial status and physicalAskc I to compare themselves with Americans whom they knew
best in the United States, the o 'der of comrparisons was exactly the same, 
 with the averageresponse indicating that the visitor compared himself favorably with his host,
rate himself nearly the sare. but more likel' to
Exaiiiining the differences between comparison of self with Filipinos and Americans, x'.'e find that tl'e comparison with Americans is nearly the same
favorable than the comparison with Cilipinos on 

amount lessall of th,. criteria (Table A29).tion of a general lowering of self-esteeni for the visitor, 

This is an indica
tion of the comparison of one's self to others. 

to the extent that self-esteem is a reflec
while conducting the fiel 

The research team had the opposite experiencework in the I hilippines. Theycial status, and so on. The 
rose in social status, popularity, finan-Filipino acco'ds the American high *r esteem as a result of hishigher national status than the A merican is accustomed to receiving at home. 

Since many persons re ;ond to him asself-esteem is lowered in relation to his 
a reprcsentative of his own country, and his ownnew status,achievements the differences between the values andof his cotintry and the United States beconm sa lietit. The visitor is exposed to a 
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sot of values which enpha[sizcs the strengths and achlevenen1s of the host country and places 
the home country In Ihe category of "lindcrdcveloped"' areas. raced with this discrepancy in 
evaluation of their own country and the host country, visitors from other Fastern lands have 
reduced their allegianco to their home countries and shifted it to the 1 rAtcd State,. This hi 
been done to varying degrees, from unusually long extension of studhii. days to actual change in 
citizenship. The Filipino, howevver, does not shift in allegiance to his own country and he 
continues to identify his future with that of his country. lie must, however, for his own personal 
feelings of self-esteem an1d security, attempt to equalize the discrepancy bctwcen his country 
and the host country. 

lie cannot change the actual state of affairs, but he can influence the attitudes of those 
with whom he comes into contact. As we shall see, the visitor does spend a great deal of time 
attempiig to raise lheistatus of his own country by telling people in the U. S. about its advantages, 
and exploiting some of the folk art native to the culture. In one demonstration of Philippine culture 
at a large Midwest University, the visitors learned to perform the folk dances in the U. S. in order 
to exhibit them! 

With respect to inequality of technical achieveit ent, the visitors made special note of those 
technical processes in plants which were inferior or the equivalent of technical processes in the 
home country. Any such evidence of technical quality was avidly noted and remarked upon, as a 
counterbalance to the many technical areas where the U. S. was unquestionably superior. The 
visitors evidently shared the American value for technical superiority as they did not attempt to 
counterbalance it by the usual claim that the U. S. is materialistic, and inferior in cultural values. 

Another in1thlod of equalizing :tatus is to broaden the time perspective. Since both 
countries share democratic values, the visitor points out that the Philippines have just begun to 
work toward cemocratic objectives and have made great strides in a short time, whereas the U. S. 
has a comparatively long democratic tradition. At the same time the visitor sees deviations from 
democratic bchavior, such as segregation, as grounds for criticism which will minimize American 
superiority. 

The general point Is that the visitor needs help in maintaining his respect for his own 
country. For the Filipino this was not a severe problem. There was little evidence in our data 
of defensive distortion of their observations or hostility toward Americans. Yet, there was a pre
occupation with identifying themselves as Filipinos and developing good will and understanding 
toward the Philippines. This can be a very important part of tie process of cross-cultural learn
ing. But if the visitor feels threatened, if he is not appropriately identified, and has to work hard 
to put up a good front, this may interfere with his learning opportunities. 

Communicating with Americans 

One of the chief barriers to having a satisfactory experience in the U. S. is the visitor's 
facility in English. This was no problem for the Filipinos. Less than five percent of the sample 
indicated having considerable difficulty in understanding or communicating to Americans in the 
classroom or in social situations. An amusing discovery, for some, was that the English spoken 
in the Philippines, so-called "bamboo English," which has a predominantly Spanish accent, is 
different from the English spoken in the United States. 
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Social adjustment 

An important objective of many of the visitors is to establish satisfactory social relation
ships. This may be an end in itself or a means of deepening and widening his overseas experience.
The visitor is cut off from his usual source of social gratification, he may want to establish new 
channels of friendship, with people of the same and of the opposite sex, companions for recreation
al activities, and sources of intellectual stimulation. Second, the social activities may be Instru
mental to intensifying his experience through meeting persors who are intimately familiar with 
the activity he has come to study; or gainng entree into family life as a means of gaining more 
intimate understanding of American interpersonal relations; or establishing friendships a: a 
means of exploring cultural differences and similarities; or meeting people who will serve as 
guides to the visitor. 

In their reports to ICA, eighty percent of those writing reports made some mention of 
social relationships with Americans. One of the chief sources of gratification related by half 
of the visitors was their enjoylnent of their social experiences: friendships developed, visits to 
American families, and invitations to social affairs (Table A23). One-fifth checked off "more 
social life" as a means of improving the training program with only 6 percent checking off "less 
social life. " Evidently, a satisfactory social adjustment is a means to finding personal security
and increasing the value of the training experiences. 

Social experience and application of U. S. training. 

Effective participants had more favorable social experiences with Americans than did the
 
less successful. There are several reasons for the influence of favorable social relationships on
 
learning while in the U. S. on hack-home performance. First, the participant is more likely to
 
&.low himself to be influenced if he feels attracted to the people who are trying to show him new
 
tochniques and ideas. He is less likely to feel defensive about himself and his own skills, 
 and to
 
resist new learning. Secondly, if he is attracted to Americans and associates himself with these
 
new ideas, he is more likely to advocate them upon return, and to continue to support the new
 
techniques in the face of adversity in his own organization. 

The effective participants were mn ch more satisfied with their social life in the United 
States as evidenced by a number of differe it questions. Opportunities for social and recreational 
experiences were considered most unsatisfactory by many of the visitors. However, there was 
a very significant relationship between self-ratings of effective use of training and satisfaction 
with social and recreational ouporLunities (Table A71). 

The effective participants were not only more s... sfied with their social life as visitors 
but they were least likely to check the statennt that the training experience might be improved
by providing a more adequate social life. Along similar lines, effective participants were less 
likely to indfcate that they had wanted to visit mo-x . places in the U. S. outside of training. 

Patterns of contact 

Each individual's experience is unique. The mature students whose sojourn abroad means 
separation from wife and children and shift in status from respected government officer to student 
responds differently than a younger unnmrried person taking advanced graduate work. 

76 



Table 8.4 	 TIime spent with Americans In various activities 

Sharcd rneas, coffee, coke 5.00
 
Spent in di-(Atsusion and stu(IieI 4.82
 
Spent in social eouvorsat.ion 4. 75
 

?ent with V iij. i. thir holmes 4. 37
 
Splt in parties and -ocial events 3.79
 

'alkedabout ..rature, music, etc. 3.54
 
Spont in religi oss organizations 3. 38
 
Shared hiousi( ',arrangc-mcnts 3. 04
 

oent in campu o'ni ztions 2.74
 
orro.,v andd,,-at h no-s 1. 54
 

:,i'iber of participants - 424 

;c'-I: 7, very often, to 1, never 

For t:c,.-""P as a whole wc -may not - some donitnant styles of interaction with the host commun
ity. With the exception of a ni",no-ity who"c sole intercst was the acquisition of technical skills 
and knowledge, the Fil-nos wore very, .uch intercsted t'n absorbing as much as thy.could from 
the experience. Tyvn, .o-ic noro, h'aveto ....c earn :no-' more -cop].c, nore
 
social cxpericlnc.s, dor:cc"-'or <sr', : r.y 
 " ,wc-,'er,the shor, churatiorn of thsir stay 
or the itincrar;, ,Seventc(, he0. P.ove in'rcazc-, .cc:uen, interaction ,,it*h their hos s. 
The most fl~reent intcct .. 0.cu..sion-'o..'... .meas. 0... an(,.i.fo ... a. invita
tions to familiS ' , ' l such as pladn social events,
shared housn- srra . , o"0:..n' i"" religious or cain .s organizations was -nuch less 
frequent, jCev.'cio. 1C i 'o Of -':.'.Imacy with An.ericans oymptomatized by borrowing and 
lending things to one another. 

Effective nat-.stbad morecontacts with Americans 

All of the oucs1jns about tLh- amount of. contacts with Americans were positively related 
to the effectiveness ratings (Table A75). 

Table 8. 5 	 Contacts with Americans, and participant
 
ratings of utilization
 

Time spent with Americans: 	 Ratings of utilization by participahits 

Campus organizations **
 
Religious organizations **
 
Families in their homes 
 **
 
Shared meals, coffee, cokes **
 
Shared housing arrangements **
 
Discussion and studies *
 

Reminder note: ** - p value. 01
 
• - p value. 05
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Experience with segregation 

Upon arrival in this country, the visitors had preconceptions about the nature of race 
relations in the United States, and considerable apprehension, being brown-skinned, lest they
personally be Identified as Negroes and discriminated against. As Asians oriented toward the 
United States, they find our ethnic behavior unassimilable with the other values of fairness and
justness in interpersonal relations that we claim to represent. This flaw in our behavior is not 
related by the visitor to the considerable problems of ethnic relations existing in his own 
country: discriminatory legislation against the small in number but economically powerful
Chinese, inability to successfully assimilate the non-Christian "Moros" in the southern island 
of Mindanao, or unfavorable attitudes toward the primlitive tribes in the mountains of northern 
Luzon. The critical point for the visitor is not an objective look at the problems of intergroup
relations, but tie reasonable personal concern that he may become thU victim of segregated 
practices. 

The visit made it possible for them Lo test their preconceptions against their own observa
tions. However, the overall attitude of the visitors toward the host may influence the meanings he 
gives to his observations. The more friendly the visitor, the more likely he is to pay attention to 
observations which validate his positive preconceptions and discount his negative preconceptions. 
Visitors whose attitudes to the United States were very favorable related their experiences of 
being denied hotel rooms, or refused service in a restaurant, on the grounds that they were Negro,
and then went on to discount these observations as evidence of race discrimination by their hosts. 
The hotel clerks or waiters, they claimed, were not themselves U. S. citizens, but foreigners. 

Expectations of racial discrimination - the Uniled States were salient for many of the
 
participants. 
 Asked to describe things they did or saw in the United States that were different 
from what they expected, one fourth of the parlicipants talked about their observations of our 
race attitudes and behavior. Fifteen percent of the sanple found the situation to be much better 
than they expected. They found that our race attitudes and behavior were favorable and that they 
were not treated like Negroes. Ten percent of the sample reported the opposite experience; racial 
attitudes and behavior were as bad or even worse than they had originally expected. They noted 
the color distinction in the South, the separate facilities, overheard prejudiced remarks, and , . 
were personally discriminated against. A few claimed that they limited their visits due to their 
encounters with race prejudices (Table A t0). Twenly-six persons observed that race prejudice 
was their chief source of worry while in the United States (Table A26). Fifty-two visitors said' 
that what they liked least about their experience in the ULnited States was their encounter with 
race attitudes and segregated practices (Table A30). Summarizing this data, 30 percent of the 
sample brought up the subject of race relations. Of thosie who discussed it, 60 percent tended 
to discount their negative stereotypes or asserted that they were not personally discriminated 
against. Forty percent, 76 persons, validated their negative expectations, or found that their 
experience was even more unfavorable than they had anticipated. 

Attitude toward Americans 

Not only (lid the effective participants have more contacts with Americans, they were 
more likely to comment voluntarily on the favorable social relations they had observed among 
Americans. Two-thirds of those who mentioned the favorable quality of social relations in 
America rated themselves high on utilization. 
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Tahlo G.6 Social rehitions In the U. S. , and participant 

ratings of utilization 

Partictpant rating
of utilization Favora)le Social Rlteationa 

N 
HIigh 67 125
 
Low 33 
 61 

100 186 

The effective participants alse felt that Americans had favorable attitudes toward the

Philippines (Table A76). 
 Asked to estinrete what Americans thought of the political, cultural
and living standards in the Philippines, the effective parltipants likely to attributewore more 

more favorable attitudes to the Americans.
 

in sum, the effective participantq tended to be more favorable toward the quality of sociallife they observed in the U. S., and feel that Americans were more frietdly to them. 

The visitor is likely to be struck by those obscrviltidhs whibh are in striking contrast tocustomary ways of behaving at home, Two such differences were the themes of the visitors,

evaluation of the behavior of Americans they encountered. They are the modes of interpersonal

behavior and the long-range goal-oriented nature of American character. We will discuss each
 
of these In turn.
 

Rules for Intorpersonal behavior 

A number of very specific rules govern the behavior of the visitors in their home
 
country. First arc the pervasive, nearly feudal class distinctions which govern behavior between
members of a small elite, a fairly large and growing Iniddle class, and the agrarian masses.
\Vithin these class divisions, one is expected to be helpful to family members, friendly to persons
from the same locality or province, deferential to older persons and males, and so on. For the 
owner of a plant, for example, it is nearly unthinkable to stop and converse in a friendly manner 
with even a sdlled worker. 

For Americaus, the rules are much more general, more universal. The expectatioh isthat he will be generally helpful and fricndly, be respectful and courteous to both supervisor and
subordinate. A Filipino will characteristically be helpful only Ioa superior or equal. He 18amazed therefore to have the university professor help him with his bags, or see the plait super
visor chatting with laborers. Half of the visitors volunteered a favorable evaluation of this
unexpected characteristic of American interpersonal behavior (Tables A23 and A10). They found
their hostd to bd interested in people and helpful; they were friendly, pleasant, and cordial; in
their own behavior they were democratic and informal. Only five percent of the sample wereunfavorable charging Americans with attitudes of superiority and superficiality in their friendli
ness. The charge of superficiality in personal relations is made much more frequently by persons 
of other nationalities. 
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This feeling of warni cmotional response from the host culture is especially important
for the acquisition and maintenance of changes in work and personal attitudes during the visit.
 
Iflhe foels that his hoslo have a warm personal interest in him, he is much more likely to allow
 
himself to be influenced by ihem. 
 If he feels hiinself warmly accepted by the host community,

he is also better able to maintain his identification with these views when he returns home.
 
Expressive versusinstrumental behavior
 

Like many tropical forillerly Spanish colonies vhere Catholicism mingled with more
 
mystic religions, the [Uilipino national charactcr emphasizes the expression of one's impulses

and felings in many areas of life, 
 with int.!ch less emphasis on rational planning and long-range
goals. By contrast, the Protestsnt dominated Northern countries are likely to emphasize the
 
postponement of gratification, inhibition of emotions, and emphasize the value of work and the
 
organization and integration of behavior for the achievement of temporally distant objectives.
 

When one of these groups evaluates the character of the other, they can easily be favorable 
or unfavorable. The Filipino might see Ani:mricans inhibited,as Puritanical, materialistic, lack
ing in emotional sensitivity or he might look at the positive side of these same traits. Of the one
fifth of the sample who conmented that thcir observation of these traits were the most striking or 
most pleasant parts of their exlporience in the U. S. , none commented adversely. These traits 
were seen as a means to economic progress, and partly an explanation of the differences in eco
nomic conditions between the U. S. and the Philippines. The most frequent comment dealt with
 
"moral" aspects of American character: honesty in bisiness and personal life; frankness and
 
directness in social and business communications; and a pervasive discipline of behavior. Along

with this, they noted with surprise, that Amcricans v/oiked hard, they were busy and industrious 
(Table A23 and A10). The Philippine notion of miaterial success in the U. S. emphasized the 
conspicuous consumption ends and they were uninforned of the standards of behavior governing the 
production of these goods -nd services. This prcconception of American material success un
accompanied by notions aboat the amount of hard work done by Americans may be a product of the
 
interaction of the Hollywood film and the Filipino's own on
high value conspicuous consumption. 

Along with discipline, hard woek an1d a respect for labor, the visitors noted that their 
hosts did a great deal of long-range planning. (ivn a fask to do, they planned out all of the steps I 

.in sequence. -ot: of tihe ,participants said they were persoiiially more likely to start without 
clearly seeing all of the intervening !tepsb)etween them and their objective. The \isitors were 
particulirly struck by the hosts' personal economic l)l:knning, the budget-cenisciousness and thrift. 

These observations of the hosts' bchaviojr are not just casual remarks. Although the 
visitors came to learn to inl)prove their skills and knowledge, for many of them, the most 
important loarnings, were not ihe technical pe formance of their tasks, but new standards an(d
rules of interpersona' bohavior anr' favorable attitudes toward work and productivity. This 
incidental learning will be (iscussed at greater length in a subsequent chapter. 

Mailitaining honi Ecojnections 

The problem of establishing satisfactory relationships with the host, meeLing learning
objectives, and observing the host culture, are only a part of their overall dilemma. They
need to keep the ii-a ge of job relevance of their learning constantly before them and at the same 
time raintain their allegiance and relationships with the home culture. 
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It Is impor ,101Of-' L10 Visitor Lo allow himself to ho influe'ncecl to some extelit by tile nowcliltur. '1wie youngrr, lss Inature vis itor Is lilkely to )C",utI(uccb(l" Jy the new experience, socompletely absorbed that he forgets to maintain his u:onneetions with his hom. ()n the other
hand, the more mature visitor may be noro concerned wilh 
 main.tining he-	 allegiances as adefense agalinst tIhe influence of the new 1nulture. The problem of absorbing influence from thehost euiliure and 	maintaining miembership in the home culture is continuous throughout the visit.The most. satisfactory siluation is learning from the host while maintaiing a realistic Image ofthe home country. The problems of translating between the two cultures can then be accomplished
during the visit. Either complete absorption in the host culture or complete rejection of it willreduce the value of the sojourn. The absorbed person will find himself out of step at homo,
his ideas rejected. The isolate will fail to learn much from the experience. Let us examine the 
ways in which the visitor relates to his homn culture while overseas. 

There was considerable variability among the visitors in their maintenance of back-homerelationships. For example, one method is to keep informed of what is happening in the home
 
country.
 

Table 8. 7 	 Extent participant kept informed about events
 
in the Philippines while in the U. S.
 

Percent 

Well Informed 62 
Moderately well informed 25 
Little or not at all 13 

100
 

Number of interviews - 434 

The pattern of maintenance of home images and relationships indicates that the Filipino
visitor did not tend to withdraw from the experience by seeking the company of other Filipinos,
or reading home newspapers and magazines. He kept the home connection while actively participating in the activities of the host culture. His most frequent connection home was via letterstelling of his new 	experiences and enabling him to keep Informed. Secondly, he maintained hometies by frequently acting as an unofficial ambassador and telling people about the Philippines
(Table A31). Acting as unofficial representatives of their countries gave the visitors an opportunity to take the 	role of informed experts as they described some of the interesting and valued 
features of the home country. 

Ex~pectations andbenefits related to utilization 

The participants 	expectations and actual benefits resulting directly from his U. S. trainingmay be classified 	under three headings, reflecting three different roles, or ways of looking athimself that the participant may adopt while a visitor in the host country: (1) the learner or
student, (2) tourist, (3) representative of country (Table A77). 
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(1) 	 Learner:
 
Effective participants were more 
likely to exLcct to acquire skills and knowledge.
The relation between utilization and amount of knovledgc and skills actully acquiredwas even greater. Similarly, effective participants indicated that they actually
learned more than they had epcted. Effective participants were not more likely toreport ?pcti g to learn skills needed in the Philippines, but were much more likely
to report that they actuall had learned skills needed in the Philippines. Effectiveparticipants also expctcd to do something for their country. Again, the relation
between "doing something for country" and utilization increased for the actual conse
quences, and for the difference between c;pectations and actualitics. 

In sum, effective participants were somewhat more likely to expect to acquire skills
and 	knowledge that would be usful to-the-r country, But they were very much likelyto feel that they had actually learned morc useful things. Also, they learned a great
deal more than they had expected.

(2) 	 Tourist: 
Except for one item, finding out how people in the U. S. live, the effective participants were not different from the less effective in their tourist expectations. However,
they reported being much more satisfied with the actualities. They felt they hadlearned more about the U. S., how people in the U. S. lived, and had broadened
through travel, they also obtained much more tourist experience than they had expected. In fact, effective participants were less 	li kely to check the statement
"wanted to see more places in the U. S. outside of training." 

(3) 	 Country representative:
Participants did not differ In their expectations about representing their countryabroad. However, the effective paricipants more often reported actually tellingpeople in the U. S. about the Philippines than did less effective participants. 
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9. APP IACATION OF TRAINING
 

In this section we begin to analyze the returns yielded by the training rrograrn when theparticipant returns to his job assign nint in tle home culture. The increas, in trained personnelis Imbedded in a program i of national develop)mnnt. The ue of these hu man reOuNArces should lead 
to an ond product (Ifincre:sed effectiveness industry-wide, throughout government agencie,,- orfor particular occupations. But these basic effects in such fields aS public health, education,industry, labor, public administration, ag.i0ulture and transportation are obviously the end re.sult of many forces iL ::dition to added personnel skills. We must look therefore for more, concrete intervening' effects in order to evalhute the training program. The evidence for two such
effects is examined in this section: 

Program Effect I: Direct application of the skills and know-how resulting from training 
to the jobs of the participants,

Program Effect I: The amount and type of the spread of trainin, skills within the plants 

and organizations of the retUrn-eeIanIC outside their own workplaces--tcaching, consulting,

articles, publications, conferences, etc.
 

Successful alplication of training r,.quires the removal of barriers and the provision of

positive supoorts and ircentives. A statistical analysis of the factors influencing application of
training is prescnLod in.the appropriate ch,I1,ers. Here we examine sore 
of thc main problemsthe participants encountered in attempting to put their skills and know-how to use. 

1. What are the characterfa.tic patterns of mljicationof training asbtime by? 
Does the participant make increasingly more or less use-of his training? Here, we examine

participants who have been i':tk from one to five years.
 

2. The problem of adequate assignment of personnel to jobs requiring their
 
training.
 

3. The piroblem of adequacy of training. Was the training received relevant to

the needs of the jobs?
 

4. The problem of adequate facilities, funds and equipment to support the use of 
specialized skills. 

5. The pr6blem of trained personnel to facilitate and staff new ideas and practices. 

6. The problem of acceptance of the returnee as an expei't with useful ideas. Isthe returned participant who has received training abrogad received as an in-_luculial earrielr ofnew ideas or rejected as a person who had learned some npractical ideas in a foreign country? 

7. The problem of readiness to cl'ange of the work associates, and management ofthe plants, agencies and organizations of the reLurnee. Successful use of new ideas depen&- onthe interest of management in improvement and change and the readiness of work associates to
learn and use new ideas. 
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8. The problem of providing the returnee with follow-up support to maintain his
motivation and interest in introducing new ideas, provide sources of support, and provide addi
tional technical information. 

Let us examine the main effects of the training program, direct application and dissemina
tion, and some of the factors influencing the success of these activities. 

