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ABSTRACT

DOGMATISM AND AUTHORITARIANISM IN THE TRANSFORMATION

OF INTERCULTURAL DEVELOPMENT FACILITATORS

BY

Christina KM. Lee

In the field of community development, little is known about how intercultural

development facilitators became more effective. The study describes. in a

context of dogmatism and authoritarian personality traits. the patterns of change

and significant experiences that made the facilitators more effective. The areas

of focus are a facilitator’s: 1) development interpretation. 2) self-perception. 3)

interpersonal relationships. and 4) work style.

A case study approach was used to analyze the transformation of a group of 22

intercultural development facilitators from one private development agency. Two

standard instruments, the Dogmatism and Directiveness Scales. were used to

measure respondents’ dogmatism and authoritarianism. The quantitative data

was supplemented with qualitative data obtained from non-scheduled interviews.

The "then" and "now" responses were compared to identify significant .

patterns of change. These results were then analyzed among the four groups and

compared as to dogmatic and authoritarian scores.

Findings indicate that i) the development concept emerges through vicarious

experience. especially when cognitive dissonance occurs; 2) development

interpretation does not seem to relate to the level of dogmatism and

authoritarianism; 3) high dogmatic persons. in time of role transition, tend to

depend more on external affirmation for self-identity; 4) low dogmatic persons



tend to have a more flexible view of their role and a greater tolerance for

ambiguity; 5) low dogmatic. low authoritarian persons are more likely to value

reciprocal interaction; 6 ) high dogmatic. high authoritarian persons. with a

negative self-perception. tend to interact with others in a linear fashion and in a

dominating work style; 7) low dogmatic. low authoritarian persons with a positive

view toward others. tend to be reciprocal in their relationshilps and work style;

8) low dogmatic. authoritarian persons tend to internalize problems which leads

them to change. High dogmatic. high authoritarian persons tend to externalize

problems. thus inhibit change; 9) Cognitive dissonance. witnessing or observing.

personal reflecltion. and spiritual Journey are factors likely to lead to positive

change; 10) Team work. positive relationships; newly acquired facilitative skills

are factors likely to produce an interactive and facilitative work style.

These findings could help a development agency recruit. train. and assign

development facilitators.
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CHAPTER I

THE PROBLEM

Much literature and research has been devoted to studying the

effectiveness of development facilitators. especially those who come from

one culture to assist people in a different culture in the development

process (Byrnes. 1963; Biddle 8. Biddle. 1965; Etling. 1974; McGonigal.

1971; Ruben. 1976; Hawes 8. Kealey. 1981. Broom. 1981). This concern is

partly driven by the desire of development agencies to recruit staff with

the requisite skills for development work. and also by their need to

improve the effectiveness of intercultural change agents through

educational and training programs.

Yet development effectiveness is a normative concept which varies with

that of the development agency as well as with the particular development

development facilitator. Since the early 19705. development concerns have

placed greater emphasis on self-reliance. participation of the people. and

quality of life. The intercultural development facilitator. one who travals

into new and often distant cultures. has been challenged to bring about a

variety of changes in individual and group behavior including attitudes.

social values. and the ability to respond to the many problems in life.

Effectiveness is no longer Just a combination of knowledge and skills

acquired by the development facilitator. Personality and attitude also

become critical to stimulate or discourage change (Fessler. 1976:32).

The attitudes or qualities cited most often in community development.

adult education. and cross-cultural communication literature are closely

1



related to two exceptionally important aspects of effective development

facilitators: dogmatism and authoritarianism.

Dogmatism refers to the degree of rigidity with which persons can

receive. evaluate. and act upon the information they are recei'Ving. A high

dogmatic (D) person tends to be close-minded and rigid in thinking. while a

low dogmatic (:1) person tends to be open-minded and more flexibile

(Rokeach. 1960).

Authoritarianism refers to the degree a person imposes his own will

upon others. and at the same time. is submissive to positive authority

(Ray. 1971).