Direct application of training 

To get a complete picture of the participant's use of his training, (1) the participant
himself gauged the extent of application of his training; (2) fifteen Technical Assistants gave
ratings to the participants working in the areas covered by their programs, evaluating altogether
325 persons; and (3) supervisors, in response to a mailed questionnaire, rated 256 of the participants. In this way three independent evaluations of the participant's application of training 
were obtained. 

Relationship of the ratings 

There was practically no agreement among the raters. 

Table 9. 1 Agreement among r..a,s of application of training 

r Number of comparisons 

Participant's own rating vs. supervisor's .24** 242 
Supervisor's vs. U. S. Technical Assistant's 
Participant's own rating vs. U.S. Techni

. 11 (-) 184 

cal Assistant's .05 294 

**Significant at better than . 01 level 

The participants and their supervisors did agree to a limited extent. The U. S. Technical
Assistants did not agree either with the supervisors or the participants. What conclusions canbe drawn from the fact that these ratings of the same person were so different from one another? 

Possible reasons for the differences are not hard to find. The raters were differently
informed about the activities of the ratees. Those who were best informed, the participants andhis supervisor, tended to agree the most. The attitudes and motives of the raters varied. The
participant may have wanted to call attention to tie fact that he was doing a good job, or that he 
was not correctly assigned. The Technics91 Assistant and the supervisor may be objective or may have wanted their programs to show a good record. On the constructive side, this lack of 
agreement points to the need for making more visible the behavicr of the participant, his job,
and developing satisfactory criteria for evaluating the application of training on the job. 

The participants rated themselves high 

A basic rule of survey ;nterpretation is that the response to a question is a function of the
question. A slight change in the wording of the question may influence the percentage answering
in each category. Therefore we asked the participant three different questions, based on three 
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different criteria, to get his ostinate of his use of the training experience. We asked him how 
much of his time was spent working in the area in which he wastraincd;how much of the work 
that he did re-qiuird ii. S. training; and how much of the training he used in the Jobs he had held. 

Table 9. 2 	 Participant estimates of application of 
training following return home 

Percent time working Percent of work Percent of training 
in area relevant to requiring U. S. used in jobs 
training training hold 

Percent Percent Percent Percent 
Application: 

81 -100 57 41 32 
61-80 19 28 29 
41- 60 12 15 13 
21 - 40 7 10 11 

0- 20 5 6 5 
100 100 100 

Number of interviews - 434 

The influence of question wording on the responses is evident. The participants Indicated 
that the amount of time they spent working in areas relevant to training was greater than the 
amount of the work they did that required U. S. training. Estimates of percentages of time and 
work were both greater than the amount of the training they had used in the jobs held. Overall 
at least 60 percent of the sample were quite affirmative about the application of their training and 
less than five percent of the sample indicated a minimum application. 

Supervisor and Technical Assistant ratings were less favorable 

Although the supervisors and U. S. Technical Assistants did not agree with one another, 
they were more likely to deprecate the participants' utilization of training than were the partici
pants. Both assigned approximately 25% of the sample to the categories Indicating inadequate 
application of training (less than 50 percent). 

Table 9. 3 	 Participants', supervisors' and Technical Assistants' 
estimates of participants' application of U. S. training 

Participant Supervisor Technical Assistant 
Application of training self-rating* rating rating 

Percent Percent Percent 

Full (75-100%) 55 43 35 
Quite a bit (50-74%) 28 34 43 
Partial (25-49%) 11 18 18 
Little or none (less than 25%) 6 5 4 

100 	 100 100
 
Number of persons rated 427 233 325
 
*Participants' self-rating is based on an index using the three components in the previous table,
 
unweighted, and adjusted to fit the categories used in supervisor and TA ratings.
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More than half of all participants estimated they were making full (75-100%) use of theirU. S. training, substantially more than did either supervisors or Technical Assistants. Supervisors and TA's assigned approximately 25 percent of the sample to the two categories indicating
Inadequate application (less than 50 percent) of training, 
 more than did participants. Only in thelowest category is there close agreement, and these are not necessarily the same individuals in
the three ratings. 

The three ratings by field of training 

The figure below shows the averages of all participants' self-ratings, supervisors' ratings,and TA's ratings for each of the eleven fields of training groups in the sample. While averageparticipant self-ratings still show up higher than supervisor or TA ratings for most of thesegroups, they do not for all of them. Why the three ratings are so much closer together for somegroups than for others is not explained by the survey data, but perhaps can be explained by those
who know the personnel in these projects. 
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Figure 1. Average ratings of participants, by field of training 



Earlier evaluation by Technical Assistants 

For 165 of the participants in the survey sample there were earlier evaluaton reports 

in the USOM biographical files of participants. A cauttent analysisby U., S. Technical Assistants, 

of the TA comments on participants is summarized below.
 

Table 9. 4 Content analysis of TA evaluations of
 
participant application of training
 

Percent
 

Effectively using their training 84
 

In position to make use of their training 80
 
Has brought about general improvements 68
 
Evidence of improved operations cited by TA 55
 

52
Successful dissemination of training 

Evidence of participant receiving increased
 

responsibilities 25
 

Number of TA evaluations - 165 

and we do
Since TA evaluation reports were available for only 35 percent of the sample, 

not know what differences there are between participants who were evaluated and those who were 
avaluawe can make no general conclusions from this table. In fact, the presence of the TAnot, 

about the programs in ICA than the participants. The value of
tion reports may tell us more 

can then be compiled for an overall picture of
systematically constructed reports by TA's which 

as a whole, as well as for particular programs,the consequences of training for the program 
should be apparent. 

Transmission of training was quite successful 

The returnees had very favorable attitudes toward helping others learn the skills and 

know-how they had themselves aoquired. Ninety-five percent said they had some interest in 

and five percent said they had little or no interest in performing this activity.training others, 
They saw their colleagues and subordinates receptive to learning, but not as receptive as the 

Eighty-seven percent of the returnees felt
participants professed to be interested in teaching. 

comes
that their colleagues and subordinates were interested in receiving this training. When it 

to actually training others, two-thirds reported considerable success, and une-third little or no 

training of others. 

What methods were used by the returnees to instruct others? They are outlined in the 

table below. 

Table 9. 5 Participants' estimates of methods used to transmit
 
technical training to others
 

Percent checking
 
85Informal discussions 
63Consultant activities 


On the job seminars and discussion groups 62
 
On the job training program 51
 
Formal teaching part of regular job 39
 
Articles and publications 35
 
Formal teaching outside regular job 19
 

Number of interviews - 434 
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The primary channel for dissemination of training was discussion, either with anotherperson as consultant, or In group meetings. Secondly,of training others 	 some persons had the explicit objectiveas part of their jobs either through teaching or on-the-job training.method of transmission goes beyond the confines of the immediate work situation. 
Another 

of the returnees taught outside of their regular jobs, 
One-third

and one-fifth prepared articles for generalconsumption. 

The supervisor's estimates of the ways the participants disseminated training was verysimilar to the returnees. 

Table 9. 6 Supervisors' estimates of ways participants
disseminated training 

Percent 
checkingHas given in-service training to others 70
Used staff meetings and conferences 
 65Held workshops or seminars 54Developed educational aids 34Wrote technical materials and publications 27
Taught classes outside regular job 
 23Talked over radio or wrote for press 15 

Number of supervisors - 256 
What are some of the ways in which this spread of training might be facilitated. Let uslook first at die reasons ihe returnees give for not doing more training of others. 
Table 9. 7 	 Participant estimates of barriers
 

to transmission
 

Percent
Load of direct work makes it difficult 64
Arrangements with superiors not made prior

to training


Training others not considered part of 
19
 

regular job 
 15Subordinates and 	co-workers not interested 
in being trained

Superiors do not approve of this 	
12 

use of time 8U. S. training did not prepare me to
 
train others 
 7 

Number of interviews - 434 
The table above indicates that the chief barrier is in the job. 
 The normal work load prevents
using time for training others; this is particularly true when training others Is not consideredpart of the job. Some felt that their superiors did not specifically plan on their disseminatingtheir training, or 	did not approve of this use of their time.were not interested in additional training. 

Others felt that their colleagues
 
of their job 

A small percentage did not blame the requirements
or the interest of their supervisors and colleagues,ly prepared to train others. 	
but felt that they were inadequate-Note, however, that the majority of persons placed the barriers inthe job situation. 
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Increasing the transmission of training 

Since spread of training is an important program objective we made a special analysis., 
of these data. Four factors can be assigned responsibility for influencing the amount of 
spread, (1) the communication channels available in the job situation, (2) the skills of the 
returnee as a trainer, (3) the motives and interests of the returnee in training others, and 
(4) the motives and interest of others in being trained. Since few persons felt that they lacked 
skills, we omitted this factor from our analysis. (We did not dismiss the idea that blaming the 
Job, the supervisors or the colleagues may be another way of admitting lack of skill in coping 
with a difficult situation.) 

ReceL. studies of 	the reasons for differences in worker productivity have shcwn that the 
high producer views increasing the amount of work that he does as a path to his own objectives. 
Increased productivity helps him get a raise in pay, a promotion, or reach some other goal. 
Following this reasoning we asked the participants whether they thought training others would be 
helpful to them in attaining success in their jobs. Three-fourths felt it would be helpful to them 
personally. One-fourth felt it would not. These two groups are compared below. 

Table 9. 8 	 Relationship between personal gain from 
training others and training activities 

Transmitting training is personally: 
Helpful Not Helpful 

(312 returnees) (118 returnees) 

Percent mention Percent mention 

Considerable training of others 84 69 
Very much interested in training others 93 87 
Co-workers are very interested in re

ceiving training 77 55 
Formal teaching part of job 41 32 
Have on-the-job trainiiug program 54 43 
Wrote articles and other publications 35 13 

Participants need personal incentives to train others 

Effective participants reported more often that training others would influence their own 
success on the job. They felt, in other words, that there was a positive incentive or goal for 
themselves to be attained as a consequence of training others (Table A94). It would help them 
personally. This problem of providing suitable incentives to encourage changes on behavior 
deserves emphasis. 

Those returnees who felt they could personally gain from training others were more 
likely to report actually training others, having more interest in training others, and finding 
more receptivity to learning among their co-workers. The ways in which they differed from 
the others in methods of transmitting training indicates the value of planning for dissemination. 
They were assigned responsibility for training others either in formal training or in on-the-job 
training programs. They were also much more likely to write articles for professional or 
popular consumption. 
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Participants need channels of communication 

Motivation is not enough to cause changes in behavior. The organizational environmentmust supply suitable channels for communication. Participants rated high by themselves andtheir supervisors much more often reported that they had the opportunity to transmit training toothers. The relation between participant self-rating and -'portunity to transmit training wasone of the stroiigct ielations ascertained in this phase ol a study (product moment correlationof . 58). (Table A94) There were also highly significant Aationships between effective utilization and the opportunities available to transmit training reported by participants and their super
visors (Table A95). 

Table 9.9 Training activities, and participant 
ratings of utilization 

Ratings of utilization by
Training activities: participants
 
Formal teaching as part of the regular job

On the job seminars and discussion groups

On the job training programs
 

Evidence that the provision of opportunity on the job for transmission of training Isrelated to effectiveness comes from the supervisors as well as the participants themselves.The supervi8ors were asked to report what each participant working for them had done to transmit his training L6 others. These reports of transmission of activity were significantly relatedto high ratings of application of training of the participant by the participant himself, and his
supervisor (Table A96). 

Table 9. 10 Relationship between supervisor reports of 

transmission activities, and utilization 

Supervisor reports that participant: Rating of utilization by: 

Participant Supervisor
Has given in-service training to others ** 
Taught class outside of regular job *** 
Developed educational aids ** ** 
Held workshops or seminars * 

Reminder note: *** = p value . 001
 
** :p value .01
 

* Z.p value . 05 

Participantd who gave in-service training to others were rated high by themselvesand their supervisors. Participants who taught classes outside of their regular jobs were 
rated high only by themselxcs. 

Effective participants were more likely to see transmission of training as a definite partoftheirjobs. They were less likely to report. for example, that training others was not consid
ered part of their jobs. 
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Aceevpt pm.eoinnovagt:i on 

Two of thc clem lts int.ranfterence have I)eon diii(uUsHd, the mol.ivation or participant-i, 
and thc provision of (,hansels for communication. Iinally, lot us consider the acceptance of new 
ideas and skills 1y the poicitlal rcciplents. felftfctiveprtijiafltSftt that their co-workers
 
were more iiitt'eslted in _eing trad_!jd (Table A94). Other supporting Cvidencc comes from the
 

hit'T p chc'king, the statenment "Subordinates are not interested
'iart~ihtiitis- and co-workers 

in being trained" w'ere given lower ratinp by thc U. S. 'l'A's (Table A97).
 

These facts lead us to the conclusion that the barriers to training others in the job 
situation are real, not a product of distorted views. In sumi, facilitating the spread of training 
to others can be increased by making transmission part of the job, planning for these training 
activities when the participant is selected and rewarding the participant for successfully training 
others.
 

Time since return 

Considerable interest has been expressed in the participants' opportunity to use their 
training as the years go by after they return. it has been suggested that participants who are 
frustrated in their opportunities to put into effect new Ideas and practices immediately after they 
return will do so when they have achieved sufficient status and power In their organizations. 

The biographical files in the lHSOM contained evaluation reports by TA's for about one
third of the participants later intervir.wed in the survey. lowever, over 80 percent of these 
reports had been made within six months of the participant's return, and none had been made 
after 10 months from return. The participants in this study had been back six months or longer, 
on the average about two years. 

Table 9. 11 Time elap.ed since return 

Time* Percent
 

Less than I year 14
 
1-2 years 24
 
2-3 years 32
 
3-4 years 17
 
4-5 years 10
 
over 5 years 3
 

100
 

Number of participants - 424
 
*Date of survey was taken as July 1, 1958
 

Participants were asked, in the written questionnaire to indicate the opportunity they had 
to put their U. S. training into use each year sir %their return. 
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Table 9. 12 	 Participant opportunity to use U. S. training
 
in successive years after return
 

Participants who Percent reporting considerable
 
have been back for opportunity to use training during:
 

Number 1st yr. 2nd yr. 3rd yr. 4th yr. 5th yr. 
1 year (80) 75 
2 years (131) 73 78 
3 years (82) 65 77 82 
4 years (46) 48 63 63 69 
5 years (86) 70 79 80 76 86 

(425) 

The diagonal of the table indicates the participants' estimate of current opportunity to usetheir training (in the year during which the survey took place). Except for the fourth yer- re
turnees, their is on the average a small gain in opportunity to use traidng with each ye., that 
passes. If we look across the rows, the general trend 	is for persons to report having increasing
opportunity to use their training with each year that passes. Or, to put it conversely, they..see
themselves as having had less opportunity earlier. 

This increased opportunity to use training over time is a general trend but there are
marked differences between participants in the 11 field of training groups. The figure below
shows that several groups showed a rather consistent increase in opportunity to use training
each year after return, severat showed an erratic increase or decrease in opportunity, and 
several showed a steady decline. 
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Figure 2. Participants' estimates of opportunity to use U.S. training 

each year after return, by type-of-training groups. 



Let us compare those persona Who pro currently reporting themselves to have considerableopportunity to use their trainfng and those reporting less opportunity. 

Table 9. 13 Relaticonship between participants' current and 
previovs opportunity to use U. S. training 

Parlticipants' current Percent reporting consiuerblo previous Number ofopportunity to-use opportunity to use traiing duing: participants

training .lst-year _2nd year 3rd year 4th year
 

Years since Opportunity
 
return to ise train

________ 	 Ing
 
considerai. le 70 88 
 93 97 (67)5 years little 68 47 27 10 (19) 
considerable 52 64 84 (31)
 

years little 26 26 
 14 (Q4) 
considerable 70 84 (67)

3 years little 40 47 (15) 
considerable 83 (102)

2 years little 21 (29) 

For example, of those 67 participants who have been back five years since returhingfrom U. S. training and who currently report considerable opportunity to use their U. S. training, 70 percent reported considerable opportunity to use their training during the first year
after return, 88 percent during the second year, 
93 percent the third year and 97 percent thefourth. On the other hand, of the 19 participants who have been back five years but who currentlyreport little opportunity to use their training, 68 percent report having had considerable opportunity to use training during their first year after return, 47 percent during the second year, andonly 27 and 10 percent during the third and fourth years after return, respectively. In general,as the table shows, participants who currently report having considerable opportunity to use
their U. S. training also report that as 
the years have gone by their opportunity to use their U. S.training has consistontly increased each year. Those who currently report having little opportunity to use their training tend to see their previous opportunities to use their training as having
diminished each year. 

Summarizing: (1) Opportunity to use U. S. training increases, on the average, withincreasing length of time after return; (2) many of the participants hit a turning point in theiropportunity to use their training. They either increased their chances and continued to stay ina position to use their training, or they decreased their chances and continued to lose ground
each year. 

Job assignments provided opportunity to use training 

The assignments given to the returnees enabled a large majority to use their training.Personnel 	placement does not stand out from the evidence as a major difficulty preventing theapplication of training. A guess from the data would be that inadequate placement was a serious 
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problem for ten percent or approximately forty persons in the sample. l.t us review the 

evidence briefly. 

First, were the returnees assigned to the jobs that had been planned for therm? 

Table 9. 14 	 Comparison between job assignment
 
and job expected
 

Percent saying their job was: 
Percent 

The same 69 
Somewhat different 13 
Very different 17 

100 

Number of interviews - 434 

Although seventeen percent reported that the jobs they were assigned to upon return were quite

different than had been planned for them, these changes did not lead to an under use of their
 
skills and know-how.
 

Table 9. 15 	 Opportunity to use training In present job 
as compared to job participant had before U. S. training 

Percent 
More 56 
Same 40 
Less 4 

100
 

Number of Interviews - 434 

From another question we find that the training they had is directly useful for nearly four-fifths 
of the sample, and Indirectly useful for the remaining fifth. As another indication of opportunity 
to use training we asked the returnees to compare themselves with other persons who had re
ceived similar training. Only 12 percent of the sample felt they had less opportunity than their 
colleagues to use their training. 

Table 9. 16 	 Opportunity to use training compared to
 
others with similar training
 

Percent 
More 68 
Same 20 
Less 12 

100
 

Number of interviews - 434 
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Checking with the Technical Assistants and the supervisors on underemployment of skills as 
a consequence of improper assignment, the Technical Assistants said that 10 percent of the 
sample (42 persons) had been moved to a job using less of their training. Analysis of 
Technical Assistants' evaluations of participants in the USOM files in the Philippines corrobo
rates this data. Of 165 evaluations, 16 percent were pointed out as not being in a position to 
use their training. Nearly half the supervisors said that they gave assignments to participants 
making use of their training and 13 percent said they recommended participants to better 
positions (Table A32). In assigning responsibility to factors preventing greater use of the 
participants training, 15 perceiit checked as important the statement that the participant's 
present job is not closely related to his training. Twenty-four percent assigned some or very 
little importance to this factor, and 61 percent said it was not at all important. 

Summarizing, the data from our thr.e sources, it would appear that job assignments that 
are not related to training is a serious problem for about ten percent of the sample, but not for 
90 percent. 

Utilization and job assignment 

Effective participants had job assignments which permitted them to apply their training. 
Effective participants reported that the job they returned to was the job that had been planned 
for them when they undertook the training program. Less effective participants reported more 
often that the jobs they returned to were different from the one planned for them when they left. 
Effective participants also reporLd having a great deal of opportunity to use their training in 
their current assignments (Table A78). 

Table 9. 17 Job assignment, and two ratings of utilization 

Reports on Job Assignment Ratings of utilization by: 

Participant reports: Participant Supervisor 

Job returned to same as they planned 
prior to training ** 

Greater opportunity to use training than 
others with similar training *** ** 

Job returned to offers opportunity to 
use training ** ** 

Participant's job is not related to his 
current job ** (-) ** (-) 

Participant moved to job using less of
 
training (-) approaches


sigrificance 

Training met job needs 

In the main the content of the training programs did meet the requirements of the jobs 
to which the participants returned. The TA's were quite satisfied with the adequacy of training. 
The most serious complaint, and this was made about four percent of the participants by Vie 
TA's (13 participants) was that the training was not geared to job needs (Table A12). The tllper
visors were somewhat more critical of the adequacy of training. 
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Table 9.18 	 Supervisor racing of adequacy of training as a
 
factor preventing greater utilization
 

Percent
 
Not at all important 51
 
Slightly 
 23
 
Moderately 11
 
Quite 0 
Very imr'rtant 7 

100
 
Number of supervisors - 256 

Fifteen percent of the supervisors blamed adequacy of training as a barrier to greater applica
tion, but 75 percent seemed quile satisfied. In response to another question, nearly ten percent
of the supervisors chck,;d the statement that the training was not suited to conditions in the 
Philippines. 

Lack of facilities 	and equipment as a barrier to change 

Lack of facilities, equipment arJ funds was the greatest difficulty In the way of intro
duction of improvements by the returnees, in the opinion of all three of our sources of informa
tion. The participants asserted that it was the greatest barrier to new ways of doing things.

More of the supervisors, 20 percent, gave this3 reason more than any other (Table A8). 
 Similar
ly, the U. S. Technical Assistants reported that lack of facilities and equipment was preventing
one-third of the returnees from full utilization of their training (Table A33). No other reason 
was given as frequently. 

True, it Is probably easier to blame difficulties on lack of equipment, funds and money
than some of the more intangible factors 	preventing utilization. However, the administrative 
problem pointed to here is the necessity for coordination In each of the economic development
 
programs, fof the tra-ining and the hardware resources. The equipment needs to be supplied in

coordination with the human resources and skills to use them. 
 An extreme example illustrates
this failure of coordination: h Vocational Industrial training, some teachers were trained in

vocational subjects for which no equipment was available 
or In sight upon their return. 

Lack of trained personnel: a barrier to change 

The introduction and instiLutionalization of innovation calls for the presence of support
ing skills in the organization. The innovator needs skilled persons to help him reach his ob
jectives. He needs, first, the resources they can bring to bear, in bringing about change.

Secondly, he needs their cooperation and support in initiating and supporting the change.
 

One of the chief complaints of the returnees was this lack of trained personnel in their

organizations. Among the least satisfactory aspects of their jobs was the technical ability of
 
people they worked with (Table A34). They felt their co-workers at their level were much less
qualified to make suggestions, for examplc, than their supervisors and upper management
(Table A35). Similarly, one of the greatest barriers they saw to applying their training was the

lack of trained staff (Table A36). The U. S. Technical Assistants were in agreement with the
 
returnees. In assigning reasons for the participant failing to use his training the reason they
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pointed to for one-fifth of the participants, was lack of other trained personnel. (Table A33). 
The supervisors did not share this point of view. Only four percent checked lack of trained 
personnel as a difficulty preventing greater use of training (Table A8). 

The fundamental problem raised here is that of the number of people that need to be 
trained to have an appreciable effect in a given economic development area. If the returnees 
do not get technical help and support from others in their field, it is likely that they will vanish 
like drops of water in the sand. If the returnees are to be catalytic sources of change, some 
optimal number of persons will have to be trained in each area, at different levels in the organi
zation. 

Utilization limited by inadequate facilities and trained personnel 

Participants who indicated that they had very inadequate facilities tended to rate them
selves lower and receive lower ratings from their supervisors. But the relationships did not 
reach statistical significance. Attitudes toward the technical ability of other persons in the 
organization were related to utilization ratings. Participants who were satisfied with the techni
cal ability of people they worked with rated themselves high and were rated high by their super
visors. Participants who indicated that few persons in their organization had training in modern 
techniques were rated low by their supervisors (Table A80). 

Table 9. 19 	 Satisfaction with technical ability of others, 
and utilization 

Ratings of utilization by: 
Participant satisfactions: Participant Supervisor 

Satisfaction with technical 
ability of people in agency 

Checked statement, "Very few 
have had training in modern 
techniques." 

** ** 

** (-) 

Qualifications of others to 
make suggestions: 

Top level management 
Upper level management 
Co-workers at same level 

** 
** 
** 

The participant as a barrier to change 

In searching for the factors preventing greater application of training, we must examine 
both the work situation and the participants themselves. The barriers may be in the work 
environment, the resistance of co-workers, the failure of superiors to support the returnee's 
suggestions, the lack of provision for training others in the job definition, or the lack of author
ity to introduce changes without going through elaborate bureaucratic procedures. Or the 
barriers may be in the participant and his approach to the situation. He may have changed so 
much as a result of his foreign experience that he is no longer personally acceptable as the 
source of change. His presumption of expertness may be offensive to his colleagues (Table A37). 
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He may be impatient with other persons for not accepting what seems to him the most modernand advanced methods. To gain some understanding of the participant himself as a barrier tor'reater application, we asked the supervisors to check off a list of possible ways in which the
participant himself is seen as preventing greater application. 

Table 9.20 Supervisors' evaluation of ways in which 
participant is creating problems 

Percent frequency 
of mention 

(a) Dissatisfaction with promotion or' assignment 18
(b) Has too many ncw ideas 15
(c) Has too good an opinion of himself 15
(d) Has difficulty working without advanced equipment 14
(e) Does not adjust easily to job requirements
(f) Is too demanding and expects too much from job 

13 
13

(g) Has difficulty in accepting directions from superiors 11
(h) Does not have practical ideas 8
(I) Is not accepted by co-workers 6 

Number of supervisors - 256 

If the themes in the above table represent the major difficulties that a supervisormight have with the returnee, then there is no reason to believe that the behavior of the returneeis a major deterrent to application of training. Yet the data shows that ten to twenty percentof the returnees are viewed by their supervisors as having problems that prevent satisfactory
application of their training. The participant whom the supervisor describes as (a) dissatisfiedwith promotion or assignment, (b) lving too many new ideas, (c) having too good an opinion ofhimself, (e) not adjusting easily to job requirements, and (g) having difficulty in accepting
directions from superiors, were more 
likely to be given low ratings by the supervisors with
 
respect to their application of trairing.
 

These participants did not get the Job advantages they expected to follow from add/tionaltraining. The supervisors noted this disappointment reflected in dissatisfaction with currentassignment and promotions, The supervisors also felt that some returnees were tr-,ng topresent too many ideas and were overconfident of the value of these ideas. Further, the super
visors felt the participants did not fit easily back into the job. They were unprepared to useless advanced equipment, didn't adjust easily to the job requirements and made what supervisora
considered to be unreasonable demands. 

Without attempting to place blame on either the supervisor or participant, we can seethat a small but substantial group of participants. have their expectations raised as a result oftraining. Upon return they make demands on the situation which are rebuffed. The supervisorIs more likely to rate these persons as low in application of training. Their demands create
 a problem for him. 
 He attributes these demands to puffed up self-importance and inability 
to adjust.
 

On the participant side, recent research on the relation between expressions of dissatisfaction and productivity indicate that he may have good reason for his behavior. The mostdissatisfied workers are often the best workers. They are disappointed because they have high 
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expectations and high interest. They are frustrated by the barriers in the job that prevent 

them from doing their best and are then likely to be vocal about these sources of dissatisfaction. 

TA's estimate of barriers to application 

According to the ratings of the TA's, two principalfactorastood in the way of greater
achievement by the participants. One was the participants themselves, heir personal problems
and the energy they used to apply training. The second factor was their relation to the organi
zation they worked with. The TA's felt that some of them were blocked by their organizations
from using their training, particularly by their superiors. The supervisors, however, indica
ted that these participants were unskilled in presenting their ideas, and did not adjust to job
requirements or accept directions. The following table shows these relations in more detail 
(Tables A9l and A92). 

Table 9.21 Evaluation of barriers to utilization, 
and TA ratings of utilization 

Rating of utilization by 
TA estimate of barriers to utilization: U. S. TA 

Participant has personal difficulties ** (-) 
Participant does not try h.ard ,ough ** (-) 
Participant is blocked by ] ., juperiors ** (-) 
Organization is not set up to use 

participant's training ** (-) 

Supervisor's estimate of barriers to 
utilization: 

Participant has too many new ideas ** (-) 
Participant does not adjust easily to 

job requirements ** (-) 
Participant has difficulty in accepting 

directions from superiors * (-) 

The TA's tended to give lower ratings to two kinds of persons. First, they rated low 
the person who they thought was blocked by his superiors and his organization from using his 
training. Secondly, they gave lower ratings to persons whom the supervisors felt did not make 
satisfactory adjustments to their jobs or to the authority relationships. 

Supervisors rated high participants they helped 

Supervisors were asked to indicate the ways in which they assisted the participants
in using their training. They gave higher ratings to participants whom they indicated as 
having helped (Table A79). 
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Table 9.22 Supervisor support, and supervisor 
ratings of utilization 

Supervisor repqrts: Rating of utilization by: 
SupervisorPlanned the participant's program of
activities upon return 
 ** 

Gave the participant full use of own
initiative and authority ** 

Gave the participant an assignment

utilizing his training 
 , 

These findings suggest that the supervisors may constitute a target group for 
activities aimed at increasing the returnee's application of training. 

Readiness -to-change of work associates 

The acceptance of tl participant by his work associates is,tremendous personal concern of course, a matter ofto him. From the training program point of view,consequences for the success it has vitalof the returnee in applying hisindicate new Ideas and skills. The dataa widespread acceptance of the participant and a general readinesspart of work associates. Thk: does to change on thenot mean that the participants' co-workers were not atall envious of his experience and suspicious of the practicality of his ideas (Table A38).the participants reported that the envy of associates, For
although not a severethe greatest negative consequence of the training program. 

disadvantage, was
The second greatest disadvantagewas the hostility expressed to the reiurnee's suggestions. 

Nor does it mean that the returnees found their organizations anxiousideas. Asked to rate a to try out newlist of factors that served as barriers to the introduction of new ideasand techniques in his organizations the chief complaintSecondly, was the lack of trained personnel.members of the organizations were seen asaffairs than organizational object'-ves. 
much more interested in their personalLastly, and related, the management was not motivatedby an image of progress, and was reluctant to change from habitual ways of doing things(Table A39). 

These findings point to the necessity for embedding the training of participants in a program of change within the agency. It is not sufficient to simply supply skilled personnel to anorganization. The supply of skilled resources needsthe organization. The readiness to change 
to be part of a program of change within on the part of work associates with the backgroundof top management and organization resistance to change points to the necessity for plannedchange programs within the organization as a prerequisite for sending persons for additionaltraining. 

There are several reasons why the participants might not have found ftie:nselves easilyaccepted upon their return by their subordinates, co-workers and supervisors. The participanthas often been selected in preference to his associaLs and upon his return they are anxious to
test him for the usefulness and practicality of Hs ideas. 
 The returnee who expressesference for things foreign, a preor expresses admiration for the "American,, way of doing thingsmay find his work associates resentful of the implied negative attitudes toward their own country. 
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Again, the participant does not find himself occupying as important a role as he had anticipated 
upon his return in his job and is apt to express some disappointment with his current assign
ment. These dissatisfactions will be noted by work associates and attributed to the returnees 
inflated self-importance. Frequently, returnees change in their social orientation and attempt 
to behave in a manner counter to standards and expectations. These attempts at change contri
bute to the difficulty of establishing satisfactory social relationships on the job. 1 

The relatively -itisfactory adjustment of the returnees to the realities of their previous
lives can be attributed to the favorable relations existing between the U. S. and the Philippines
and the ensuing favorable attitudes. In addition, most of the returnees were carefully briefed 
on the kinds of difficulties they would encounter in readjusting to their home environments. 
As a result they were highly sensitive to those aspects of their own behavior that might arouse 
resentment, and were careful not to exhibit changed behavior patterns that might arouse 
antagonis m. 

In fact, the majority of returnees felt they had gained considerable status in the eyes of 
their colleagues. They felt that they now had more influence on their colleagues, their sub
ordinates, co-workers and supervisors (Table A40). Not only did they feel more influential, 
they felt that they, in turn, received more respect and recognition from their colleagues

(Table A38). Their colleagues frequently consulted with them for technical advice and asked
 
for information about the United States (Table A41) and (Table A42). They did not find that
 
their work associates disapproved of their behavior, but welcomed them back (Table A43).

Over four-fifths of the returnees said that their supervisors and co-workers accepted them
 
quite warmly (Table A44).
 

The returnees reported more than a warm reception; an increase in their influence 
and status. They found that their work associates were receptive to their new ideas and inter
ested in learning from them and supportive (Table A45). (Also Tables A46 and A47.) Neither 
the participants, their supervisors or the U. S. Technical Assistants were apt to see the work 
associates of the participant as blocking him from utilizing his training. (Tables A22, A48,
A33 and A8.) The most criticism came from the U. S. Technical Assistants. They asserted 
that sixteen percent of the participants were blocked from full utilization of their training by 
their superiors in the agency. 

The participants did not see all of their work associates responding to them in the 
same way. The way he saw them depended on the work associate's position compared to that 
of the returnee. For example, the returnees felt they gained more respect and recognition 
from their subordinates, and were more frequently asked to consult by them (Table A49).
Their subordinates were also more receptive to new ideas and generally easier to cmriluzite 
with. Next, in order of decreasing impact, were colleagues at their own level. Their imme-
diate supervisors, and supervisors at a higher level were least likely to accord them incrcused 
respect and recognition, consult with them, show interest in and understanding of new ideas. 
These perceived differences in response to the returnee are familiar aspects of the problems 

1. See reference number 2. 
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of communication between levels in an organization and are not confined to the Philippines.
Subordinates arc the least source of discomfort, but as one goes up the levels beginning with
one's co-workers, then supervisors and higher level supervisors, the participant is increas
ingly concerned with the behavior of these people to him. 
Effectivei aprt ijan are more accepted 

The greater the acceptance of the participant by his collegues, the more likely they
are to be influenced:by him. The evidence firmly indicates that participants rating their 
utilization high have high status in the eyes of their colleagues. They felt that their prestige
had increased with all of the relevant groups with whom they associated, and particularly
with their co-workers (Table A81). 

Table 9.23 	 Respect and recognition, and participant
 
ratings of utilization
 

Participant received increased Ratings of utilization by
respect and recognition from: participant 

Co-workers ***
 
Immediate superiors **
 
Other superiors 
 **
 
Friends **
 
Subordinates 
 **
 
Family
 

Effective participants have better communication channels 

Effective participants indicated they were frequently asked to consult with colleagues.
The relation between consulting and effectiveness was greater for consultation with people
working in other agencies (Table A82). 

Table 9. 24 	 Consultation, and participant ratings
 
of utilization
 

Frequency of times participant 	 Rating of utilization 
is asked to consult with: 	 by participants 

People from other agency ** 
Immediate superior ** 
Co-workers ** 

Participants who were more satisfied with the ease of communication with others
in their organization, rated themselves higher and were rated higher by the U. S. TA's 
(Table A83). 
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Table 9.25 	 Ease of communication, and two ratings 
of utilization 

Ratings of utilization by 
Participant U. S. TA's 

Participant satisfaction with 
ease of getting ideas across to: 

Immediate superiors ** *
 
Co-workers at the same level ** **
 
Upper level management **
 
Subordinates
 

Participant satisfaction with: 

Freedom to introduce ideas ** * 
Ease of exhcbanging information 

with persons iii related jobs ** 

Effective participants receive support from colleagues 

Participants reporting high application of their training were more likely to indicate 
that they cooperated with persons in related jobs rather than worked alone, and that they 
received considerable sup. ort from their colleagues. Participrints who felt that they met 
with envy, suspicion and resentment from their colleagues were rated low by their super
visors and U. S. TA's (Table A84). 

Table 9. 26 	 Cooperation, support, interest and 
three ratings of utilization 

Rating of utilization by: 

Participant reports: 
Participant Supervisor U. S. TA 

Persons in related jobs assist 
one another * 

Can rely on backing from superior 
in presenting new ideas ** 

Can rely on backing from co-workers 
in presenting new ideas * 

Associates were envious 
Work associates suspicious of the 

practicality of my ideas 

* (-) 

Persons interested in having 
participant suggest new ideas: 

Subordinates 
Co-woikers 

** 
** 

Immediate superior 
Upper level management 
Top level management 

** 
** 
* 
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As shown above, the relation between Interest in new ideas and utilization depends somewhaton the status of the persons the participant is reacting to. The relationship is strongestbetween utilization and the interest of subordinates, weakest for top-level management. 

The table also indicates that participants who felt that their work associates woreenvious or susplclousa of the practicality of their ideas received low ratings from their
supervisors and the U. S. 
 TA's. 

Effective p articijants were sources of information about U. S. 

One of the Important objectives of the program is the development of favorable attitudes and accurate Information about the U. S.were more satisfied withtheir abilityto 
The evidence indicates that p~ricpnt house their trainrg were muchmore freuent ly Ras a source of nformatior,about he!Ji t , (Table ABS). "
 

Effective participants became more influential on thejob 

Participants were asked to compare themselves with another person as similar tothemselves as they could find 	who worked with them before U. S. training. They were alsoasked to make similar comparisons after training. The results indicate that the effectiveparticipants increased considerably in their influence on their co-workers, subrdiin-ii and
superiors (Table A86). 

Table 9. 27 	 Influence in job, and participant
 
ratings of utilization
 

Ratings of utilization by participants: 

Influence on: Before training After training
 
Co-workers 
 * ** 
Subordinates .
 ** 
Superiors 
 ** 

Effective participants are more satisfied with their Jobs 
Participants high in obsatisfaction ave themselves hihe ratinsonapliation f 

trainingandtendedto rec yve higher ratins romtheir supervisors and the U. S. TA-'s.Many of the relationships between participant job satisfaction and supervisor--u. S. TA ratingswere positive, but not statistically significant (Table A87). 

The phase of Job satisfaction most closely related to utilization was satisfaction withthe actual job itself, the work performed by the participant, his acceptance a professionalasexpert in his work area and the opportunities he hit to do the things he has trained for. 
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Table 9.28 Job satisfaction, and three ratings 
of utilization 

Rating of utilization by: 
Participant Supervisor U. S. TA 

Satisfaction with:
 
Acceptance as a professional expert
 
Chances to do things trained for ***
 
Progress toward career goals
 
Recognition of work ***
 
Present job compared with similar jobs in
 

other orvanizations **
 
Authority to do the job **
 
Technical ability of people ** **
 

?Rgrticipant's relatieon to his organization influenced utilization 

Participants who were critical of their organization's lack of interest in increasing 
organizational effectiveness tended to give themselves lower ratings, were rated lower by 

eir supervisors and by the U. S. TA'S. All of the relations were in the same direction, 
but did not all reach levels of statistical significance (Table A88). 

Table 9.29 Organizational characteristics, and three 
ratings of utilization 

Ratings of utilization by: 
Participant Supervisor U. S. TA 

Participant description of organization: 

More interested in own affairs than 
organization ** (-) 

Afraid of trying anything new * (H) 
Not much interested in doing a good job * 
Few have had training in modern techniques ** (-) 

Similar findings are reflected in the participant's attitude toward the criteria used 
in his organization for promotion (Table A89). 

Table 9. 30 Criteria for promotion, and two ratings
of utilization 

Ratings of utilization by: 
Participant Supervisor 

Participant estimate of importance 
of following criteria for promotion: 

Education ** *
 
Quality of work ** *
 
Province or town **( ** (-)
 
Being known to management ** (-)
 
Political influence *(-)
 
Region of origin and dialect *
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Partlcipants who considered that managc mont based promotions more on criteriareflecting the participant's achievement rated themselvcs high and were rated high by theirsupervisors. Those who felt that management used the criteria of "who you wore" gavethemselves lower ratings and received lower ratings from their supervisors.
 
Effective participants felt theylearned 
more 

Effective participants indicated they had learned more, particularly the skills theyneeded in their fields. They also felt they had developed broader outlooks, more systematicways of working at their tasks and more satisfactory ways of working with people (Table A90). 

Table 9. 31 Skills learned, and participant 
ratings of utilization 

Rating of utilization byIdeas that helped a great deal: Participant 
Special techniques in the field
 
Broad outlook in field 
 ** 
Scientific way of thinking ** 
New ways of working with people ** 

Transplanting ideas and techniques 

The techniques and ideas learned in one culture need to be transplanted to another.Other sections in this report have shown that this process if often difficult. Colleagues aresometimes envious of the returned participant's foreign experience but suspicious of thepracticality of his imported ideas. The participant may feel he lacks the authority to introduce changes or is blocked by an organization that puts personal benefits ahead of organizational improvement. His behavior is apt to create misunderstanding and resentment. 

Transmitting ideas to the public 

The participant also feels that there are difficulties in putting across new ideas to
 
the public.
 

Table 9. 32 Participants' estimates of reasons 
public resists change 

Percent 
Checked 

Telling is not enough: people must see 78
Afraid to take a chance on new ideas 65

People cling to traditional ways 51
 
Too uneducated; don't understand 
 17
People don't trust those from government 8 

Number of participants - 433 

Participants emphasize the need for demonstration, and feel that people's traditions, rather
 
than their lack of education, 
 accounts for their slowness in accepting new ideas and techniques. 
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Technical and professional sources of support 

Support for this transition process as well as continued maintenance and development 
of the ideas and skills learned are provided in a number of ways. The feeling that our respon
sibility to participants does not end with their return is widespread. Involvement with the 
participants and continued responsibility for them in their role as "culture-carriers" is an 
avowed concern. American technicians often provide at-the-elbow support. Provisions are 
sometimes made for the participant to receive U. S. technical publications. Support is offered 
for local professional societies. Returned participants are helped financially to-join U. S. 
professional societies. The participants themselves may maintain specific channels of com
munication with counterparts they have met in the U. S. as well as their own professional 
colleagues. 

How much use do the participants make of these sources of sur.dort? How valuable
 
does he feel these resources are? How much does he desire to use or contact these sources
 
in the future?
 

Table 9. 33 	 Technical and professional resources most* 
used, valued and desired in the future, in order of preference 

Present Present Desired 
Use Value Use 

1. U. S. technical publications in your field 3.84 4. 11 4. 29 
2. ICA and U. S. technicians and advisors 3.48 3. 81 3.83 
3. Filipino technical colleagues in your field 3.53 3. 72 3.91 
4. Professional society in the Philippines 3. 12 3. 33 3.71 
5. 	 Correspondence with American professional 

persons in the U. S. 2.82 3. 24 3.77 
6. Professional society in the U. S. 	 2. 74 2.80 3. 57 
7. Technicians from countries other than the U.S. 1.98 2. 24 2.81 
8. Correspondence courses 	 1.81 2.06 2.51 

Number of participants - 402 
Scale: 5. a great deal, to 1., none 
The question was: 	 "Indicate the amount of present use that you make of each 

of the 	resources listed, your estimate of the present value of each source 
which 	you have used, and the amount of desired use or contact that you would 
like in the future with each." 

*Items and figures underlined are very significantly different (p -. 01 or better) 
from those below the line. 

U. S. 	 Technical Assistants are highly valued 

These ratings make it clear that ICA Technical Assistants are viewed as a crucial 
source of support for the ap. ication of new techniques and ideas. The role of the TA's is 
mere fully discussed in another chapter of this report. 
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Developing returned participant teams for greater Impact 

Participants also want to have contact with colleagues doing similar lines of work.
In considering attempts to form "alumni" 
 associations of returned participants, more attentionmight be given to developing and supporting returnee teams who work in the same institutions, 
or have similar occupations. 

Studies on the performance in the community of participants in a special workshopindicate that participants recruited from the same community and built into a real team werefar more effective than individual community representatives. The performance of teammembers and their total impact on the community was superior to that of individuals. 

The developn-nt of returned participant teams might well be an answer to the problemof how to keep participants from vanishing like drops in the sea. The impression of staff
members from the interviews is that returned participants often are isolated from their
colleagues and more apt to feel frustrated by the difficulties of implementing their trainingthan gratified with the results of their efforts. If the returned participants are to producecatalytic effects within their organizations, they need the social support of persons with comparable experience and influence in the accomplishment of change. 
 In Labor Union leadership,for exaijt:ie, the younger U. S. trained participants formed a mutually supportive group, withthe result that members of the group reported corsiderably increased impact of new ideas
learned during training on the direction of the Philippine labor movement.
 

U. S. technical publications are highly valued 

Participants want to maintain and develop their professional abilities through having
technical publications from the U. S. available, more than by having correspondence courses. 
Keepingin touch with U. S. professionals and friends 

Referring back to Table 9. 33, it can be seen that participants want to have increasedcommunication with professionals in the U S. One would expect this to heighten morale,and perhaps also to enhance future utilization of U. S. training. 

One possible obstacle to such increased correspondence with U. S. professionalpersons can be guessed at from the difficulty many participants had keeping in touch withtheir friends in the United States. Some 76 percent said they were too busy to write, andonly 2 percent reported that they had lost interest in maintaining contacts with their friendsin the U. S. Part of follow-up might be to encourage participants to write to their friends
and to professional persons in the U. S. 
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Follow-up support and utilization ratings 

1. Participants who rated their own utilization high were more likely to say
 
they had a great deal of contact with ICA-U. S. Technicians, valued these contacts, and
 
desired more. The relation between follow-up support by TA's and utiliz.tion was greater
 
than for any other kind of follow-up support (Table A93).
 

2. Overall, participants rating their own utilization high were more likely
 
to have used nearly all of the different forms of follow-up support.
 

3. Although not all of the relationships were statistically significant, there was
 
a trend for participants rating themselves high to place a higher value on these sources of
 
follow-up support.
 

4. Again, while not all of the relations reached statistical significance, the
 
effective participants rating themselves high tended to desire more follow-up activities.
 