Broom (1981) highlights the importance of these two factors in

facilitating interpersonal relationships and cross-cultural communication:

It is suggested that open-mindedness and

non-evaluativeness serve as facilitating attitudes in

interpersonal communication which takes place in a matrix of

difference. These attitudes communicate a respect for

differing experiences and perspectives. indicating a

flexibility and willingness to consider new experience.

Listeners are invited to share and respond emphatically.

seeking each other’s point of view rather than defending

their own (p.219).

Etling (1974) conducted research among a group of experienced

development development facilitators in Ecuadorian villages to determine

the characteristics of effective development facilitators in development

education. In addition to the necessary knowledge and skills that were

identified. he generated a list of critical qualities of effective

development facilitators. These qualities are. in ranked-order: dynamism

and openness; flexibility and creativity; an independent. yet cooperative

character; sensitiveness. considerateness and openness to people from

different backgrounds; and a belief in people.



Dewey (1938) and Knowles (1975). leaders in the field of education.

claim that an elimination of authoritarian behavior and rigidity of mind is

needed if an educator is to induce change in people. especially adults.

This concept has received extensive support from other writers and

educators. including Rogers (1962.1983). Freire (1973). and Kidd (1959).

Rogers (1983) describes the crucial traits of the effective adult educator

as genuineness. valuing another's point of view. acceptance. trust. and

empathetic understanding.

The salient qualities that are related to levels of dogmatism and

authoritarianism. however. are neither totally innate nor are they acquired

through training alone. Rather. they sometimes are acquired through the

processes of socialization. acculturation. and cognitive and affective

development (Andoro et al. 1950; Rokeach.1960). In short. the values.

beliefs and attitudes that determine the intercultural development

facilitator’s effectiveness are shaped. in part. by one’s past experiences

in the process of "mini-transformations" (Kindervatter. 1978).

So far. very little has been written about how these transformations

take place. Numerous questions could be asked to understand the

transition process better. What kind of transition has a development

facilitator gone through to become where they are now? What are the

patterns of transition that intensify or reduce the effects of relevant

personality traits. such as dogmatism and authoritarianism? In other

words. what are the factors that positively or negatively contribute to the

development facilitator’s effectiveness (Smith. 1982; Truman. 1986)? A

better understanding of the "mini-transformations" that a facilitator

undergoes as he gains experience over time in intercultural change agency



becomes an important avenue to pursue because of its applied relevance to

development organizations in terms of training design and development

facilitator recruitment.

Throughout the study. when referring to development facilitators or

the respondents in general. the pronouns “he" and "him" have been

selected. This style is used in order to maintain consistency and ease in

reading.

f h t d

In the relatively new field of community development. little is known

about the role changes that various development facilitators are commonly

asked to assume. Not many people enter this field understanding the

process of development and performing the role of development

facilitation with any degree of commonality. Each person enters as unique

individuals regardless of bcakground or training. In the process of

attempting to understand these required roles. a transformation occurs.

The study helps to understand a portion of the required role changes

that development facilitators go through by inquiring into a particular

facet of the development process or transformation occuring in the lives of .

intercultural development facilitators. It identifies the development

facilitator’s transitional patterns and the significant experiences that

influence their effectiveness with regard to dogmatism and

authoritarianism. The areas of focus in the study are a facilitator’s: 1)

development interpretaion. 2) self-perception. 3) interpersonal

relationships. and 4) work style.

The context of the study is a group of intercultural development

facilitators employed by the same development organization. Most of the



development facilitators have been with the organization for more than six

years and have served in either North America or developing countries of

Asia. Latin America. and Africa.

The uniqueness of the study. although small in the number of

respondents is that it focuses on a group of people. who as a group. are all

at the same time faced with a role re-definition. Some have already begun

the transformation. others have not. While the transformation is occuring.

the study particularly examines dogmatism and authoritarianism in order

to determine to what extent they may be considered as indices of the

transformation process itself.

Resegrch gagging

In an attempt to explore the transitional patterns and the factors that

influence the effectiveness of the intercultural development facilitator.

two major research questions are considered in the study:

1. What are the patterns of transition that are evident in

intercultural development facilitators in relationship to their

levels of dogmatism and authoritarianism?

2. What significant factors seem to positively and negatively

affect the transition?