5. There was also a tendency for supervisors to give higher ratings to participants 
who desired more follow-up activities. However, there was no relationship between partici
pants' reported use and value of follow-up activities, and the utilization ratings by their 
supervisors or U. S. TA's. The relation between supervisor ratings and participants desire 
for follow-up activities was stronger for participants indicating a desire for membership 
in a professional society in the Philippines. The relation was in a positive direction, but 
not significant, for participants desiring U. S. technical publications, contact with Filipino
technical colleagues and a professional society in the U. S. In sum, the supervisors tended 
to give higher ratings to participants who wanted contact with Filipinos, or with Americans 
at-a-distance via publications and memberships in societies. 

6. There was also a trend, but not statistically significant, for the U. S. TA's 
to rate lower those participants who indicated that they desired more follow-up via Filipino 
professional societies or Filipino colleagues. This relation was quite small, but in the 
opposite direction from both the supervisor ratings and the participant self-ratings. 

7. The attitude of supervisors and participants seems to be different from that 
of the U. S. TA's in their attitude toward local sources of follow-up support. It may be that 
participants who want Filipino support are seen by the TA's as rejecting ICA support, while 
participants who want ICA support are seen by supervisors as rejecting Filipino follow-up 
support. 

Table 9. 34 Attitudes toward sources of support, and 
participant ratings of utilization 

Rating of utilization by 
Participant 

Sources of support- Present use Present value Desired use 
ICA-U. S. Technicians and advisors *** ** * 
U. S. technical publications in your field **
 
Technicians from countries other than U.S. **
 
Correspondence with American professional
 

persons in U.S. * 
Professional society in U. S. * 
Filipino technical colleagues * 
Professional society in the Philippines ** 
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Other sources of supper 

Some ideas were not evaluated In this survey, as the participants had little or no 
experience with them. They might be mentioned briefly here. 

a. 	 Development of chame skills 
Participants need to a s'quire skills in introducing change without arousing

resentment and misunderstandirg. Opportunities for thinking through the problems
of transition and developing skills in the role of "change-agent" might be placed in
the program prior to the participant's return, in a special workshop, or concurrent 
with his return. 

b. 	 Program of short institutes 
Short institutes in the content area will support the partcipant and canoften reach strategically placed higher level personnel. These institutes can 

create a readiness-to-change on the part of the persons whom the participant is
dependent on by introducing to them the newer concepts and techniques in the field. 

c. 	 Follow-through interviews 
Specific channels of co mmunication with the participant may be kept openthrough "end-use" appraisal of participants' efforts to utilize training. These may

be condu ted by personal interview by Technical Assistants as part of their regular
function or via mailed interviews. Participants view almost any contact with TA's 
as supportive and helpful. In either case, the interviews should be systematized
and 	suitable for statistical summary by the Training Office as well as individual 
examination by the responsible program officials. 

Factors influencing supervisor ratings of participants 

In this section are summarized the factors that can be said to have systematically
influenced the rating of the participant by his supervisor. The conclusions are drawn from an examination of all of the items related to the supervisor ratings of participant application
of training. 

1. 	 Participant characteristics:
 
Participants rated high by their supervisors 
were somewhat younger, aptto be higher in social status than their parents. Other members of their families were more 

likely to havc visited the United States. 

They did not see themselves as advocates of change. The participants ratedhigh by their supervisors reported making fewer improvements in their jobs prior to their
training. In their reports on the kind of changes they might make, they were more apt to.
describe changes as a direct carry-over of -t practice they had observed or learned. Lower
rated particil.ants were more likely to describe the modifications necessary to accomplish
the change. Interpreting these findings, supervisors rated higher the participants who were 
less threatening to them. 
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2. 	 Criteria for selection: 
Participants rated high by their supervisors attributed more importance to 

apecial needs of the project and their previous work experience, and less importance to 
seniority and their supervisor's initiative in getting them selected. At the same time, how
ever, high rated participants said that political influence was more Important In their own 
selection. It appears that supervisors gave higher ratings to persons who were qualified to 
be selected in projects requiring the use of their skills or persons actually having political
 
influence. They gave lower ratings to people who felt that their length of service or super
visor's influence had been chiefly important in getting them selected.
 

3. 	 Attitudes toward training: 
Supervisor's gave high ratings to participants when the supervisor was
 

satisfied with the adequacy of their training.
 

4. 	 Attitudes toward U. S. experience: 
Participants indicating that they were frustrated in non-training desires in 

the U. S. -- they had hoped to see more places or buy more things to bring home--were rated 
lower by their supervisors. 

5. 	 Attitude toward Philippines: 
Favorable attitudes toward the Philippines by the participant tended to be 

associated with high ratings of the participant by his supervisor. The higher rated participant 
expressed more interest in doing something for his country, or acting as a representative 
of the Philippines while in the U. S. 

6. 	 Assignment of participants: 
Ratings of the participant were positively associated with the adequacy of the 

participant's assignment, as judged both by the participant and his supervisor. A number of 
different items all point to the same obvious conclusion--the participant needs an assignment 
which provides him the opportunity to use his training. 

7. 	 Attitudes to the job: 
Participant satisfaction with his job, was closely associated with his rating

by thei supervisor. High rated participants were more satisfied with the recognition they 
received for their work, the authority they had to do their jobs, and the chances to do the 
work they had trained for. 

8. 	 Availability of trained staff and materiel: 
High rated participants commented more favorably on the technical ability

of people in their agencies and the facilities available. 

9. 	 Attitudes toward acceptance of new ideas and practices: 
There was a strong association between participant opinions of the acceptance 

of new ideas in his agency and the supervisor's ratings. Low rated participants complained 
that their associates were envious and resisted new ideas. They complained that their organi
zations were not interested in change. 
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10. 	 Relations to supervisors: 
High rated participants were more satisfied with their immediate supervisors and their supervisors were satisfied with them. weremore 	 They more satisfied.withthe ease of communication with their immediate supervisors and their high technical qualifications. In turn, the supervisors compared the high rated participants favorably on a num

ber of work related attributes, such as efficiency, skill and leadership. 

11. 	 Dissemination: 
Hjgrtc_ _ pants were more effective disseminators of their skillsand knowledge. Supervisors reported them as taking part more often in giving in-service
 

training, developing educational aids, and other forms of spread of ideas.
 

12. 	 Attitudes toward criteria for promotion:
Participant attiandos toward the criteria used for selection in his organization were strongly related to his supervisor's rating. High rated participants said thateducation and q of work were Important criteria for prcmotion. Low rated participants

said that being known to management, political influence, seniority, family background andprovince or town of birth were more important criteria. High-rated participants stressed 
achievement. Low rated stressed ascription. 

13. 	 Desire for follow-up support:
There was some tendency for supervisors to give higher ratings toparticipants who expressed more interest in further follow-up support activities. 

14. 	 Career benefits: 
High rated participants were very much more satisfied with the career
benefits resulting from their training. Many items were statistically significant in the 
same

direction. Training helped them increase their salaries, get promotions, get better jobs,
 
and so on.
 

15. 	 Learning: 
High rated participants reported learning more from their training, both


specific skills and a broader outlook in their fields.
 

16. 	 Changes in social behavior: 
Participants reporting having changed in their social behavior, either onoroffthe job, were rated low by their supervisors. Participants reporting that their co

workers approved their attitudes were rated high. Participants who said they learned habits
and attitudes their friends and family disapprove of were rated low. In general, itemns indica
ting change in social behavior were negatively related to the supervisor ratings. 

Summary. 

Participants rated high by their supervisors tended to be younger, socially mobilemembers of families that had humble social origins but now had members who traveled
abroad for their education. They were not zealous advocates of change, and were much
less 	likely to report having changed their social behavior as a result of observing the hostculture. They approved cL their supervisors and their supervisors approved of them. They
were satisfied with their training, their job assignments and very satisfied with career pro
gress. They were satisfied with their training experience, and less likely to feel they had 
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missed opportunities while in the U. S. They had favorable attitudes toward their organi
zations, the qualifications of their colleagues, their technical ability, 
 interest in change,
the availability of suitable facilities, and the fairness of the criteria used for promotion.
They tended to be a little more identified with the Philippines, were more active in dissem
inating the ideas they had learned, and a little more interested In follow-up support activities. 

Factors influencing the TA ratings 

1. 	 TA ratings were influenced by the participant's attitude to his job:
An examination of the relation between the U. S. TA 	rating, the supervisorrating, and the statements made by the participant show a much more intimate and systematic

connection between the supervisor ratings and the participant's statements than was true forthe TA rating. Nevertheless, the participant responses related to the TA ratings of applica
tion indicated one systematic factor that appears to have influenced the TA's ratings of parti
cipants. 

2. From the participant data we find that TA's tended to rate high those

participants who were more satisfied with the opportunities provided by their jobs. They
 
gave higher ratings to persons who were:
 

Satisfied with their jobs 
Benefited from their training more than they expecLed to 
Free to introduce ideas 
Satisfied with chances to do things trained for 
Confident in their skills and abilities 
Able to rely on co-workers to back them up
Satisfied with ease of communications with subordinates, co-workers, and 

immediate superior. 

3. TA's tended to give lower ratings to participants who complained about
 
the organization's lack of interest in using their training. 
 The low rated participants were
 
more likely to say that:
 

Subordinates and co-workers are not interested in receiving training
Training should be more directly related to the job
Organization is not much interested in doing a good job
Work associates are suspicious of the practicality of my ideas 
Organization is afraid to try anything new 

4. TA ratings were influenced by supervisors' opinions of the participant
An examination of the items in the supervisor questionnaire and the TA

rating of the participant indicate that the supervisor's opinion of the participant influenced 
the TA's rating. 

a. The TA's gave higher ratings to participants described favorably by
the supervisors as having: 

Leadership skills 
Ability and intelligence 
Ability to work with others 
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b. The TA's tended to give lower ratings toparticipants described unfavor
ably by supervisors: 

Has too many new ideas 
Has personal characteristics that prevent his using training 
Doesn't adjust easily to job requirements 
Has difficulty accepting directions from superior 

Although the TA ratings were related to supervisor opinions and evaluations, 
they were not related (or related in some way not yet clear) to supervisor reports of the 
participants' actual performance. That is, there was either an absence of relation or a 
negative relation between supervisor description of ways the participant used his training 
and TA ratings. As an example of the latter, participants whose supervisors reported that 
they had given in-service training or taught classes outside of their regular jobs were rated 
lower by the TA's. 

5. 	 TA ratings influenced by exposure to participant and supervisor opinions: 
This finding of the influence of participant attitudes toward his job and 

supervisor opinions of the participant on TA ratings, and lack of relationship between TA 
ratings and characteristics of the participant or his performance as related by himself and 
his supervisor, lead to the following conclusion: 

The U. S. TA's evaluations of the. participant were influenced chiefly by 
exposure to the opinions and attitudes of the participant about his job and the opinions
of the supervisor about the particip)jt. The TA evaluations do not seem to have been 
influenced,by, or in any systematic way related to characteristics of the participants, 
or their job performance as seen by participants or their supervisors. 

6. 	 Participant characteristics and TA ratings: 
Although the U. S. TA rating of the participant was influenced mostly by

participant attitudes toward his job, there were several other factors related to the TA 
ratings that are suggestive: 

a. Participants rated higher by TA's tended to be: 
Younger ** 
Perceived greater increase in their social standing, 

compared with their parents * 
Earn lower salaric-s * 

b. 	 Participants rated hiljher by the TA's tended to see themselves as 
less influential. 
The higher rated pa.-iipants had less interest in politics, were less 

likely to cite political influence as important in their selection, said they
had less influence on thwir co-workers (*) and subordinates, had less 
family connections and ,restige. 
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c. ParticipanLs rated lower by the TA's were more overtly oriented to 
the United Sl ateS. ere moe Ihl it tefavorale uii;i
tudes to the i'hilil)pinos on the part of Americans. They were soie
what more likely (not. statistically significant) to recall having spent 
time with Americans In the U. S. iii various activities. They were 
more likely to say that their friends think they are "too Aincrican.'" 

(Note 	that those !)ers(lns rated low by the TA's were not differentiated 
on the basis of having adopted specific American behavior patterns, 
but were more "American" in their pictures of themselves.) 

Summarizing, the data indicate the TA's tended to rate the younger, lower
 
earning, sociall mobile Lparticilants higherL. They rIated the participants who claimed
 
to be Influential and overtly more "American" lower.
 

Agreement among raters 

Was there any tendency for the raters--the participant himself, his supervisor, and 
the U. S. Technical Assistant, to agree about the conditions that lead to high or low employ
ment of training? We examined all the factors that showed an association with the ratings by 
any of the three and picked out those that were either statistically significantly related to 
utilization for all three raters, or for which the relations, while not all statistically signi
ficant, were in the same direction. 

The findings all point to one conclusion. All of the factors on which the three raters 
show some degree of agreement are related to (1) the participant's abilities and skills on 
the Job, (2) his attitudes toward the benefits of his traininl-g, (3) his attitudes toward his Job, 
and (4) the opportunities he has received to use his trainin. The items on which there Is 
agreement show a coherent picture. They are the mutually consistent kinds of participant 
behaviors which can most readily be observed and noted by all of the raters. 

1. Abilities and skills: 
Those participants who were judgc i_v their supervisors as having more 

aldls and ability on the job were rated highest by their ,utpcrvisors, the participants and 
the U. S. TA's. The relations between these ratings ot -participantskills and abilities by 
the supervisors and participant self ratings of employm( lit of training were high and all but 
one statistically significant. The least relationship show, between the supervisor ratings 
of skills and abilities and the U. S. TA ratings of utilization of training (Table A106). 

The specific skills and abilities rated by the supervisors were: 

Initiative 
Contribution to morale 
Leadership ability 
Ability to work with others 
Ability and intelligence 
Prior work experience 
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2. 	 Benefits of training:
The participants attitudes toward the benefits derived from the trainingexperience were also associated with the ratings of ui o.ac who said .sfutilization. Participants'wosithey gained more skill and knowledge than they had expected to, and who, overall, gainedmore from their Gverseas sojourn than they expected to, rated themselves highly,

more highly by the other two raters (Table A108).	 
andtended to be rated 

3. y)portunitytr, inig:to use 

Opportunity to use training on 
the job was also associated with highutilization ratings. Two factors were related: Participants' ratings of their opportunity touse their training in their present jobs, as compared to the ones they had before they left,and their ratings of their own opportunity to employ their training, compared to other
 persons with similar training (Table A109).
 

4. 	 Satisfaction with job:
Another cluster of participant attitudes associated with the ratingsindicates that participants who are satisfied with their jobs, rated themselves as highutilizers as well as receiviransrom the others. First, theirjobs and attributesindicating a highdegree of receptivity t participant's new skills and know-how. Thepeople he works with have technical ability; he finds it easy to communicate with his immediate superior; and he does not feel that his organization is afraid to try anything new. 

Secondly, the participant is satisfied with the work itself. He 	has a chanceto do things he trained for; he gets recognition for his work. Third, he is satisfied withthe benefits he gets from doing his job. He 	has received considerable increase in salary;his promotion chances are 	better than others, and 	he is making headway in the direction ofhis 	career objectives. On an overall composition index of job satisfaction, he shows more
satisfaction (Table All0). 

Summarizingthe important points where the three raters agree 

1. Supervisor ratings of participant work-related skills and abilitiessuggests that supervisor ratings can 	be used in the selection of participants. 

2. 	 Adequate job assignment following training is a necessary condition
for full employment of training. 

3. Participants who might realistically be expected to gain skills andknowledge, as well as other benefits, from the training experience are morelikely to be successful advocates of their skills and know-how. 

4. 	 Selection should aim at people who are moving ahead or who showpromise of career benefits from the training, salary increases and promotions.The training experience should fit the personal goals of the participants. 
5. Utilization is highest when it is encouraged by the organization, whenthe immediate supervisor of the participant is interested In supporting the participant and communicating with him, and 	when other trained persons are availableto facilitate the new ideas. The transference of ideas requires accessible channelsof communication between the communicator and the potential recipient. Transference also requires an attitude of acceptance on the part of the recipients. 
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10. IMPACT ON THE PARTICIPANT 

In the last chapter we examined the fate of the new skills and knowledge with which the parti
cipant returned in the context of his inmicdiato work environment. But in the last analysis, the 
transfer of ideas Is a matter of the particular relationship between the carrier of ncw ideas an(d a 
potential receiver or adopter to whom the ideas are unknown or relatively alien. It comes down to 
a matter of communication and influcnece between people. 

Under what conditions does the returned particil)ant become an active advocate, a vigorous
 
promulgator of the ideas he has learned? His foreign experience, although relatively brief, has
 
shown him considerable contrasts in behavior in the host culture and his own. Upon his return to 
his previous cultural environment he learns the extent of change in his tastes, behavior and ideology 
as he notes his own behavior and the reactions of others to him. To the extent that the returnee has 
changed, he finds himself straddling two ways of life. He is not entirely content with either. He 
does not like everything he saw in the U. S., and he wants to make changes In his own cultu.re. He 
wants t.o enjoy the Indigenous satisfactions he has always enjoyed and at the same time Introduce 
changes that are more to his liking. 

The potential recipients are confronlted with the advocate of ideas stemming from a different
 
but friendly culture. Their acceptance of innovation depends, among other things, on their atti
tudes toward the innovator himself, the effects the practice might be expected to have on important
 
values for the recipient, and the recipient's attitude toward the country of origin of the new ideas.
 

The vigor and extent of advocacy of his new knowledge by the homecoming participant is then 
a attIer of his motivation to promulgate this knowledge, his identification with these new skills 
and associated attitudes, and the esteem of the potential recipients for the innovator, his specific 
skldls, and the country of origin of the innovations. These are some of the determinants of the 
personal relations between advocate and recipient, and upon them depends the successful transfer 
of ideas from one culture to another. In this section we examine some of these determinants: 

From our evidence we think there are a number of types of effects which contribute to the 
participans employment of his training. These are: 

.. Changes in the career of the participant and his influence potential. The training 
may have no affe-t, a retarding effect, or may move the participant forward at a much faster rate 
in his career. These Important changes are associated with his training and will effect both his 
capacity and Tnotivation to utilize the training. 

2. Changes in social prestige, recogpition and perceived expertise. The prestige of 
the homecomer with his work associates in the area he has been trained in is decisive in acceptance 
or rejection. What is the influence - position of the returned participant? With what groups does 
his influence increase? 

3. What is the value of the traininge!_jperi ce In the eyes of the participant and his 
work associates? Is the educational opportunity considered a means of enjoying foreign travel at 
minimum expense, or a real opportunity to gain needed and wanted skills and knowledge? What is 
the meaning of this foreign experience to the individual and to the work and social community from 
which he came? 
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4. Changes in authority relationships and cooperation among work associates.Acquisition of more democratic standards of blchavior is not an incidental consequcnce of theprogram. Attitudes that promote supportive relationships between superior and subordinateand that lessen the vast social cleavages between superior and subordinate facilitate the transferof training. Similarly, the development of more friendly, cooperative, interested relationships
among co-workers at the same level will increase the exchange of information and actual helping
relationships. 

5. The development o L)ro-productivity atituf.Os. The use of new skills demands thelearning of associated attitudes. The use of skills requires increased initiative and Industriousness, a higher value placed on work, and the organization and integration of behavior for the

achievement of objectives beyond the immediate future.
 

6. Development of pro-Ainerican attitudes. Do the returnees develop a genuine inter
est in U. S. Philippine cooperation? 

Changes in the participant have important consequences for the effectiveness of the program.They are intimately related to the participant's ability to enjoy his new skills and know-how. As
the returnee moves into better positions, he has greater potentiality for using his training. 
 Similarly, the respect and recognition given him make him more influential. A high evaluation of hiseducational experience by work associates increases his acceptance as an expert. Enhancementsof his social skills increase his ability to work with other persons and gain their acceptance of hisideas. Most important, the acquiring of technical information and know-how will have little effectIf it does not have an underpinning of personal interest and motivation to contribute to productivity.Increased motivation needs to be imbedded In work attitudes which encourage systematic planning,disciplined effort, realistic time perspective, greater organization of activities and simplicity ofprocedures. Finally, the development of pro-American attitudes and feelings is not an incidental
effect of the program, but instrumental to the maintenance of successful relations with Philippine

organizations.
 

Extent of change 

New experiences, unless drastic or compelling, do not change people. They tend to bring outexisting dispositions, channel them and reinforce them. The American experience served tocrystallize existing tendencies rather than convert. The interviewers, rating each of the participants, on the amount of change which the U. S. experience seemed to have brought about, estimatedthat only five percent of the participants, on the basis of what they said and did during the interview,might be regarded as having changed a great deal. Fifteen percent of the returnees were rated aR 
having changed somewhat. 

In addition to the amount of change in participants brought about by the training experience,the interviewers were asked to make an overall judgment of the ways in which the returnee had 
changed. 
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Table 10. 1 	 Ways In which interviewers saw participants
 
as changed
 

Percent
 

Most changes in sldlls and mowledge, with some 
personal, social and attitude changes 38 

47Both changes equal 

Mostly personal, social and attitudinal change, with
 

16some changes In skills and tmowledge 

For a substantial number, the experience resulted chiefly in changes in their technical 

ability. A small number was considered to have changed for the most part in their personal and 
Considering the leng h of thesocial behavior. I of the partlc pants changed In both ways. 

the amount of personal vid. social change is quite remarkable. Sixteen percenttraining experience, 

of the participants said they hr-d not changed at all. One third indicated that their friends, families,
 

no •:t 	 A50). Forty-one percent indicatedand work associates h',d noted c.ai:-es all in them (able 
o.: observed resulted in tlheir behavin, or feeling in any way differentlythat nothing :.hey had learned 

than their friond,, 'anille and a,;,-oclates. The differences described were rarcly sources of con

flict between .' olher:.ard 

moved back into their social and job orbits 	with little difficulty, and experi-The partic tants 
enced little flicl - aorosu, of thel" experiences. The changes that took place in them were 

along a notch. Their skill assets inereascd. Their
mainly beneficial. Their c aeers were %o',d 

chaniged socially inpersonal character and 	work attitudes in ways they
social capita, 'rC.. he 

anc vxhich mc t with Ittle active rescntncnt from ot-ers -Table Ahi). Alongpersonally alproved, 

with the inlri-si- enjoymn'nt of the new experienccs in the U. S. , the long range benefits were also
 

favorable (Table 	-52).
 

Career valvc
 

but not as much
The returnees felt that their U. S. training had improved their life chances, 

as they had expected. The table below illustrates this finding: 

10. 2 Expected and actual benefits of U. S. trainingTable 

Percent responding "a great deal" 

Actual benefitsExpectations 

Improve promotion chances 	 63 49 

47 34
Get better job 
31
46
Increase salary 

Number of interviews - 434 

Many of the participants expected that the additional training and experience would be of 
were fulfilled,

great value to them in their careers. For many participants these expectations 

but a substantial number were disappointed. 
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What was the actual situation of the returnees? At least half received promotions upontheir return. Of the 167 persons previously evaluated by the Technical Assistants, a contentanalysis of their comments in the USOM biographical files indicates that approximately half ofthese received salary increases and promotions. Similarly, almost half of the participantsthemselves reported that the jobs they returned to represented a promotion (Table A53). Thereturnees also reported that their present grades or salaries were higher than the position occupied when they left for training (Tables A54 and A55). 

Despite this obvious improvement for many of the returnees, they were typically lesssatisfied with the career benefits than some of the other consequences of training (Table A5).There are several reasons why this may be so: First, the participants seem to have had unrealistically high expectations about the job gains tc be expected from U. S. training. Secondly, a comparison of the discrepancies of their own standard of living, salaries and jobs with their U.counterparts may have induced some dissatisfaction with their own lot. 
S. 

Third, they may havebeen dissatisfied with their own rates of progress in the government bureaucracy, or industry,particularly relative to others in similar jobs w' did not receive U. S. training. 

The data indicate that the participants did indeed have higher expectations about the valueof their U. S. training than were subsequently realized. 

Table 10. 3 Help expected from U. S. visit, that actually received, and 
net gain or loss: selected career items. 

A B 

Item 

,Help 
expcted 
mean 

Help 
received 

mean 

Net loss (-) 
or gain () 

mean 
Increase salary 
Get better job 
Increase promotion chances 
Obtain academic degree
Gain social prestige 

4.82 
4.73 
5.44 
2.96 
4. 85 

4. 12 
4.30 
5.02 
2.66 
5. 20 

-. 70 
-. 43 
-. 42 
-. 30 
. 35 

Number of participants - 423 
Scale for A and B: 7, a great deal, to 1, not at all 

Participants expected some help from the U. S. visit in getting increased salary. Interms of the help they felt they actually received, they suffered the greatest loss on this item.Similarly, they felt they had actually received less help than they expected in getting a betterjob, increasing their promotion chances and obtaining an academic degree. They felt theygained more social prestige than they expected to, however. (Table A5.) 

Comparison of their lots with that of their U. S. counterparts, was a sensitive topic formany. Very few returnees indicated that the trip had resulted in improving their standard ofliving, as the obstacles to getting an improved home and electrical appliances are formidable.At the same time in a measure of job satisfaction, most dissatisfaction was expressed toward
salaries (Table A34). 
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What were the career values of the U. S. experience? First, ninety-percent of the parti
cipants reported they had gained in professional skills and knowledge. Not only did they see
themselves as having increased their teclnical resources, they felt that other persons considered
them as experts in the fields in which they had studied o,- observed. As reported previously, the
returnees indicated that they were frequently consulted jy their work associates and had more

influence, and received 
 increased respect ad recognition. For ; ome of the participants, thisproved somewhat embarrassing. A number commented that the expertise assigned to them by
their work associates was 
far greater than that they actually achieved. 

Secondly, the returnees felt they had significantly improved their life chances as a consequence of their additional training. They had advanced their careers and improved their promotionchances. In the opinion of their supervisors, they also had high potential for promotion (Table A56).Although the kind of person selected for training is also likely to be promoted, the skill Improve
ment is probably a direct cauee o: their feelings of career improvements. Education and qualityof performance were considered to be the two most important criteria for promotion by the returned participants (Table A57). Finally, for at least one-third of the sample, these career gains.
were already reflected in higher job status and salary increases (Table A52). 

iThe participants evidently returned to their jobs and readjusted with little difficulty or littlesign of overt conflict. They did not feel that their experience had made them significantly different from their work associates. In answer to a series of questions and probes about the acquisition of attitudes and behavior that were different from their work associates, friends and family,
 
.a large number, forty percent, replied that they did not think or behave rlifferently in any way.
Of those who described differences, very few described discrepancies that their work associates

would not approve (Table A58). Most described differences that would be approved by their

fellows, but contrasted with current practices. These were differences in the efficiency and or
ganization of work behavior, and adoption of egalitarian practices in the office, socially and inthe family. The greatest difficulty, although not considered as very much of a difficulty was
the reaction of their co-workers. Their associates were first, envious of their experience, and 
second suspiciou of the practicality of their ideas. 

Certainly, the time spent in training away from home and their jobs was not consideredto be a professional handicap. Very few persons reported that they lost contact with persons
of influence or lost opportunities for advancement while they were away (Table A38). However,
there is a self-selective factor operating. Persons who are afraid they may lose out while they
are away are less likely than others to consider additional training. In the Philippines at least,losing opportunities for advancement was not an unanticipated unfavorable consequence of foreigntraining, as has been reported for trainees from some other countries. 

Finally, we can gauge the participant's attitude toward his career from a set of questions
about factors influencing his satisfaction with his job. The evidence indicates that he is more
satisfied with the way other people behave toward him, his standing, or job status, than he iswith the actual performance of the work he does, or the financial rewards. He is most satisfied
with the esteem, recognition and authority granted him. He is less satisfied with his actual job,the chances to do things he trained for, and the technical ability of the people he works with. 
He is least satisfied with his salary. 
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Table 10. 4 Satisfaction with aspects of present job 

Mean
 

Recognition of work 5.51
 
Acceptance as professional expcrt 5.47
 
Authority to do job 5. 23
 
Progress towards career goals 5.22
 
Present job compared with similar jobs In
 

other organizations 5. 18
 
Chances to do things traincd for 5. 09
 
Technical alilit_of peo lc 4.95
 
Present salary 3.87
 

Number of participants - 429
 
Scale: 7, very well satisfied, to 1, very dissatisfied
 

Effective participants received maiM career benefits 

Participants wl'o reported rcceiving considerable advantage in their careers as a result
 
of the additional training gave themselves higher ratings and received higher ratings from their
 
supervisors on their application of training, Utilization of training requires that participants
 
be highly motivated and interested in using their training. These findings suggest that one of the
 
main criteria for selection of a participant for training should be the extent to which he Is likely
 

to benefit in his career from the training. 

High self-raters made less money from their main jobs prior to selection (Table A99).
 
The participant's present salary was also negatively related to their ratings of utilization. The
 
Industrial Development Cent:er participants, who had the highest salaries, received the shortest
 
training and were lower than average in their self-ratings of utilization. In contrast, the U. S.
 
TA's gave higher ratings to participants with higher salaries.
 

With respect to changes in salary level and promotions the ratings were consistent. Parti
cipants receiving increases in salary were rated higher by all three groups. Participants who
 
received promotions upon their return gave themselves much higher ratings on application of
 
U. S. training and were also rated higher by their supervisors. 

Similar findings were obtained for the participants' attitude toward his chances for promotion 
and the overall impact of the training on his job and career (Table A103). 

Table 10. 5 Career benefits, and three ratings of utilization 

Ratings of utilization by:
 
Career benefits: Participant Supervisor U.S. TA
 

Present salary ** (-) *
 
Increase in salary **
 
Present grade or salary compared
 

with that before leaving ** **
 
Received promotion upon return
 

(file data) *
 
Received promotion upon return
 
Chances f _r-promotion compared to
 

others after training 	 ** ** 
U. 	 S. training helped improve pro

motion chances **
 
U. S. training helped get better job 	 ** ** 
U. 	 S. training helped advance parti

**
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Social capital 

The returned participant shifts roles from student to worker, and his influence relations 
also change. Learning new skills and ideas as a visitor abroad, the participant must allow him
self to be influenced by his teachers. We have indicated that the more favorable an attitude the 
visitor has toward Americans, and toward the professors and staff of plants where he is observ
ing, the more likely he is to accept and associate himself with the techniques and attitudes he 
is learning. Back in the job, the participant is the source of influence; similarly, the more accept. 
able he is to his work associates, colleagues and friends, the more likely they are to accept him 
as a source of influence. 

The evidence clearly indicates that the returnees have made large gains in their social
 
capital. In fact, this gain far surpassed their expectations. Comparing a rating of expected
 
benefits to be derived from the trip to the U. S. with a list of actual benefits derived, the largest
 
gain was in increased social prestige (Table A5). The returnees were pleasantly surprised by
 
this change in the attitudes of their family, friends and work associates. In answer to a question
 
about the advantages accrued to them personally, one-third specifically described the fact that
 
their social value had been considerably enhanced.
 

Along with the glamor of foreign experience, the acquisition of new skills and knowledge,
 
and increased social prestige, the returnees felt they had gained considerable skill in relating
 
to other people. Moving from a familiar environment where the rules of social behavior were
 
clear, the visitors found themselves confronted daily with the task of dealing with strangers in
 
a foreign land. As a result, many felt they had gained social skills far beyond what they would
 
have achieved without being subject to this stress experience.
 

These gains in technical and aocial skills accompanied by Increased social prestige were
 
reflected in the everyday life of the returned participant. He felt more confident of himself in
 
relation to both his work and to other persons. lie felt more comfortable in social situatihns.
 
Most of the participants led fairly narrowly circumscribed social lives and their associations
 
with other persons were limited. Now they felt more equipped to deal with strangers and experi
enced less discomfort in new situations (Table A59).
 

Associated with these changes in skills, increased social and self-esteem, and social ease, 
many of the participats felt they had increased their capacities to express themselves, to speak 
in favor of their own ideas, and to carry out their activities in an organized manner. In sum, 
these social and )crsonal gains increased the influence potentiality of the returnees. It increased 
both their own capabilitic, for exercising influence and the acceptance of that influence by the 
associates of the returnees. These changes in influence potential cannot be disregarded in any 
planned program of social change, unless the conditions are such that acceptance of the returnee 
on the basis of a need for his technical competence alone can be assured. Where the returnee 
must use his skills in an environment which is not receptive, the returnee's influence potential 
and the change-readiness of his work associates is crucial. The problem remains, however, of 
converting this influence potential into the actual exertion of influence. The returnee is likely to 
accept the rewards of his increased technical and social skills without endangering his position 
by advocating unpopular changes. There are two possible areas of solution: increasing the 
motivation of the participant to introduce changes, or increasing the acceptance and motivation 
for change by others in his work environment, in a program of planned change. 
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Educational value 

The Filipino is intensely eager to acquire aoditional education. I Currently, there areseveral good universities and technical schools, and a number of "diploma mills" which atternptto satisfy the desire for education with the all-important degree. The desires of the participantsfor additional training and degree acquisition must be seen in th, light of this striving for education and the symbol of learning provided by a degree. For lower and middle class persons,
main channel of mobili ty is education. Although education i-

the 
not the criterion for promotion, Itis a certification of eligibility. There are still relatively few induitries and manufacturing planteand therefore little opportunity to change one's status in life through industrial channels. For thewhite-collar worker, the main source of employment is the government. The government jobholder is often the main source of support of his extend:d far, ly, as many twenty or so personas 

Government jobs are a natural mobility channel. The machinery of government has alwaysbeen in the hands of the upper class. It is also highly centralized, providing a clear-cut imageof power and wealth at the top of the structure. Civil service jobs are low-paying, but public
office is seen by some as providing opportunities for private exploitation. 

The very fact of being selected for training in the U. S. , and the training experience,increased the status of the participants. Since, at present, the educational institutions in thePhilippines are not equivalent to those in the United States, the foreign educated are not targetsof hostility from graduates of domestic institutions. It is conceivable that if U. S.-Philippine
relations deteriorate, if the Filipinos become more nationalistic, and i a better system of
higher education is developed, a U. S. education may become less of an 
asset and even a liability.Comparable difficulties have been observed at different periods for the foreign educated in other
countries such as Japan, and more recently Eg.ypt. 

The returned participants in the Philippines at the time of the survey in 1958, valuedhighly the U. S. educational experience and the mark of distinction this conferred upon them.They felt they had acquired a broad outlook in their vocational fields, and secondly acquiredspecial techndques in their field, new skills at working with people and a more scientific wayof thinking (Table A60). More generally, the participants felt they had broadened the1 r socialand cultural outlook. Nearly half of them mentioned this broadening effect in the oral interview.Let us examine, however, what lies behind this term.. How broad did their outleok become? 

The evidence is scanty and based on surmise from the interviews and questionnaire wherethe participants were asked a number of broad questions to allow them to state what effect theU. S. experience had on them, as they saw it, and as they saw it reflected in the eyes of their
families, friends, and work associates. First, the 
returnees placed considerable stress on
their learning about the U. S. One--fifth of the sample mentioned this 
as one of the chief ways
they have changed, their increased knowledge about Americans, the people 
and the way of life.In another series of questions, "Knowledge of the U. S." turned out to be one of the chief benefits derived from their U. S. experience (Table A5). This finding replicates those of other
studies of the visitor returned from abroad. Conspicuously absent, however, in contrast to
the usual remarks of returnees, is the statement that the trip abroad has given the visitor newinsight and perspective into his own country. Returnees from other cour.ries have often statedthat they found their own country while visiting another. From the perspective of contrast they
could see clearly delineated 
the features of their home country. Although we gave them ampleopportunity to say so, in the written questionnaire and the oral interviews, there were few such 

1See bibliographical reference number 9. 
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comments. In fact, when we asked the participant to compare himself before and after training

with other persons on the basis of a number of criterion, there was least average change from

before to after training, in "knowledge of political, 
 social and cconomic factors in the Philippines."Similarly, there was little indication on t:he part of the participants that they had gained increas
ed perspec(ive on international relations, or U. S. -Philippine relations. 

Changes in social behavior 

Next to changes in skills and know-how, the most frequently reported change in the participanits was in the area of interpersonal relationships. Three-fifths of the participants spontan
eously reported in the oral interviews that they had learned new ways of behaving toward other
 
persons either in work relations with their superiors, subordinates and colleagues, or towardstheir friends and family. How did these changes in attitude and behavior toward other persons
 
come about?
 

As we have described in reporting on the participants' experiences in the U. S. , many
of his observations of American interpersonal behavior struck him as clearly contrasting with

standards of behavior in the Philippines. 
 Ie noted the egalitarian patterns of superior-to-sub
ordinate relationships, the general friendliness and willingness to help expressed among

colleagues and friends regardless of status distinction. In the family, he noted the sharing of

influence and responsibilities and the social closeness of husbands, 
 wives and children. 

In contrast, the Philippine pattern seems to lie between U. S. patterns and those
characteristics of Asian countries in general. Superior-subordinate relations are character
ized by authoritarianism, -- deference and even subservience toward one's superiors, 
 and
disdain for subordinates. Obligation and concern for members of the extended family are deep
and real, but feelings of helpfulness and interest (1o not generally extend to strangers. 
 Similarly,
the family relationships are characterized by a strict division of labor, domination of the

patriarch of the extended family, and deference for males and elders. Children fall at the

bottom of the status ladder at a point very distant from the male elders. 

Some of the participants commented amusedly at their own skills in adapting to American
culture 
and the insight gained in visiting American homes. After dinner, they put on aprons

and helped the American parents dispose of the dinner dishes. 
 Such an action is nearly imrpossible for the Filipino at home. He or she is likely to have a servant to accomplish the physical
tasks. Physical labor in the home is considered as degrading in status, and males seldom 
share the household responsibilities. 

A measure of attitudes and social approval 

Some participants noted these differences between the Philippines and the U. S. withoutfeeling any pressure to change in the direction of U. S. patterns of behavior. It was our
impression that the increased prestige and status afforded by the training experience may even
have supported and strengthened their authoritarian behavior. But the majority evidently felt 
some pressure to change in the direction of American standards. The extent to which theseverbal reports of changes made to Filipino interviewers were accompanied by actual changes
in behavior is difficult to estimate. The changes that actually take place in behavior are inthose areas of life where the participant has the most power and meets with the least resistance 
from other persons. 
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Measurements wore made of the position taken by the participant on a set of statemontsfor which one might expect differences of opinion between Americans and Filipinos. On eachstatement the participant was asked to express his own attitude on a scale (Table A61) and
indicate what position he thought the following groups would take with respect to that same
statement: his family, friends, co-workers, superiors and Americans he knew best. Seccondly,we asked hii m to indicate on a scale the extent to which these persons would approve or disapprove of the position he took. The participant's statement of how he had changed will be discussed along with this measure of the extent to which he felt these changes made him differentfrom Americans and other Filipinos, and their resultant approval or disapproval of his atti
tudes.
 

Changes in interpersonal relations 

One-third of the participants mentioned that they had changed in the area of superiorsubordinate relations. 
 The examples given specifically cited changes in behavior towardsubordinates rather than superiors. The returnees cited their increased egalitarianism,friendliness of behavior and encouragement of independence in their subordinates. On thequestion of formality or informality as the preferred mode of relation between superior andsubordinate, the participants were, on the average, in the middle of the scale. They indicatedthat their co-workers were entirely in agreement with them on this issue. They saw theirfriends, family, and American associates as being alike and advocating more informality.Their superiors, however, wanted a good deal more formality in these relationships.did the participants estimate the responses of others 
How 

to his position? They felt that their
families would be most approving, and considerably more approving than his American
acquaintances. Their superiors were estimated to be least approving of their attitude. Thisconfirms the guess that changes in superio'-subordinate relations mentioned by the returnee
were more likely to be 
changes in his behavior toward his subordinates. 

The participants also mentioned having developed more friendly outgoing attitudes towardtheir co-workers and work associates at their own level. Aith respect to how quickly one shouldshow friendliness toward strangers in a work situation, the participants reported themselvesas being similar to Americans in showing friendliness more quickly than would the other Filipinogroups. They also felt that Americans would be morc approving of this attitude. 

On the issue of the importance of complete understanding among co-workers, the participants Indicated that they felt it was the most essential. Their American acquaintances andco-workers were closer to their opinions and their friends the furthest away. Their friends 
were also the least approving. 

One-third of the participants reported that t.- emotional tone of their relationships toother people had changed. They wcre more tolerant, broadminded, more friendly, pleasant,congenial, and interested in people. Other person-j, they reported, had noted this change intheir manner, their friendliness and pleasantness. This increased friendliness in interpersonalrelations has been also reported for students returning to India from the United States. Evidently this is one of the values in the U. S. which the visitor may incorporate into his own
behavior. 
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Changes infamily relationships 

The kinds of changes cited by the returnees in their behavior toward family members 
centered principally about children. They noted that the children in American homes they
visited were treated as little adults. They had a high status position in the home. Their 
remarks were listened to. They shared the table with their elde. i. For the Filipino, children, 
while a source of pride, joy, and concern, are considered socially inferior. When company 
visits, they are supposed to be out of sight. The visitors were Impressed by the social skills 
of American children and sonic indicated that they were now nicer to their children, not as 
punitive, more tolerant. 

With respect to the family as a whole, they commented that they were less patriarchal, 
more inclined to share responsibilities, and had a greater love for their families. Significantly, 
nothing was said by the males about changes in their conception of the role of women. The 
Filipino wife characteristically does not have an active role outside of their home. if invited to 
social functions, the wives stay together. The role of women is generally subservient to the 
male. While this conservative view has broken down in many respects, the Filipino male is 
likely to convey his impression that women in the United Statee have far too prominent a role. 
Some of the participants already had a partnership relation with their wives, characteristic 
of the young couple in the Unite i States, with both working. None of the others mentioned that 
the U. S. experience had changei their attitudes toward the role of women. 

Change in work attitudes 

Over half of the participants talked about the ways in which they had changed in the direction 
of greater systematization and management of their work and personal affairs, as well as greater 
energy expenditure. They Indicated a greater degree of order, of organizational planning, in
creased time perspective. As one shop supor!ntendent commented, he now has all of his tools 
organized, in the order in which they will be ustl with a definite place for each. Or an engineer 
remarked that whereas he used to start a job at the beginning without a specific plan for the entire 
job and a time schedule, his observation of similar pruc'edures in the U. S. has led him to be 
more detailed in his planning. 

Increased industry, drive and initiative in their work, wah a frequent comment. We have 
no data on the impact of this increase in zealousness on the tenacl'y to which Philippine organi
zations cling to established procedures. Cur observations of the impact of American eagerness 
on Philippine organizations leads us to feel that the main result for the U. S. Technicians was an 
increase in their sense of frustration. It may well be that the Filipino is more apt at converting 
this increased motivation into accomplishment. 

Along with increased energy, the participants commented on their increased skill in 
channelling that energy. They were more efficient, worked faster. They also adopted standards 
of behavior that lead to higher productivity, greater punctuality, and simplicity of procedures. 
They were more responsive to new ideas, advocated the selection of personnel on the basis of 
merit. 

Selection on the basis of merit contrasts with the nepotism which is still considered almost 
a family obligation by many in the Philippines. Participants, when given a list of statements 
and asked to indicate their agreement or disagreement, disagreed the most with the idea of a man 
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using his power or influence to secure jobs for his families and relatives. They were also askedto Indicate how others feel about these questions. Following is the order of disagreement withthe practice of nepotism: (1) tle participant (most disagreement); (2) American friends; (3)superiors; (4) family, co-workers, and friends (lcast disagrcement). The participants also feltthat they and Americans were more likely to feel that it was essential to be on time, than didco-workers and friends. The participants indicated they were most likely to agree with the
notion that the mark of the successful man is efficiency. Superiors and Americans were 
seen toshare this point of view, but friends and co-workers less in agreement with the former group. 

In sum, the participant saw himself as closest to Americans in these work attitudes,
followed by his superiors. Family, co-workers and friends were viewed as 
most distant fromthe participant's opinions. The participant feels that the Americanization of his wyork attitudesis more in consonance with his superiors than it is with his co-workers on the job. Outside ofthe job, his family and frie(ls are the most different. It may well be that his Increased industryand efficiency is viewed as m!etiing the approval of his superiors, but viewed by co-workers asforeign-inspired enthusiasm and "rate-busting." For his family and friends it is a break with
traditionally approved modes of behavior. 

Similar comments were reflected in the returnees' evaluation of changes in his characterand behavior. Participants commented that they dealt more honestly and frankly with otherpersons, were generally more analytical, adopted simpler patterns of eating and dressing, weremore thirifty and budget conscious in their home management. Again these traits contrast withthe characteristic enjoyment of lavish hospitality and banquet meals, ornate clothing and decoration, and spending behavior based more on impulse than design. 

Table 10. 6 Ways participants changed upon return: summary of 
interview comments 

Percent Frequency 
of mention 

Increased knowledge and skills 87
Increased organization of activities 51 
Broader social and cultural outlook 
Increased friendliness of interpersonal relations 

50 
34

Increased job opportunities, salaries, promotions 32
Increased social prestige 32
Improved superior-subordinate relations 30 
Improved relations with family
Better knowledge of American way of life, people 

28 
20

Improved personal character 19
 
Improved social relationships 

Adopted specific American social patterns 

18 

Increased self-confidence, courage to express self 
13 
8

Improved standard of living 3 

Number of interviews - 434 
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Effective pnrticpants chaned more injoh-related characteristics 

The self-ratings of participants can be compared to the interviewer global ratings of theextent to which the participants training experience had led to significant changes in his life,and whether these changes were personal or related only to his job. Participants with hgherself-ratingsof application were rated as having changed more. Bit, the kind of changc wasmore likely to be technical, In terms of their skills and know-how. Moreover, if we look atthe statements made by the participants themselves, it alse appears that they changed in theirpersonal behavior In factors that were job-related. For example, the effective participantswere more likely to report having changed in their relations to subordinates, being more democratic and informal. There was also some tendency, not statistically significant, for them toreport being more organized and systematic in their behavior (Table A104). 