WM

Dogmatism. as defined by Rokeach (1960:48) is a "personality variable

which governs the individual’s receptivity to ideas. people and places."

According to Rokeach. dogmatism is the structure of the person’s belief

system as to the manner in which various beliefs are interrelated within

the total belief system. The openness of a person’s belief system depends

on:



the ex tent to which the person can receive. evaluate. and act

on relevant information received from the outside on its own

intrinsic merits. unencumbered by irrelevant factors in the

situation arising from within the person or from the outside

(p.57).

According to Rokeach. a low gggmgtjg (d) person (open-minded). is more

empathetic and holds a more positive regard for others. He is highly

receptive to new ideas. and has high tolerance for ambiguity. A high

dogmatic (D) person (close-minded). as defined by Rokeach and other

research. is one who tends to be rigid. is less willing to compromise. and

views new information as threatening. He is intolerant of ambiguity. and

is reluctant to change everyday beliefs.

ce t of A 't r' ' m

Various research on authoritarianism. since Adorno et al. (1950) 11;;

Authoritarian Personality, demonstrates the continuing debate regarding

the meaning of the word. "authoritarianism". Some interpret

authoritarianism as a cognitive. or an interpersonal style. while others

view it simply as an attitude (Ray. 1980). The study uses Ray’s concept of

authoritarianism. which is used in a three-dimensional way to describe

persons who: 1) have a positive attitude toward authority and view a

leader as a guide and director rather than as an executive of democratic

decisions; 2) approve of institutions and practices with a strong exercise

of authority; and 3) have a preference for regulation (Ray. 1971).

A high ggthgritarian (A) person. as defined by Ray. is strongly in favor

of the exercise of authority. He tends to be dominant and aggressive;

imposes his own self upon others. and at the same time. is submissive to

direction from positive authority. A low authgritgrim (a) person is

independent. but cooperative. and values participatory behavior.



e ' f h

The concept of change is inherent in learning. The process of learning

implies a change in attitude or behavior (Crow 8. Crow. 1963). The change

process is like a journey through which an individual’s attitudes and values

and behavior are changed through unlearning. modifying. relearning.

updating. and replacing (Knowles. 1973; Hart. 1975; Cropley. 1977).

Mezirow (1978) describes this journey as "perspective transformation."

New learning is not just added to the existing knowledge but. rather.

transforms it to bring about a new perspective.

At least four major streams of thought can be identified as helpful in

understanding the nature of adult change and learning. These relate to 1)

self-concept; 2) past experiences; 3) interaction relative to new

experiences and with other individuals; and 4) reflection on the

experiences. These four key components in the change process provide the

rationale for the research design and were used throughout the data

gathering and analysis phases of the study.

Self-Cmggt

The self. according to most psychologists. is a learned structure. The '

self opens to change through interaction within the subjective experience

of the individual. The self-concept is the organized set of perceptions of

the self at a given point in time. Rogers (1951) suggests that only when a

feeling or perception about the self or the environment comes at least

dimly into a conscious awareness will it influence behavior. Wylie (i974).

therefore. believes that the way to predict human behavior is to

understand a person’s conscious perceptions of the self conditioned by the

environment. This assessment of the self-concept must also include an



exploration of the person’s feelings and attitudes toward the self in

relation to others.

From the socio-psychological point of view. Rokeach. (1960) and Andre

et al. (1950) suggest that all attitudinal and behavioral tendencies are

learned by the individual as a result of the interaction of biological.

social. and general environmental influences. If dogmatism and

authoritarianism are learned patterns. then it should be possible to

identity the subjective and environmental influences that create or shape

such attitudes and behaviors.

Past Exgeriemg

An individual’s past experience is an integral part of the formation and

re-formation of the self-concept. It also structures a person’s approach

to new experiences. Therefore. past experience can be either an

enhancement of new learning. or an unavoidable obstacle (Brundage 8.

Mackeracher. 1980. Smith. 1982). Dewey (1938) suggests a difference

between "educative" and "mis-educative" experiences. The former

enlarges the capacity of the individual for richer experiences in the future.

while the latter arrests. diminishes. or distorts it. Freire (1973) views _

experience as the most important theoretical element of learning. To him.

educational experience should foster the ability to think and act by

developing self-awareness through interaction.