Effective participants became more valuable resources 

Participants rating themselves high on application felt they had increased considerabl,in their job abilities, and experience, although they also compared themselves favorably toother persons before training in their skills and ability, technical know-how, work experience,and so on. In comparing themselves to other persons after training, the relationship between
estimation of own abilities and self-rating of utilization was significantly higher (Table A105).
 

Effective particip.nts are more satisfied with their jobs 

Effective Participants felt their chances for promotion increased and were more satisfiedwith theirjobs as a result of training. These feelings had some basis in reality. Participantsindicating greater satisfaction with their jobs and promotion chances received higher ratings
from their supervisors (Table A105). 

Effective participants gained prestige 

Effective participants felt that they gainedIn personal as well as family prestige as aresult of their training. Participants reporting more political influence rated themselves
lower and were rated lower by their supervisors (Table A105). 

Effectiveparticipants increased in their interest in Philippine development 

Effective participants tended to show more interest in Philippine development followingtheir training (Table A105). They also were more likely to be more closely identified with thePhilippines and to have more favorable attitudes toward their country (Table A100). 

Table 10. 7 Attitude toward Philippines, and participant ratings 
of utilization 

Rating of utilization by
Attitudes toward Philippies: participant 
Hoped to do something for country **
 
Told people in U. S. about Philippines 
 ** 
Advantage to have people know country


of origin
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Supericiatsanges 
n prsonal behavior 

A number of studies report that par icipants who change too much In the direction of thehost culture's patterns of behavior may find thomselves alienated from their host culture whenthey return. Some evidence on this point appears ini our study, specifically with respect to the
attitudes of supervisors to changes by theft' subordinates, 'Sub: dlinate, who reported having
changed in ways that their friends and fatlniie ,, did not appn ve of, or 
who changed in theirsocial or family relationships in the direcLoi
likely to be given low 

of more eqt,'i li-irio procedures, were moreratings on app Iicatjoi of 1:di iin 11y ib! si:)r'visors. A possible explanation is that persons whose behavior ),terns are ivev ,alwAcdted themselves. They are not viewed 
rg:i coino to be negatively evalua, acoepable sour eco of technical innovations,personal behavioral deviates from as their

ccoptab Je standards (Table A.107). 

Supervisor's views of effective PUrli c ipn, 

Supervisors were asked to rae he lj)avricipantssservisors who rated 
on a number of characteristics.s heparticipants favorahly Ingeneral,on these characteristics gave thesameparticipants high ratings onutilization. icioants fatedfvorablyon these characteristicstheir superiors also rated themselvesTh onuliat by 

these ratings and the U. 
i Th-ere was also a relationship betweenS. TArsovahation f participant utilization of training. Supervisorswith favorable attitudes toward participants vore reflected in the favorable self-ratings and TAratings of the participants (Table A106). 

Table 10. 8 Supervisor appraisals of participants, anu 
three ratings of utilization 

Ratings of utilization by:Superior's appraisal of Participant Supervisor U. S. TA
participant characteristics:
 
Initiative 
 ** *
 
Contribution to group morale ** *Contribution to improve work efficiency **Academic training 

* ** Pleasing personality 
* **Leadership ability and potent-al for promotion * **Ability to work with others * 
* ** *Adaptability to local work conditions * **Previous work experience .
 * *Ability and intelligence * ** * 
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11. RELATIONSHIPS WITH U.S. TECHNICAL ASSISTANTS 

The U. S. technicians and advisors in the ICA Mission, Technical Assistants or TA's 
as they are called in the Philippines, are the Americans with whom participants and their 
superiors have most frequent and meaningful contacts in the joint program of economic and 
social development. While material aid from the U. S. is inip "tant, it is to a considerable ex
tent on the technical ability, teaching skill and personal qualities of these TA's that the U. S. 
contribution to this joint effort depends, and is judged. 

References to the role of the TA's has been made in other sections of this report. This
 
section is to summarize the information coming out of the survey which relates to U. S.
 
Technical Assistants, even though this means some repetition. We feel it desirable to have
 
most of these data in one place for those who are especially interested in this aspect of the
 
participant trainih.g program.
 

Participant ratings by TA's 

At the time of the survey, tl,ere were some fifteen TA's directly associated with the 
projects forming the eleven type-of training groups studied. As was mentioned in the section 
on method, projects, for study were selected partly on the basis of the availability of TA's 
associated with them. These TA's gave ratings to most of the participants in these 11 groups, 
evaluating 399 in all, of whom 294 we:e interviewed. In about three-quarters of all the TA 
ratings, personal knowledge of the part!cipant, his work and his envirrnment was found most 
useful in making the ratings. Quite a number of participants, including all those in industry 
were simply not rated because TA's did not feel they had personal knowledge of the participant 
and his environment. In one-fourth of the eases TA's reported that their personal knowledge 
and the examples of utilization given by participants were more or less equally useful. In a 
negligible number of cases utilization examples were considered more useful than personal 
knowledge.
 

About thro'e-fifths of the participants interviewed reported that there were ICA Technical 
Assistants assigned to their agency or project at the time of their selection for U. S. training. 
One fourth said there were no TA's and the remaining 15 percent did not know whether there 
was a TA or not, or gave other answers (Table A123). Of those who said a TA was assigned to 
their agency or project, just over one-third (35 percent) did not know to what extent the TA had 
inf"uc,zced their selection. Seventeen percent said that TA's had nothing at all to do with it. 
The remaining half (48 percent) thought that the TA's did influence the selection, most of them 
a good deal. 

Participants apparently felt that TA's had quite an important role in their selection, but 
that their superiors and others in their organization had the major responsibility and influence. 
Superiors felt that the role of the TA in selection should be about the same or somewhat less 
than it is. 

TA's themselves also commented on the selection process. They seemed to feel that 
selection had been fairly well-handled except in a relatively few cases. In connection with 
needed improvement, factors mentioned most frequently were that some participants had 
personal difficulties, and that some did not try hard enough. Other factors mentioned as 
related to selection which prevented greater utilization of training are listed ini the section 
on selection. 
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Orientation and pre1dcepartur prerparation 

Participants considered the U. S. Operations Mission to the Philippines more helpfulto them in getting ready for their U. S. training experience than their own Philippine agencies,but not of as much assistance as ICA/Washington. U. S. Technical Assistants were consideredvery helpful in preparing for the trip to the United States by 59 percent of the participants. Manyof the remaining 41 percent had no TA's assigned to their agency. Wherever there were TA's,they seem to have been helpful. In addition, other persons in the ICA Mission, not TA's asthe term is used, seem to have been helpful in readying participants. The specific ways inwhich TA's were helpful in preparing the participant for his trip to the U. S. are described in
the chapter on selection. 

TA's in back-home application of training 

Two-thirds of the participants reported that there wereproject after their return from the U. 
TA's assigned to their agency orS. This Is slig ':ly more than the number of TA's beHevedpresent at time of selection but may reflect greater awareness by participants of these TechnicalAssistants. Apparently there has been considerable stability in the number of TA's in the projects represented by the fields of training selected for study in this survey, even though theremay have been considerable turnover among TA's during the 1953-57 period. 

Sixty percent of the returned participants interviewed said that TA's had been helpful inback-home application of U. S. training (forty-two percent felt TA's had been very helpful,and eighteen percent moderately so). Only 10 percent said that TA's had been of no help at all.Thirty percent gave no answer, most of these in projects which had no TA's. The ways in whichTA's were seen by participants as being helpful are summarized below. 

Table 11. 1 Ways in which TA's are helpful in 
back-home application of training 

Percent frequency of 
mention

Moral support (encourages me)

Work with me in my job 

37
 
25Material help (facilities, equipment) 22Provides consultative services 9Recommends me for better position 6 
99
 

Number of participants 388-
It seems clear that moral support, personal encouragement and help on the job are much moreimportant to the participant than material help given. This emphasizes the need for follow-up
support by TA's. 

Participants, in another part of the written questionnaire, indicated thepresent usewere making of TA's, theythe present value of this assistance and the desired use they would liketo make of TA's. For present use and present value the average responses fell between "some"and "quite a bit." Similarly the average response for desired use was between "somewhatmore" and "quite a bit more." In other words, participants felt they were making good use ofTA's, considered this help of value, and want more assistance. These findings are shown in 
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detail below. 

Table 11. 2 Present use, present value, and desired use
 
of TA's by participants
 

Scale for

A and B A. Present Use B. Present Value Scalt, for C. 
 C. Desired Use 

(percenit) (percent)4 - a great deal 36 36 4 a good deal 40 

3=quite a bit more
26 33 3 quite a bit 27
 

2 - some 20 more
14 2 - somewhat more 13 

1 - a little 11 10 1 LV about the same 16
 
0- none 
 13. 7 0 less 4 

100 100 100 
Number of r, sponses 421 415 417
 
Mean scale score 2.48 2.80 2.83
 

A somewhat higher percentage of participants want a gooa aeai more use of-TA's than aremaking such high use at present, but in general these findings show quite a satisfactory relationship between TA's and participants, as seen by the latter. 

Satisfaction with TA's 

Further information about TA's was obtained by asking participants their frank opinionas to whether TA's were technically qualified or not. Of those who responded, the great majority said yes, as shown below. 

Table 11. 3 Techni(.al qualification of TA's 

TA's are technically qualified: Percent 

Yes 67Some yes, some no 14
No 
 2
Don't know 12 

100
 
Number of participants - 424 

When asked how most other people in their agencies feel about TA's, 58 percent of theparticipants interviewed reported them moderately or very satisfied; 14 percent said there wassome satisfaction and some dissatisfaction; 11 percent said people weredissatisfied, and 16 percent didn't know how people in their agency felt. 
moderately or very
These results are very 
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similar to the participants own reactions and are undoubtedly influenced by them. However, 
they do show that participants are conscious of slightly less favorable attitudes toward TA's 
among their associates than they themselves hold. Participants gave a number of reasons for 
the satisfaction or dissatisfaction with TA's within their agencies. 

Table 11. 4 Particf!,:nt reports of how other people in their 
organization feel about TA's 

Percent frequency of 
Satisfied because of mention 

Good personal relationships 25 
Close cooperation between TA and agency 25 
General improvement through joint efforts 25 
TA available when needed 12 
High qualifications of TA's 5 
Interest of TA's in agency and projects 2 
All other reasons 8 

87 
Dissatisfied because of 

Poor relations between TA and agency 7 
TA's not qualified 3 
TA's not available when needed 2 
TA's not adapted to local conditions 2 
TA's services no longer needed 2 
Failure to secure materials, equipment 1 
All other reasons 8 

25 

Number of participants - 388 

In general, the relatively low frequency of mention of reasons for dissatisfaction, as 
compared to the much more frequent mention of reasons for satisfaction, confirms that TA's 
are well thought of by the agencies in which participants are located. 

Supervisors were well satisfied with the assistance TA's had given their U. S. trained 
participants after their return. Over half said they were well-satisfied, about 40 percent 
were moderately satisfied, and only 5 percent expressed little or no satisfaction with TA's. 

Improving the relationships with TA's 

Participants, even though well-satisfied with TA's, mentioned a number of ways in 
which they felt the relationship between TA's and their agencies might be further improved. 
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Ways relationship between TA's and 
Table 11. 5 

agencies might be improved 

Percent frequency of 

mention 

32
 
Having frequent conferences 

12
 
Assuring TA's adapted to local conditions 


TA's and with appropriate
Assigning more 
qualifications 10 

More TA participation in selection 10 

More facilities and aids to agency through TA 10 

Assur ig that TA's have genuine interest 
7 

in projects 
Assuring TA's stay out of politics 2 

2 
Defining duties of TA more clearly 

24
 
All other ways 


109*
 

Number of participants - 388 

*Some participants mentioned mentioned riaore than one way 

similarly, had a number of suggestions as to the ways 
Supervisors of participants, 

in which ICA and the TA's should improve their relatians with the participant and his work. 
on the table. 

Their average views on these suggestions are described 

11. 6 Supervisorts suggestions of ways ICA and TA's 
Table 

should improve relations with participant 

Supervisors wanted: 
With respect to: 

considerably more 
Supplies and equipment somewhat more 
TA adaptability to local conditions 

somewhat more 
Moral support, encouragement, backing 

somewhat more 
Joint planning of work programs 

somewhat more 
Contacts and work conferences 

somewhat more 
Attention given to TA qualifications 

somewhat more
 onspecific problemsAdvice by TA's 
about the same
 

Inspection and check-up 
a little less 

TA's participation in selection 
considerably less 

TA's involvement in politics 

Number of supervisors - 234 

more or less inand how strongly they wanted
Combining all supervisor's suggestions 

each case gives an index of supervisor's need for improvement of TA-participant relationships 

which can be described as quite high. 
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How long are TA's needed? 

Even though supervisors have many suggestions for improving TA-participant relations,
they do not scern to feel that A's are needed very long after participants return from their 
LT.S. training. When asked how soon after U. S. training they thought their subordinate parti
cipant was or would be able to do his work effectively without a sistance from TA's, the average 
response was this was possible in less than one year. 

Table 11. 7 When supervisors think participants 

no longer need TA's 

No longer need TA's: Percent 
Immediately after U. S. training 60 
One year after U. S. training 26 
Two yeara after U. S. training 9 
Three years after U. S. training 3 
Other replies 3 

100 
Number of supervisors - 231 

It seems clear that supervisors believe TA's can be dispensed w-th much earlier than do
 
participants themselves, although participant's feelings on this question must be inferred
 
from other findings since they were not asked directly. Supervisor's feelings about the length

of time TA's are needed, by the eleven fields of training, are shown in appendix table (A160).
 

Summar, 

1. U. S. Technical Assistants, asked to judge the use participants have made of

their U. S. training and to evaluate the problems participants face, found they must have
 
direct personal knowledge of the participant, his work and his work environment. Information
 
coming out of the survey itself, such as examples of utilization provided by participants, was 
nol. considered very useful as a substitute basis for judgments. This suggests that if TA ratings 
arc to be involved in such surveys, TA's must have, or be given the opportunity for developing
this personal knowledge. 

2. Participants recognize that TA's play an important, but not the major role in

theli selection. They approve of this and quite a number would like to have TA's involved even
 
more. Supervisors, on the other hand, feel that the TA's should have about the same or
 
slightly less responsibility and influence in participant selection. 

3. TA's are also seen by participants as very helpful generally in preparing for
their trip to the U. S. , but less helpful in relating their training to their jobs after training. 

4. Most participants make good use of TA's and consider TA's as very helpful

to them in their back-home application of training. They place special value on the TA's moral
 
support, encouragement and direct help on their jobs and would like quite a bit more such
 
assistance. Participants report that others in their organizations are generally well-satisfied 
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with TA's, although less so than they are themselves. Supervisors also say they are well
satisfied, but see somewhat greater need for improvement In TA-participant relationships 
than do participants. 

5. Participants appear to want a longer continuing relationship with TA's than 
do supervisors, who feel that participants would be able to work effectively without TA's 
soon after their return home from U. S. training. 
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PART IV 

GROUPS BY FIELD OF TRAINING 

Participants by field of training 

In previous chapters of this report the entire participant sample of 445 individuals was
the subject. Here we are concerned with participants in the eleven occupational groups or 
fields of training, which made up the sample. Within each of these groups there is a wide 
range of type of training and professional spoc.'alization. This accounts in part for the varia
bility of responses within each group. However, there are real differences between groups, 
many of which are statistically significant and seem operationally important. 

A profile of each of these eleven occupational groups follows, pointing out notable 
characteristics of participants in each and the ways they differ from other field-of-training 
groups. Reference can be made to the appendix tables which show the averag2 scores of
each of the eleven groups in a given characteristic, for more detailed comparLons between 
groups. In general, only those tables have been included which show statistically qignificant
differences between groups within the sample. Comparisons with the total participant sample 
can be made by reference to appropriate chapters of Part III, and to the appendix tables deal
ing with the total sample. 

An attempt is made to integrate and evaluate the outstanding features of each occupa
tional group. They are related first to the training experience in the U. S. and secondly 
to the fate of the training effort on the job in the Philippines. 
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12. AGRICULTURAL EXTENSION 

Among the first persons to be sent from the Philippines to the United States for trainingwere government workers from the Department of Agriculture.ing in agricultural schools They received additional trainor the extension units of the Federal and State governments.41 persons receiving such training 33, Of theor roughtly 80%, were in 'rviewed. They present apicture of high resistance to change efforts both within their own agency and on the part ofthe agricultural workers whom they are trying to influence. 
These agricultural extension workers tended to be older,higher salaries than other government workers. 

with more job experience and 
as reflected in their responses 

As a result they felt very confident of themselvesto many of the questions. For example.of view, the occupations of their parents from an objective pointwould put them in the lowest socio-economic level andfewer members of their families had traveled to the United S;i tes. Subjectively, they felt quite
proud of their own and their parentJ social status, and par,
They were idlarly their own political influence.men who had come a long way from the humble %lartingpoint provided by their parents. 
In their opinion, the personal characteristics that influenced their selection for this trainingprogram were their own high qualifications, personal and social--work abilities,denic training, personality, seniority, acaand their high status.their being selected, they placed much less emphasis 

With respect to the persons responsible for 
on their owncome initiative in attempting to bemembers of the training program, and much more to their being singled out by the U. S.Technical Assistants. 

As for the training program Itself, the average time they spent in the United States
seven months, an interval considered quite adequate. was
 
the training program were 

The chief complaints they leveled against
that the training should be (1) more carefully planned, (2)
specifically related to their jobs and (3) moremore specialized, allowing them to spendone place. more time InTheir general experience in the United States reflected their age and maturity. Thoywere less likely to become involved in American culture. They spent less time socializing withAmericans and instead spent more time with other members of their training groups.
communicated fairly often with their colleagues 
They
 

on the job at home.
 
One source 
of distress to this self-confident group was the difference between their ownfinancial status and that of Americans they met.at least, of Americans. Except for that, they felt themselves the equals,
Much more serious than this financial discrepancy
with racial segregation. were their encounters 

favorable, 
Although their general attitudes toward American may be described asfour out of five bitterly recalled personally disturbing experiences in which they eitherobserved or were themselves the objects of racial diticrimination. 

As a reauli ef their relative maturity and high standing in their jobs,this additional training to net them much advantage in their careers. 
they did not expect

They saw the training asmore of a contribution to their country's welfare than to themselves personally.
to their jobs they were Upon returning
very satisfied with the opportunities they had to use their training and totrain others. In contrast to this expressed satisfaction with opport:uniticsskills, was the pattern of usage over time. to em!)loy their newWhereas persons in other occupational areas oftensaw a constantly increasing opportunity, for them the opportunities to use their training remainedfairly stable each year after their return. The main barriers they sawtraining were traditional ways of doing things by farmers, 
to increased use of their 

change. and resistance to efforts to createIn their own organizations they saw as the chief barriers the lack of facilities and equipment and trained personnel. 
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Their supervisors presented .1 far different picture of the agency, much more pessimistl 
about the agricultural extension worker's opportunity t.) employ new skills and ideas. They 
drew a picturv of an :igency impeded Jby political influences, indifference among personnel, lack 
of freedom of action and inability to accomplish the kinds of administrative changes that would 
help the ager,cy progress. The participants showed some agreement in pointing out. the excessive 
importance of political influence, region and dialect of the employee and knowing the right people 
as significant criteria for selection and promotion In the agency. 

The role of the U. S. Technical Assistants has been imp'rtant in this area. TA's were 
assigned to most of the participanta' organizations both at the time of selection and return. As 
pointed out previously, they played an important part in the selection of participants. The agri
cultural extension workers credited the TA's with being very helpful, particularly in providing 
material assistance. They and their supervisors showed interest in having the TA provide at-the
elbow help to returned participants in their efforts to employ their training. 
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13. ELEMENTARY CURRICULUM
 

Among the most recent persons to enter the training program were participants from the 
field of education in a project called Elementaiy Curriculum Development. Training for these 
teachers and teacher supervisors was in the organization and development of elementary school 
curriculum, curriculum improvement, in-service teacher education, adult education, textbook 
writing, administration of normal schools, educational testing ai I measurement, library ser
vices, and similar fields. The 34 persons interviewed represented nearly 100% of the participants 
in this field. 

The personal and social characteristics of these educators of teachers was one of the chief
 
determinants of their U. S. experience. Generally they tended to be older, averaging 44 years

in age, more experienced in their fields, and professing a great interest In the development of
 
their country. Their parents tended to be government workers in the lower social economic
 
level, but other members of their family had visited the United States. Although they had pro
gressed in occupational status beyond their parents, they showed little desire to excel, to push
 
out far in front ",fthe crowd. As an cxample of this trend, they showed interest in politics and
 
claimed to be active, but were not particularly influential. Like other teachers they belonged to
 
many organizations, but inlike the agricultural teachers, they did not place much value on these
 
professional associations.
 

To demonstrate further the lack of assertiveness of this group, they were much more likely 
to claim they were chosen on the basis of what they were rather than their capacity to be influential 
The factors they emphasized as important in their selection were a ple- ing personality, ability,
intelligence and special needs of the project. They were very unlikely t6 suggest that they had
 
been selected 
on the basis of specific experience, their social standing or their own initiative. 

One of the chief personal motives of this group was to gain an additional degree. Although

tbir training period was about the longest, twelve months, they would have preferred a longer
 
permd, with more opportunity for academic studies as well as more travel and observation. The
 
educat6rs were very well satisfied with the entire training program. They discussed the pro-

Ject thoroughly with their supervisors before undertaking the training, and were most satisfied
 
to find that the program planned for them in the U. S. was exactly Nhat they had been led to antici
pate. They were very well satisfied with the context of the training program, the per diem, and 
recreational and social opportunities. 

Very favorable in their attitudes to the United States, they claimed to have learned a 
great deal about the United States. Their English ability was excellent and they spent much time 
with their American colleagues in discussion and studies, relatively little with other foreign
students or their own compatriots. Like the agricultural teachers, they felt that they suffered 
a great deal in academic status in comparing themselves to the Americans they met. Since 
their own esteem rested on their academic accomplishments, and their American counterparts
tended to have advanced degrees, their self-esteem suffered to some extent during their sojourn. 
Like the other groups, many also reported uncomfortable encounters with racial segregation. 

Not only did the participants proceed directly to jobs which required their training, they 
spent a great deal of their time transmitting their training by engaging in consultant activities,
seminars and discussion groups; writing technical materials, and providing in-service training.
A great many even taught regular classes in other institutions outside of their regular jobs. 
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Thei' (cache PH 'fteu %Ve I.1 ierSon lying 'xp rt knuw ic'g wor ahoihutil ce Oil In 

ColnferCoclves Or selfiUvirs, 
 Ishe, qS. 'luhcy

the reparation of resouro lisllettius, teachilg 1itibi, courses of study, aind other Instructlonal
 
materlals. They I O\ii'vod ntlth ds of Instruetion ill the norial :chools.
 

or Coill lcted WoEol I lelvcIV used lhir t,'ahdn1 in 

Among (Ih more s1)Ciwei innowiOions which showed a good del: or"ilitialIvo are! forming

of local scIhooil coinmitt ces to influence the public and get suipport for the school programin; allow
lng teachers in the field to lrt IcipAte In I he valuntin orf texthooik matteri:als and conducting

remedia rendi ti, In;truciion :i1d Cs tablishing, readi ig c.lini . 

The overall picturC of Satisfactory utiliztation is marred by several disturbing facts. First, 
on a shoer quntitative basis, the teachers presented comparatIvely fewer examples of inova-
Lions introduced iilo their work as a result of their learning exporience. Secondly, they presented 
a great many examples of attempts to introduce new techniques or ideas that failed. The barrier 
cited most ol'te ns, interfering with the introduction of new procedures was the lack of farilttei3, 
funds and qitipi ent. 

Why, fhe-n, were the teachers not more dissatisfied with their opportunities to use their
training? Several reasons may he adduced. Although they were less able to influenco proceduret.
outside of their own sphere of influence, as teachers they were able to modify their own work to 
accomnmodate their new ltcarifing. Secondly, they were not especially ambitious men and had
 
already achieved status in their fields. Therefore, they tended to express less dissatisfaction
 
th:a would persons whose anibitions were greater and positions less 
secure. 

Vew U. S. Tchnicll Assist:|nts have been ussigned to work with the educators. Those

assigned at (lie timc of this 
studty were not well aCquainted with the participants, and e,)1'essed
 
more 
pessimis m about their opportunity to use their training than did the participants or their 
supervisors. The TA's tended to feel that tlc orginization was not ready to use new skils and 
ideas, and shared the )artiei)ants views that, facilities and equipment were more inadequnte. 

From the participant's point of view there were several difficulties they encountered.
First was the difficulty of breaking through the status harrier. A considerable gulf exists
between differei t ranks in the educational system :nnd the teachers were most impressed by the 
Informality they encountered in the U. S. and determined to emulate It. Secondly the teacher 
finds himself in relative isolation from his colleagues. Communicntion ,nd coordination, two 
of the prime necessities of affective organizationa! functioning, are lacking. The teachers found 
it hard to get together and exchange ideas with Iheiir collengues. Similarlv, people in related 
jobs have little opportunity to assist one atnother. The edu:ational systelmi applI('rs landicaiped 
by its strong hierarchical system. 

Although few TA's have been .. iated with this aro, wernthey coAisid'red to be useful 
in providing consultative services, he te h.achers iditnetod they would welco'ne conferences 
with well qualified TA's. 
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14. VOCATI()NAI, INI)IJS'I'IIA I, TIAINTNG 

Vocational industrial training represents teachers and administrators in one of the three 
projects studied in the field of education. Training was provided in the administration of teacher 
training, machine shop, woodworking, sheet metal work, electric motors, printing and related 
subjeets. The 58 participants interviewed, about 90% of the total, were far different from the 
teachers in vocational agricultural training or clementary curriculum (levelopmnent. To fulfill 
their own objectives, they vigorously put their new l arning into use on the job. 

The most unusual attribute of these teachers is their high need for achievement, their 
upward-directed drive in Philippine social-economic life. They are starting from the very 
bottom of the white-collar group. Their average age is about 40, with approximately 15 years 
of experience behind them. They tend to have little formal education, ;ind currently earn quite 
low salaries, compared to other government white-collar workers in our study. Their fathers 
were in the lowest social-economic group (excluding the agrarian ma'sses) and few members of 
their families had been to the United States prior to their own trips. They have little political 
influence. 

Yet these men were ambitious. They attributed the fact of their selection to their work 
experience and their own initiative. They placed very Uttle emphasis on tht! efforts of their 
supervisors, or co-workers, or their own academic training and records, as factors in their 
selection. 

Their training was among the longest, academic in nature, and averaging elev,'n months. 
They emphasized the need for more careful planning of the program and were near!y wenimous 
in wanting a program of longer duration. However, the group was divided on how the ad%1rional 
time should be spent. One-half asked for more travel and observation aid half suggested more 
specialization in one place. 

One of the most uncomfortable aspects of their training resulted from their lack of prior 
academic training and relatively poor English facility. They felt their prior training and experi
ence did not adequately prepare them for this training experience. Despite this difficulty they 
extracted everything possible from it. According to their own assessment they acquired con
siderable new knowledge and skill, and became a great deal more helpful to their country. 

In their social activities outside of formal training, language difficulties did not prevent 
them from spending more time with Americans than any other group. They actually spent less 
time in the company of their compatriots than any of the other participants. Overwhelmingly 
favorable in their attitudes to the United States, a very few reported having distressing racial 
discrimination experiences. They did report spending a great deal of time with American 
families In their homes, sharing housing arrangements, sharing meals and refreshments, 
joining organizatieror a-1 sport; activities. As a result of this social experience with Americans 
these upwardly nbil,! teachers reported many changes and improvements in their social behav
ior. The American experience also strengthened their motivation to get ahead, and increased 
the importance of becoming a financial success. 
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Racl on the Job they re'ported it great deal of opportiunity to use their Iraining and inerceas
ing qqlortu nities as t.ime weitil by. The U. 18. Technical Assislant.s concturre,,d in thl:i judgment..
"Tlhcy lh:i,'rod file physical layout ol' (heir 1hopa and the physical conditions of their pflants In
ge'aril, reflc, ling the nior, systviu:,tc orderly, arrangremenits they had observed In the U. S.
'Their .st t'rv.ors and the J'A's ngreed that. hick of fieililes, cluipnient and supplies was one

of thc grealo,t1 barriers to fulhr emnployinent of human res'our(, s. "'here was little complaint

Ab.uvi politieal intcrferenc,, and only in a few eas, were supervisors soen a8 blocking the

paticip.nts from using their training. 
 One l(hange the participalts have not hecn able to accom
plisli in soue vocational schools, and which the TA's felt was badly needed, is organizational
.and adml iiitrative reform. For example, procedures involved in the application and enrollment
of new shthonts are crud(c anu tend to 1)o inconii(i,'!rate of stuClents. Such administrative reform
tinder the present system needs to be aconpllshed via top-level directive. 

The vocational teachers, unlike the agriculture and elementary curriculum teachers, felt

less isolated in their jobs. They felt it 
was easy to get together and exchange information and
ideas with persons in related jobs. Their supervisors consulted with them very o)ften. In addi
tion they felt that the school policies were fair. Promotions for example, are based on civil 
sorvicc eligibility, seniority and education. 

Vew TA'Is have been assigned to this project, but the Vocational teachers considered them
quiti'e lpful. they were most enthusiastic about the consultative services provi,' 'd. Tlhcy
wolii like to see more TA's assigned to their area, and their supervisors report ..i that a fairly
long period of at.-the-elbow sumpport by TA's was needed to Insure full; tilization of training. 

The vocational teachers recalled with pleasure their experiences in the United Statesand now enjoy considerable prestige with their co-workers and subordinates who have not had 
this experience. 
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15. VOCATIONAL AGRICULTURAL TRAINING 

The occupational group with the longest time to review the impact of their U. S. training 
on their subsequent work were the teachers of agricultural subjects for the Department of 
Education. Overall, they felt quite pleased with the impact of the training on their work and 
on their own careers. The fourteen persons Interviewed, one-fifth of the total in that project, 
had been back an average of three years. They had received additional training in such subjects 
as animal husbandry, vocational agricultural teacher training, and agriculture curriculum 
development. 

The vocational agricultural training participants showed some striking similarities and 
dissimilarities to the agricultural extension workers. They both tended to be older, highly 
experienced, coming from families of low social standing with few persons from their families 
having visited the United States prior to their own visit. The differences reveal the factors 
salient in the career patterns of the men of action as compared to the teaching group. The 
teachers were much lower paid, showed little interest in politics, reported little political acti
vity and had little political influence. They did belong to many associations and valued these 
memberships. 

Again, like the agricultural extension participants, the agriculture teachers felt they had 
been chosen for training on the basis of their own considerable qualifications. They cited the 
importance of their academic training, leadership ability, previous work experience, seniority, 
pleasing personalities and social standing. As for the persons responsible for having them 
selected, the extension workers felt they had been selected; the teachers attributed greater 
importance to their own efforts as well as that of their supervisors and colleagues in their 
being selected for the program. In sum, everything, their superior qualifications, the influence 
exerted by themselves and their own associates, as well as the obvious needs of their project, 
pointed to their being selected. 

The training program, mostly academic, lasted an average of eleven months. The parti
cipants in vocational agriculture predominantly observed that the program could be improved 
by more travel and observation. 

The self-esteem of the agricultural extension workers was based largely on their financial 
status and they were more sensitive to the discrepancy between themselves and Americans they 
met. For the agricultural teachers, who were proud of their academic training, the advanced 
academic training of their American counterparts was a sore point. However, this did not stop 
them from participating a great deal in American activities, spending time in religious organi
zations and actually sharing housing arrangements with Americans more than other participants. 
All of them, however, reported having unfavorable experiences with racial segregation. 

Upon return the teachers were most enthusiastic about their opportunities to use their 
training in their own work and to transmit innovations to others, an enthusiasm shared by their 
supervisors. In evaluating the characteristics of their work environment which might facilitate 
or impede the employment of their training, the participants and their supervisors did not see 
any serious barriers anywhere. Only one note struck by the participants hinted at an organi
zational deficiency--they were deeply impressed by the informality of superior-subordinate 
relatienships in the educational system in the United States and wanted to replicate it in their 
own workplaces. 
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In contrast to this bright picture of full employment of training, the U. S. TechnicalAssistants g-.ve a less glowing report. They were much moreopportunities to utilize new skills and ideas, 
pessimistic about the participants'

the readiness of the agency to absorb innovations,and mentioned particularly the blocking of the participants by their supervisors. 

A possible accounting for the failure of the participants to share this view was the satisfaction they felt resulting from their personal career achievements. As oldur experiencedteachers, they already have high status, and felt that the U. S. sojourn had launched them to even better jobs and salaries. 

The participants felt kindly toward their organization as they had personally been fairlytreated. For example, they felt that promotions were based on civil service eligibility, seniority, education, and quality of work. They felt that where you came from, your region anddialect, and whom you knew, were all very unimportant. 

As might be expected of older, more mature and experienced persons, the experience in
the United States did not change them very much personally. They did learn a great deal about
the United States and felt they had become more scientific and systematic in their ways of working and approaching problems. 

Although few TA's have been assigned to this agency, participants did consider the TA'svery helpful in their back-home application of training. They particularly appreciated theconsultative services provided. They asked for more future help from TA's suggesting thatTA's who were knowledgeable about local conditions could provide more expert help on their
special problems. 
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16. HEALTH 

The participants who felt most frustrated by their own management in their attempts to 
employ their training, and least helped by the U. S. Technical Assistants were in Public Health. 
The participants in health training and education are involved ir several different occupational 
areas. The 69 participants interviewed comprise nearly ninet3 percent of all of the participants 
in nursing education, public health administration, hospital adninistration and other health edu
cation programs. We can deocribe only those features common to all of these participants, not 
the individual detals as we did in the case of the sanitary engineers who were also part of the 
health project. 

The health participants hi,.d been back an average of one year from their experience in the 
United States. On the average, they were younger, age 37, with less prior experience, well
educated, but with comparatively low salaries. These participants did not have a high striving 
for personal attainment; although their parents economic status was high, other members of 
their families had been to the United St:ates, and they beionged to many organizations. They had 
little interest in getting ahead via political influence, and expressed less interest thanthe other 
participants in achieving success for themsel'os. However, they are proud of their professional 
identity and valued greatly their membership in U. S. professional societies and correspondence 
with American profession3ls. 

They felt they had been selected for training on the basis of their personal attributes and 
their academic training, rather than seniority or family influence. TI ir training programs 
were among the longest allowed, twelve months, mostly academic, and appeared to them well
planned ari quite satisfactory. The health participantn were more interested than the others 
in getting a degree and were successful in these degree efforts. 

The health participants were very satisfied in their relations with Americans. Their 
English facility was excellent and they spent a great deal of time with Americans in many differ
ent academic and social activities. Unlike most of the participants who felt that their American 
counterparts were much better off financially, the health participants felt better off in this res
pect than the Americans they met. Thry learned a great deal about life in the United States from 
these experiences, and personaily, felt they had improved their own social behavior by modeling 
themselves more after the Americans they met. However, three-fourths of the participants did 
report being dissatisfied with the racial segregation they encountered. 

Back on the job they reported some success in employing their training, particularly with 
respect to reorganization and establishment of more systematic administrative procedures, 
and secondly, with respect to reorganizing the physical conditions in the hospitals and other 
agencies where they worked. In addition to improvements in the work methods and physical 
plant, the health participants reported improving their internal training program, as in nursing 
education, and their public health training programs. 

'I:ie participants indicated that their work was impeded considerably by inadequate organi
zational procedures, resistance to change among the people who used their services, and 
especially the interference of political considerations in the operation of their agencies. The 
U. S. Technical Assistants placed a great deal of responsibility for lack of utilization of new 
skills on the supervisors who were blocking the participants from introducing innovations. 
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Although the U. S. Technical Assistants indicated considerable familiarity with the workof each of the participants, the participants themselves were very dissaisfied with their relations to the TA's. Of all of the projects considered In this study, attitudes toward TAIs wasleast positive In health training and education. The participants claimed that personal relations
with TA's were poor and wanted very little help from TA's in the future. 
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17. WATER SUPPLY AND ENVIRONMENTAL SANITATION 

One of the least successful projects involved eighteen participants in the health training 
and education program who were given additional engineering training in water supply and 
environmental sanitation. The thirteen participants interviewed had been back In the Philippines 
an average of two-and-one-half years, and were extremely disappointed with the consequences 
of their training. The engineers were older, averoging 43 years, and had a considerable amount 
of previous work experience in their fields. They were well-educated and well paid, and Indeed 
felt that their academic and financial standing placed them above their friends and acquaintances 
in the Philippines. Their families were well up on the socio-economic ladder, their fathers 
holding good jobs. Frequently they reported that other members of their families had been to 
the United States. 

However, these men were characterized by a high need for achievement, an ambition to 
excel, and they were not at all satisfied with their current positions and their salaries. Unlike 
the agricultural extension workers, for example, they were not trying to get ahead on the basis 
of influence, but on the basis of their academic standing, their skills and knowledge. They pro
fessed to have practically no political influence, and felt they had been selected for this addi
tional training by their supervisors on the basis of their academic training and seniority. They 
decidedly did not feel they had been selected on the basis of specific personal qualities such as 
leadership or intelligence. Nor did they feel their selection was based on their influence or 
the influence of their family and friends. 

Before leaving for the United States, few of these men discussed the project goals with 
their supervisors; however they did write back frequently to their colleagues and supervisors. 
Their training averaged ten months including both academic and observational experiences, 
and they were generally satisfied wiL'h their programs. They did not have any complaints about 
the training, were satisfied with its length, and felt that the administration of the program was 
quite satisfactory. One improvement they stressed was skill in working with others. As engin
eers they felt they needed more than technical ability. They needed skills to communicate their 
learning to other persons and to increase acceptance of modern engineering designs. Their own 
insiste nce on formality in superior-subordinate relations may have been partly responsible for 
this difficulty in working with others. 

Although they were generally favorable in their attitudes to the United States, they did 
not spend much time mingling with Americans. Nor did they feel they had learned a great deal, 
in the way of new skills and information. They did feel better informeA about the way of life in 
the United States, and their attitudes toward racial discrimination were divided, half expressing 
favorable and half unfavorable opinions. 

Upon their return to the Philippines few were given assignments using their training. 
They did not find their training relevant to their jobs; they did not foresee any opportunity to 
use their training; nor werc they able to transmit the skills they had learned to others. In their 
jobs, they felt quite isolated. They did not feel that they were asked for advice or consultation 
by their superiors. Nor did they have much contact with their colleagues. It wvsn't easy for 
them to get together and exchange iceas with persons in similar jobs. In fact, they reported, 
persons doing similar jobs rarely helped one another. 
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These engineers were very dissatisfied with the management of the organizations theyworked for. They felt that political considerations weighted most of the decisions, and that
the quality of a man's work hardly counted as a criterion in promotion. Their supervisors
agreed with them that there was too much political interference in the decision-making of the
organization. The supervisors also pointed to the inadequacy of supplies, facilities and equip
mont. 

The sanitary engineers in the water supply project group were personally extremelydisappointed with the results of their training.
do something for their country, 

They had expected to acquire skills and knowledge,and at the same time enhance their own careers. They hadaccomplished none of these oblectivies. In fact, they reported that they would now have betterjobs if they had not gone to the United States for training. 

As for the U. S. Technical Assistants, the Water Supply participants did not feel theyhad been helpful to them in applying their l:'aining, nor did they desire future assistance fromthem. In sum, these participants had once entertained high hopes about the benefits of thetraining program, and were now disappointed and disillusioned on all counts. 
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18. INDUSTRIAL 1)EVELOPMENT CENTER
 

The Industrial Development Center was one ,of the two projects which dealt with partici
pants from the private sector of the economy, most of the other projects studied being those 
In government agencies. The IDC project consisted of participants sent for training and ob
servation in selected industrial processes considered important for Phi lippline economic develop
ment. Some participants were members of productivity tcams, such as those concered with 
the plywood industry, use of heavy equipment, industrial building equipment, shoes, iron 
smelting and bulk sugar handling. Others went for individual specialized training in, a wide 
range of subject&-- logging, fish not manufacture, industrial chemicals, textiles, foundry, 
narketing, and industrial management warehousing. The seventy-two participants ;nterviewed 

made up over 80/ of the total number in this project who had been back at least six months. 

These participants tended to be younger men, averaging 35 years, with less formal edu
cation on the average, but representing a wide range of education. They had much higher 
salaries, as might be expected, than the participants in government agencies. Overall, they 
can be divided into two categories, a very high status wealthy group of owners and managers, 
and a group of supervisory personnel, such as plant superintendents and engineers. The 
first category came from families high in socio-economlc position. Mr y had previously 
visited the United States one or more times on business, and over half had members of their 
families who had also been to the United States. Overall the entire group professed little 
persoial political Interests or influence. 

The basis for their selection was not discovered In this survey. The members of the 
project attached little importance to the needs of the project they were sent on, their own 
personal qualities or initiative, or tlme influence of their supervisors or colleagues, as factors 
in their selection. Understandably many of these men may have been very reluctant to leave 
their jobs or their businesses for additional training or observation tours. 

Their tours varied considerably in length, averaging four months, with some as short 
as six weeks. Considerable dissatisfaction was expressed both with the length of the tours 
and the amount, of specialized observiion accomgAished. Over ninety percent wanted longer 
training programs with more opportunity to do specialized work in one place. Possibly as a 
result of the brevity and fast-moving nature of their programs, they spent little time socially 
with Americans. They did report more favorably on their experiences with racial segregation 
than most participants. 

They did riot report acquiring much in the way of technical knowledge or skills as a result 
of their tours, and they did not feel they learned much that was useful to them in their current 
positions. This smaller amount of learning may be attributed to the brevity of their programs. 
However a number of factors mitigate against this being the only consideration. They did not 
feel that their previous training and experience prepared them for their tours. Many returned 
to jobs unr:lated to their training. Many of the participants in the lower bracket positions were 
promoted or transferred to jobs not directly related to the field of training for which they 
received additional training. 11imilarly, they hid little opportunity to transmit what they had 
learned to others. The nature of their jobs did not provide opportunities to train others. 
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Both the participanits and their supervisors attributed considerable importance to 
indliferonce and resistance among tot: colleagues of the parLicipants, as a barrier to lise of 
new techniquies ind Ideas. Their supervisors described many of the returned participants as 
having little freedom ofi'actlion to introduce new ideas. 

As a result of their con-siderable prior experience with Americans, the participants in 
this project were least influenced in ;heir personal attitudes and behavior by their American 
experience. This finding contradicts the widely hold assertion that industry leaders should be 
sent to dvelop more favorable pro-American attitudes, as well as learn productivity techniques. 
This may be true only when previous contacts with Americans have been infrequent. 

The interviewers' overall rating of tie extent to which this trip had been a significant
experience in the lives of the participants indicated that it had been least Important to the IDC 
participants. The interviewer ratings confirm the participants' own statements that they
learned little of use to them in their jobs or personally. it should be noted that this overall 
conclusion describes the total picture for IDC participants. There were some exceptions,
particularly among the younger line personnel who reported gaining considerably f-om the 
experience. 

It should be noted that the few innovations introduced by these participants may have 
substantial consequences. The kinds of improvements cited by these participwnts include 
the introduction of new work methods and techniques, better machinery and equipment, 
improved quality of products, increased production, improved labor- managemont relations, 
more incentives for labor, and improved work group system.u. 
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i9. LABOR DEPARTMENT 

'The story of the government employees sent for training in a project called Labor 
iepartnwint Illustratts many of the difficultics In the way of sit -ess of training programs 
and is a marked contrast to Ihe vigorous use of training made I / the labor union leaders. 
The employees of the government, working In various aspects Jf labor relations, received 
training In laboir managemcnt relations, labor law administration, legislation and enforcement, 
manpower utilintion and labor statistie.,. The thirty-four participants interviewed, 90% of 
the total in this project who had been back at least six months, presented a pessimistic picture, 
for the most part, of their current employment of training and future possibilities. At the 
time of the survey (hey had been back em average of two-and-one-half years, and were generally 
very discouraged about the opportunities available to them to introcwe new ideas and techniques 
into the government's operations. 

The average age of these participants was close to the average age of most participants, 
just under forty years. On the average they had been working for thirteen years before being 
selected for this training. The Labor Department participants cane from families of moderately 
high social-economic standing. Their father's occupations put them in the upper middle class, 
and half of tei participants, more than any other occupational gToup, reported that other mem
bers of their families had bee-c to the Uiflted States. They also tended to be well-educated. 
This picture of the comparatively high social-economic standing of the LUbor Department parti
cipants and their high level of formal education contrasts with the muc i lower social positions 
of the labor union leaders. However, the Labor Department participants had salaries only 
slightly higher than the labor union participants. They were also much more dissatisfied with 
their salaries. 

They did feel, like the labor union participants, that they occupied pt.aitions of importance. 
Most said they were interested and active in politics, and two-thirds professed to have some 
political influence. 

Again in startling contrast to the labor union participants who felt they had been selected 
for the program on the basis of their outstanding leadershdp qualities, the Labor Department 
participants ascribed their selection to their academic background anr record, and gave less 
than the usual importance to their )revious work experience and leadership. Whereas the 
labor union people presented a dynamic picture of movement up from the lower class and 
direction of the labor movement, the Labor Department personnel selected presented a static 
picture of people taking more comfort from their previous records and st- ding than their 
current achievements. 