Interaction

Learning implies a continual interaction of new experiences with the

past. an interaction within self and with the environment. Kidd (1959)

suggests that all new experiences are symbolized and organized into some



relationship to the self. as developed from past experience. New

experience will be ignored if there is no perceived relationship with the

past. It will be rejected or distorted if the experience seems inconsistent

with the structure of the self. Dewey (1938). therefore. calls for a

continuity of experience for effective change or learning. Learning not

only results from experience. but also actively modifies the quality of

experiences in the future. For Dewey. interaction and continuity of

experience intercept and unite in the learning process. Freire (1973)

contends that learning takes place when the individual. through dialogue.

is developing self-awareness in relation to the past and to new

experiences. The act of dialogue is a form of interaction where learner

and educator both respond critically to the environment.

Bgflggtion

Freire. however. carries the concept of experience and interaction even

further to suggest that effective learning takes place only when one

reflects critically upon the past and the present and becomes conscious of

their linkage. He refers to this process of reflection as "concientization".

He identifies three levels of consciousness in the change process. 11931;. g

or transitivg consciousngsg. is characterized by a closed self-concept in

which a person is conditioned by his vicarious experience and is unable to

perceive the new challenge or sees it in a distorted way. This behavior is

primarily defensive. and is adaptive only with regard to biological

survival needs. When a person emerges to naive consciousness, he begins

to be able to visualize and distinguish a past that was previously

ambiguous to him. The person may remain at the emergent stage until he
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reaches a level of critical consciousness, where his self-awareness is

fully developed and leads to behavior change.

At the level of critical consciousness. a person will act in response to

challenge. once he understands and sees the possibility of response. The

nature of that action corresponds to the nature of his understanding.

Critical reflection upon the past and present leads to critical action to

change the reality. These ideas are summarized by Freire in the concept

of. M. the act of continual reflection and action processes.

These four key components in the change process: self-concept. past

experience. interaction. and reflection provide the rationale for the

research design. The process of change is a cyclical or spiral process of

self-concept formation. It is continuously reformed by the interaction of

the past and new experiences through critical reflection. Past experience

can inhibit or facilitate new learning because of its influence on the

self-concept. The study attempts to analyze the critical reflection of the

development facilitators and to identify the positive and negative

experiences that have contributed to their effectiveness.

t lat'

of Qevelggmgnt Eacilitgtg;

The study inquires into development facilitator’s perceptions of their

own transformation process in the areas of development interpretation.

self-perception. interpersonal relationship. and work style. These four

areas provide a context for evaluating the level of dogmatism and

authoritarianism that influence a development facilitator’s effectiveness.

The study examines this deliberate transformation process as it occurs

when development facilitators are asked to redefine their roles. Most of
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the development facilitators. at the time of the research. are experiencing

a transition from administrative to facilitative styles and roles in their

work.

WW

Interpretation of development has changed dramatically in the past two

decades. The dominant paradigm in the early 60s inclined toward a linear

prodcution-oriented development. A new paradigm. initially emerging in

the late 19705 espouses a participatory approach (Rogers. 1983. Korten.

1984). A development facilitator’s intervention is very much influenced by

the individual’s concept of development. as well as the orientation of the

agent’s own organization (O’Gorman. i978; Christenson 8 Robinson. 1980).

Adequate knowledge of a development facilitator’s perception toward his

own change process in development interpretation provides some

understanding of possible factors for the. shift and its relationship to

dogmatic and authoritarian characteristics.