They reported that the TA's had been very helpful to them in preparing for their training 
programs, which was mostly observational, lasting an average of seven months. The most 
frequent suggestions they made for improvement of the prtgrain were (1) more cal'eful planning 
and (2) more specialization in one place. While tiey weve in the U. S. during ihelir training 
program, they communicated very infrequently wit. fficir co-workers and colleagues on the job 
back-home, an early indication that the training experience was not likely to be used fully back 
home. 
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I general, this group was not too happy about the training program. Tihey wero more 
(iBisaliiifled than most with the administration of the program, particularly tho per diem. 
71W3' were also imore disgruntled about the lack of social opportunIties. Although their English 
facility was excellent they had the least contact with Americans of any occupational group. 
'rhty tended 1o speak their own language and communicate with 'heir compatriots much more 
freqitently tha, any of the others. 

Their altitudes toward the training may be in part a reflection of their dissatisfaction
 
upon return to their jobs back home. Only half found their training directly rclated to their
 
present jobs. Overall they reported having little opportunity to use their training in their
 
current Jobs, or to train other persons in what they had learned. On all counts the program
 
was a big disappointment for them. As far as their persoml careers, the training, had not
 
helped them get better jobs, promotions, salary increuses or additional academic degrees. 
Nor did they feel they had learned additional skills and knowledge which increased their use
fulness to their countries. They reported their work environment as being unready to accept 
new ideas and lechniques, a characterization not vi'like Mhat presented by the agricultural 
ext "ion workers. The Labor Departmcnt l)arliicipantfs saw themselves as having little freedom 
of action Io introduce change. They felt that the peo)le around tbem were completcly indifferent. 
Their co-workers rarely consulted them or technical matters and their colleagtes (lid not seem 
at all interested in receiving additional training. FLurther, there were very few formal pro
visions made on the job for them to communicato what they had learned to others. The organi
zation, they indicated, was comnpletely domininted by the top-level hierarchy, and decisions
 
were made on political considerations, rather than to meet the explici, objectives and goals
 
of the agency. Decisions on promotions, they reported, were governed by a man's political
 
Influence, his region and dialect, and knowing the right people. Little attention is paid to
 
seniority, education or quality of work. Altogether, the participants were a highly frustrated
 
group, reporting that many of the changes they had attempted to introduce had been stopped
 
for political reasons.
 

On the positive side, the participants did report some accomplishments in Improved 
procedures, mostly of a 'cchnical nature which did not require the cooperation of others, 
but could be carried out by one man. For example, they prepared a dictionary of occupational 
titles, model labor union constitutions and management-labor agreements, and an organizat'(.iA 
and procedures manual; they introduced a system of collection and analysis of statistical data 
on labor, labor surveys of key ind-.stries; they promoted increased efficiency in settling cases, 
and developed more Informal m(thods of conciliation and adjudication. 

In their relations with TA's, over 90% reported that there was a TA assigned to their 
agency at the time of their selection and that these TA's were helpful in planning for their 
training programs, and in applying their training upon return. But they expressed little desire 
for future help from TA's. Although they mentioned close cooperation between the TA's and 
their agencies, neither the participants nor their supervisors felt that follow-up support by
TA's in the employment of training was needed to my groat extent. They did not have much 
correspondence with Americans they met in their fields, nor did they see much value in such 
correspondence. Neither did they belong, or see much worth in belonging to professional 
groups either in the Ir. S. or the Philippines. 
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The attitudes of the participants toward the training program and its consequences 
were evidently picked up by the interriewers. They rated the participants in this group as 
having been least changed as a result of thie experience. 

Tho consequences of the training program for these participants indicaten the need 
to Increase the readiness for change of the organization in which they are working. 
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20. LABOR UNIONS
 

The Labor Union leaders sent to the United States for training in labor education, trade
 
union leadership, administration and labor management relations found the additlonal training

and observations extremely valuable to their work in the labor union movement. Observation
 
of the more mature labor unions in the U. S. impressed upon them the necessity for labor to
 
work with management in increasing the contribution of Industry to the econoniy. Coming from
 
a setting where union-management relations were newer and more antagonistic, their observa
tions in the U. S. gave them a broader viewpoint of the functions of the L:bor unions.
 

The twenty-seven Labor Union leaders interviewed, over four-fifths of those who had 
received this training, were highly devoted to their work in the labor movement. lounger men,
averaging 12 years of work experience prior to their visit to the United States, they had the least 
formal education of all of the participants. One-third had gone no further thian high school. Thmn 
out of five had parents in the lowest socio-economic group, and the rc. t came mostly from fami
lies where the fathers had low level government jobs. Fewer o€ "tic family members had visited 
the United States than any of the other participants interviewed. It is intercting to note than 
even then one out of five reported members of their immediate families having made trips to 
the U. S. 

Their salaries were low, and although they had been back in the Philippines an average of 
three years following this additional training, their salaries had not increased very much. In 
fact, asked to rate their socio-economic status in the Philippines, the Labor Union leaders did 
not rate themselves much higher than their parents, whom they ranked .'ery low on the ecale. 
This low salary scale was not a source of sharp dissatisfaction, as they ha:l little motivation 
for personal financial success. They felt strongly that they were contributing %.a conomic and 
social development in the Philippines. 

The Labor Union leaders expressed a great deal of.interest in politics, professing to be 
quite active and having some political influence. In the internal politics of the labor unions,
these men were the "young Turks" of the labor union movement. In fact, their common U. S. 
experience 1;clped to crystallize their relationship to one another and band them into --a informal 
group with similar objectives, and mutually supportive interests. 

Asked to consider the reasons for their selection for this program, they stressed the 
importance of their leadership, and minimized such factors as personality characteristics, 
academic training, seniority, ability and .elligencc, or the influence of their supervisors in 
having them selected. It is clear thaf .,ey felt they were selected predominantly on the basis 
of their outstanding leadership qu,-' ies. 

The Labor Union leaders had a high degree of personal involvement an.. interest in the 
training program. Before leaving they discussed the objectives of the program with their 
superiors in the labor union movement, and in the United States they communicated frequently 
with their supervisors and colleagues back home. Their programs averaged 7 months in length,
mostly non-academic, and they predominantly favored having a longer program. They were 
quite satisfied with the per diem and the administration of the program, but did indicate that it 
could have been improved by more careful planning of the content of the program. 

They did not expect to .accrue great personal benefits from this experience, in terms of 
better jobs, promotions or salaries, but were very much Interested in learning more about the 
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United States during their visit. Actually, they were somewhat dlsnppointcd In this expectation.
Although the members of this group were often Invited to visit families at the different placesthey visited, they did not snicn to hpve the same opportunity for Informal social relations with
Americans enjoyed by th, otler g:.,-.ps. As a result of their lack of formal education, their
English facility was low, and they spent a great deal of their spare time with their countrymen
spqaking their native dinlects. 

Upon return, they felt they had considerable opportunity to put to use the ideas and techniques tiley had learned. For one thing, they were often in positions of authorilty and were able 
to Improve the administration and management of their unions. Secondly, they were able toexpand considerably the value of membership in the unions by securing increased beneftits. They
cited such examples as establishment of a joint management-labor welfare fund, profit-sharing
system, family medical plans, standardization and Increase of salaries, insurance of membersby the company, and establishing a rotation basts for jobs. Third, they were able to improve
the training of leaders and union members. As a result of their U. S. training, they becarmc 
more influential with the rank-and-file union member, who now considcced therm, as more
"certified experts." Finally, the LaLbor Union leaders de'seribed a change in their ov/n attitudestoward management-labor relations in the direction of increased coon.ratlon. One union leader
cited th4 establishment of a morat.nrium on wage iricreases worked ot with the company to allow 
it to obtain needed capital equipment. 

The main barrier to the introduction o[ new ideas and technIques, according to the laborunion leaders was the attitudes of people they dealt with, both the nembers of their unions
and management personnel. The," : that people were very uriforni.ed about the na-urc oflabor unions and didn't understand then. As a result they were afrald to takc a chance on the 
new ideas presented. 

However, the Labor Union leaders were in close touch with the other younger Labor -Unionleaders, constantly exchanged information and ideas with them, and assisted one another. These 
men seemed to be forming the spearhead of an adv.iiced labor union novement, enthus!astic
about their progress to date, devoted to their union work, members of the same social economic
class as the union members, and evidently lacking in any motivation to ox-ploit -heir leadershipfor personal gain. Their attitudes toward the U. S. Technical Assistants was favorable and theyindicated that more conferences with them and other kinds of help would be welcome. 
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21. PUBLIC ADMINISTRATION
 

The participants in Public Administration camc from a number of government agencies and 
were in a variety of Public Administration activities. As a resulTof this heterogeneity, it is
difficult to characterize them as a project group. Participanfs; ,,retselected for study from the
following sub--projects: government manngoumetOatid procedures i mprove ment, modernization 
of budget and accounting, wage and position classificalion, Civil ;3ervice improvement, and gov
ernment finance (revenue administration). The persons interviewed, 50 in al', represented

83 percent of f"e total number 
In the first four of these sub-projects, but only five percent of 
those in govei nment finance (revenue administration). The Customs Administration in this sub
project, was under investigation at the time of the study, and few participants were willing to be 
intervicwed. 

Participants In these Public Administration projects received additional training in personnel
policies and management, public utilities regulation and administration, legislative research,
records management, Civil Service procedural training, budget administration and analysis,
accounting and auditing, 2ustoms appraisal and investigation, and other subjects. 

The government workers in Public Administration were about the same age as the other

participants, with two-thirds f them between 40-19 years. 
 They had an average of 18 years
of previous experience before their U. S. training, and a high level of formal education. Except
for the industrial participants, they were the highest paid participants ii the sample. Not only

were 
their salaries higher at the time of selection, they had received the largest salary increases 
since their return, and expressed more satisfaction with their earnings. 

In contrast to their own high levels of education, high level jobs and good salary, the
occupations of their fathers indicated that many of them had Improved their life positions consid
erably about that of their parents. Half of them reported that their fathers had occupations which
would place them in the lowest socio-econoinic class, and half in the middle socio-economic class.
Substantiating this evidence of the lower socio-economic status of the families of these participants
is the fact that only one in five reported that other members of their families had been to the U.S. 

Surprisingly, only six percent of this group said they were active in politics. Approximately
one-fourth, a smaller percentage th.n any of the other occupational groups, indicated having any
political Influence. In contrast to their own statements, their supervisors reported that these 
men had more political influence than persons in comparable positions who had not been selected
for U. S. training. It appears that Public Administration participants are more sensitive than 
any of the others to questions concerning their political activity and interest, and perhaps under
state these factors. 

They attributed their selection In the program to the efforts of their friends, relatives,
superiors and co-workers. As for the personal qualifications that inflhenced their selection,
they emphasized educational background and rccord, work experience, ability :,nd Inl elligence. 

Their training progr-ams averaged seven montht, and was more lilly to be observational
than academic. They expressed a great deal of dissatisfaction with the planning of the training 
programs. They also learned much less about life in the United St'htcs than they had expected.
As a result of the fact that many traveled with other persons from the Philippines they spent less
time with Americans and a great deal more time with their countrymen spealdng their native 
languages. 
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,rho outcome of their efforts to employ their training upon return is somewhat obscure. 

The participants indicated having considerable opportunity to use their training, with seven out 
made direct use of their training. Similarly,of ten reporting that they had returned to jobs which 

their supervisors reported that the participants were able to use their training. The U. S. Tech

nical Assistants, who felt that th, y knew nearly all of these participants pcr.sonaly, had quite a 
different view. They were very pcssilnistlc about the participants' use of trainl:g. 

A possible explanation for this discrepancy in opinion is that the particlpanrs have reached 

their personal career objectives and do not feel per onally frustrated by difficult:.cs in their 
attempts to make changes. They did report maldng many changes in the organizational set up, 
but at the same time they felt that their colleagucs were not receptive to new ideas and that their 
agencies were heavily influenced by political considerations. 

Except for on-the-job training and conferences, they did very little to transmit their 
training inside their organizations. iowevcr, three out of ten reported using vha.t they had 

rh,.y were more likelylearned.ir formal teaching which they did outside of their regular jobs. 
to report that training others was not a part of their regular jobs. 

Personally, they were not much irlucnced by the American experience. Mature, sophis
less likely to report having changed their personal behavior orticated and confidenit, they were 


attitudes as a result of their sojourn in the U. S.
 

These participants felt moderately satisfied with their relationships to the TA's, felt 
that they were qualified, but did not express rauch interest in follow-up support by TA's. 
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22. HIGIIWAYS
 

Participants in the highway Improvement project were enthusiastic about thelr opportunity 
to employ their training directly on their jobs; saw their agencies as most receptive to the now 
tecliniques and skills they had learned; and felt that the U. S. Technical Assistants had been 
very helpful and supporl:ive throughout the period of their relationship. 

The highway improvement project included participants in tfhe Bureau of Public Highways, 
an agency which has had close contact with American Technicians and considerable material 
support from the U. S. for many years. A relatively large proportion of the engineers and 
administrators in the Philippine highway agency have been trained in the U. S. 

Highway improvement participants received traii'ng largely in Federal or State highway
organizations, ranging from mechanics and equipment and shop operation through highway and 
bridge design engineering to photogrammetry, cost accounting, and materials research. Of 
the 46 participants sent for study in the five years preceding this survey, 41 or 89 percent were 
interviewed. 

On the personal side, the training program was not as advantageous as they had expected.
The average age of these men was close to all participants, about 42 years, and they averaged
14 years of prior service before entering the training program. Half of them had parents in 
the middle socio-economic category, and half in the lower socio-economic group, a reflection 
of the fact that the participants were evently divided aniong higher anC junior level supervisors.
Their salaries were higher than that of other government workers, bu! they expressed much 
more dis- clsf-,ction with their earnings. It was most important for them to be financial 
successes, and they did not feel the training experience had helped them as much as they would 
have liked. 

Those in the Bureau of Public Highways have learned to live with political considerations. 
For example, each month the payroll in the provincial highway systems includes a roster of 
persons recommended for a few days work by politicians. lowever, these political influences 
are not felt by the participants as a barrier to effective technical performance by the agency.
Participants feel that political influence should be accepted as the normal state of affairs. For 
example, the highway participants were least likely to disagree with the idea that an influential 
person should secure jobs for reF,,tives. 

The importance of personal influence was reflected in the reasci-s they gave for their
being selected for the training program- Although they placed some emphasis on their previous
work experience and leadership, they placed much more emphasis on the persons who had influ
enced their selection than their personal attributes. Their selection resulted primarvily from the 
initiative of their supervisors and the U. S. Technical Assistants. 

At the same time, the participants (lid not feel personally influential politically. They
belonged to fev organizations, e:xpressed little political interest and professed to be both 
politically ;nactive and uninfluential. The participants saw themselves as beneficiaries of 
influence, not active influentials. 
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While they were very involved in th Lraining program, and discussed the goals of theproject with their supervisors before leaving for the States, they were very disappointed with
the planning of the program upon their arrival in the United States. Their training programswere most!y observation tours, a large majority were dissatisfied with the planning and organi
zation of these tours. In contrast to this strong expression of diF'satisfaction with the planningof their training, they did not feel that the type and content of the r training was preventing them
in any way from using their training. Nor were they dissatisfied with the length of the trainingprogram. Their lack of satisfaction with the per diem leads us to believe that they were more
dissatisfied with the adrrinistration than the content of the training. 

Although their English facility was low, compared to other participants, the highwayvisitors spent a great deal of time visiting with American families. Since one-half of themtraveled as individuals, rather than in groups, they may have received invitations to visit 
fr Nm their hosts in the State and Federal highway departments. They reported spending little 
time visiting their own countrymen or spealdng their own language. 

Upon return they found that their training was directly useful in the jobs to which theywere assigned, but reported much less opportunity to transmit their training to others, except
the persons they supervised, in informal on-the-job training. They felt they had sufficient
freedom of action to Implement the techniques and ideas learned, and also received considerable 
support from their supervisors and co-workers. The kinds of improvements they reportedmaking included: improved management of shop, office, or depot; increased use and improved
maintenance of heavy equipment; improved public and internal relations conduct of in-service 
training programs; research on use of local materials for constructim. 

They reported more freque-it relations with the U. S. TA's than did other projects. TA'shad been present at their selection, influenced their being selected, and were helpful in
arranging the travel itinerary and training program. Similarly they received help from TA's
In back-home application oL their training. They described the personal relations with TA's very satisfactory, as

and reported that the TA's provided considerable help, both as consultants 
and intermediaries in providing material help. 
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PARYT V 

23. NEEDED RESEARCH 

In spite of the research that has been done to date on problems of cross-cultural learning,the surface of this complex subject area has scarcely been scratrhcd. However, this section Islimited to a brief outlining of several areas of needed research w dch are suggested by this
 
survey and by the interest in evaluatiea which prompted it.
 

Evaluation implies, and indeed in practice consists of, measuring performance againstpredetermined goals. Dcfining all program goals more specifically should, by providing
better criteria, greatly facilitate the task of evaluation. However, good evaluation studies
 
must also strive to detect unanticipated "side effects" 
of a program as well as progress towardstated objectives. Ideally they should seek to measure long-range as well as immediate effects
 
of both kinds.
 

Research on the other hand, is inquiry into the nature of the processes Involved. Evaluationstudies of operating programs should have a research orientation, so that the specific factorscontributing to the zuccess or failure of a given program can be discovered. Administrators oftraining progTams need to know not only what personal and situational factors, methods, andprocedures seem to make a difference in a given program situation, but why a I-articular approachis or is not effective. When this kind of knowledge is conceptualized in terms rf working hypothe
ses and general theory, it becomes more readily available to others, and may be applied with 
appropriate modifications to other situations. 

Longitudinal and predictive studies 

One limitation of this follow-up survey was that it consisted largely of measurements takenat one point of time, after participants had returned home. In effect, information from participants, including their feelings about their selection, their orientation, and their U. S. training
experience, was reconstructed from memory and probably influenced somewhat by their subsequent experiences. Measurements 
at another time might show different results. Another limita
tion was that no factors could be experimentally changed to see what effects this would have.
Differences among participants and their experiences that could be observed 
and measured were,of course, correlated with use made of U. S. training to see if relationships existed. It would be
extremely worthwhile to set up seve-al evaluatior research projects which are longitudinal, providing for tests and measurements at several points of time during the training process and theperiod of back-home application. Such studies could test the predictive ability of those respon
sible for selection and training, or could be designed to test experimentally some of the hypo
thesis relating to successful training, tinder controlled conditions. 

This is not the place for elaborate details on such studies, but a rough outline of two willIllustrate what might be involved. Assume that one is primarily interested in testing theselection procedure, for exampk3. In country X, persons . to are selected for U. S. trainingmight (for test purposes) be divided ihto those who should b( expected to fall later into highmedium-low success categories on the basis of age, intelligence, social mobility, personality,
language facility, experience, and any other meaningful criteria that have been suggested and on which ratings or judgments can be made. Several subsequent measures, by interviewing orquestionnaire techniques, both during the training program and at intervals after return home, 
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would provide a basis for seeing how accurately success can be predicted at the time of selection 
and what factors need further study. 

Similarly, it is believed by some that special training in becoming a successful "change
agent" will be helpful to participants in applying their technical training. Such a program might
include training in communication and human relations skills. A longitudinal research study
could be designed to test this belief. Participants in the same fields of training from selected 
countries might be divided in two groups, prospective "highs" and "lows," at time of selhction. 
Half of the participants in each of these two groups, randomly selected or on some basis of 
matched )airs (education, work experience, ct(. ) would be given this special training in communi
cation and hunan relations skills, and the other half of each group would be the control, not 
receiving this training. Subsequent measures of the back-home utilization made of U. S. training
might well show what difference, if -uy, the special training made. There are, of course, many 
other designs possible, depending on tib' questions to be examined. 

Comparative studies 

As training programs grow in m~iurity and as the numbers of participants increase, it is 
only nalural that legislators and administrators in both the United States and in the other countries 
concerned shauld expect that these programs will build on past experience and improve through 
the application of increasingly systematic knowledge. Those in positions of responsibility have 
every right to inquire whether the taxpayers, or others paying the bills, are getting their money's 
worth, and will be increasingly restive where the benefits of training programs continue to be 
justified on the basis of faith and hunch alone. Those who are familiar with the fact that social 
science techniques have been increasingly used in other paris of government and even more widely 
in business to measure the effectiveness of on-going operatiiors, may he especially insistent on 
having better evaluation studies. it would be of great benefit, both to program administration and 
to social science, to have new studies in different countries coordinated in some way so that data 
are comparable. The efforts of the ICA in suggesting certain "standard" information to be obtain
ed in future evaluation ,-tudies c :training programs by its field missions is to be especially 
commended for this reason. 

Studies of the organizational environment 

One of the more striking findings of this surv3 is the importance of the participant's
organizational and work environment in determing the extent to which his U. S. training is used. 
Participant's actions depend to a large extent upon the attitudes of those around and especially 
above them. This observation, which seems so obvious, is borne out by many other studies 
of employees in business and government organizations. It seems likely that studies of the 
organizational environments in which returned participants work will add appreciably to our 
knowledge of the forces influencing the participant. This should point to ways in which participant's 
use of specialized technical training can be increased, and hov participant, can i,general become 
more effective change-agents. 
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The diffusion process and the adoption of ncw ideas 

There has been some important research within the last several years in the United Siateson the ways ncw ideas and practices are diffused through rural and other segments of the population and adopted by various groups. Since participants are in a sense innovators, and are concerned with seeing that new ideas and techniques are more widely used,valuable to know more It would be extremelyabout how the diffusion process works in other countries, and what factorsInfluence the speed and spread of new ideas and practices. Such knowledge should Increase thetransmission of training to others, and thereby the multiplier effect of training which is so strong
ly desired. 

Third country training 

Most U. S. sponsored programs have involved training in the United States, without examining explicitly the advantages and disadvantages of training in some third country.however, The ICA has,markedly increased Its third-country training, in recent years. Such training is oftenvery much less expensive, can be done in situations more closely approximating home-countryconditions, and often lessens the problems of personal adjustment for participants. It is
clear what effecj, third country training has on the attitudes and value systems 
less
 

of participants.Research comparing the short and long-term effects of training in third countries versus
United States would help determine the
 more clearly the relative advantages and disadvantages ofeach, in terms of various program objectives. 

Liaison between ol2erations and research 

These few examples of needed research should also point up the need for closer liaisonbetween thosr engaged in cross-cultural research and those administering training programs.There is a gap that needs to be narrowed between research findings and the practical rulesand operating procedures used by operators in this field. Further cooperation between socialscientists and administrators should help to increase awareness and control of the factors foundto make for successful training, help avoid costly mistakes, and increase the effectiveness ofparticipant training in national programs of economic and social development. 
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