Self-Percggtigg

Psychologists. including Wylie (1974) and Rogers (1962). believe that

the self is a learned structure and is the anchor of personality. Research

indicates that people with a positive self-concept and positive

self-esteem are more flexible. receptive to new ideas and change (Klopf et

al. 1969; Knox. 1977; Bosier. 1973). Studies also show that experience can

change one’s self concept. There are significant experiences. that occur in

the course of a development facilitator’s life that influence their levels of

dogmatism and authoritarianism.
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nter ersonal Rel ' hi

Experience from development practitioners and studies on community

development (Rothman. 1974; Zaltman 8 Duncan. 1977. Rogers. 1983).

intercultural communication (Mcgongial. 1971; Klein. 1977; Ruben. 1976).

and adult education (Freire. 1970; Knowles. 1973; Rogers. 1983) strongly

indicate that interpersonal relationships are a key factor in effective

planned change. Personality characteristics that encourage reciprocal

interpersonal relationships. include: emphathy. acceptance of others.

trust. seeking others’ opinions and flexibility. Hence. the experiences

that facilitate or inhibit the development of these qualities in a

development facilitator provide some idea relating to their level of

dog matism and authoritarianism.

Work §tzle

Work style refers to methods employed by an intercultural development

facilitators in working with people. The people-oriented development

approach encourages people’s participation in decision-making.

implementation. and evaluation (Korten. 1984). It requires a development

facilitator to participate and facilitate rather than to control or dominate ‘

the process of change. Adult educators. including Knowles. Dewey. Freire.

find that a collaborative effort between educator and learner in curriculum

development and in the learning event tend to produce more effective

learning outcomes. Participatory behavior of the development facilitator

is directly related to dogmatic and authoritarian traits.

In summary. previous studies and research show that the concept of

development. self-perception. interpersonal relationship and work styles

are important measures of development facilitators’ effectiveness. The
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researcher inquired into the change process of individual development

facilitator in each of these areas to identify the possible factors that are

associated with dogmatism and authoritarianism.

e a h ed

A case study approach is used in this exploratory research. The

transformation occuring in the lives of development facilitators is a

complex process. involving both subjective and objective factors. and

influences from a variety of sources over a period of time. The study

attempts to provide an appropriate balance between "breadth" and

"depth" on a topic that has not been given serious scholarly attention.

The case study focuses on a group of 22 intercultural development

facilitators from one development agency. The majority of these people

have recently gone through a role change within the Agency. They have

extensive experience with the Agency and in development work. and are

currently working in Asia. Africa. North America and Latin America. They

attended a three-week training workshop held in Hawaii from October 7 to

25. 1985 (where these study data were collected).

The data were gathered using a multiple interview process to explore .

the respondents’ transformation in the four areas of effectiveness

described above as they are experiencing a re-definition in their roles. A

non-scheduled interview allowed the researcher a choice as to the order of

the questions. freedom to attempt alternative wordings of the same

questions. and freedom to use neutral probes for clarification or

confirmation of information. Two standardized instruments are used:

Rokeach’s Dogmatism Scale (D Scale) and Ray’s Directiveness Scale. to

measure the degree of dogmatism and authoritarianism. respectively.
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Scores are analyzed in relationship to their transformation patterns in the

four areas as indicated above. In addition. information gathered from an

expert observer during the training institute was used to supplement data

from the interviews and psychological tests.

The respondents of the study came from one of the largest Christian

relief and development agencies in the world. with a total of 4.103

international projects. including: assistance to children and families.

emergency relief and rehabilitation. community development. and and

efforts involving evangelism and leadership development. Some 4.800

staff work in more than 80 countries (mostly in the developing countries).

where projects are located. The Agency shares many similarities with

other non-government or private voluntary development organizations It

has extensive contacts with development organizations internationally and

locally in the effort to implement development work and development

facilitator training. A study focusing on the intercultural development

facilitators within this agency has certain implications for other

development agencies in terms of intercutlural development facilitator

recruitment and training.

W

The study has several outcomes pertaining to understanding

development facilitator effectiveness:

1. The findings of the study will increase the understanding of the

transformation of intercultural development facilitators in relation to

their level of dogmatism and authoritarianism. Specific experiences of

intercultural development facilitators that influence their effectiveness

will also be understood.
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2. The study will increase development agencies’ understanding of the

educational needs of intercultural development facilitators.

3. The study will provide valuable information and learnings regarding

a development agency’s ability and understanding in coping with

transitions and transformations that occur in development facilitators at

similar times and in similar contexts.

4. The study will give development administrators more precise

information for staff recruitment.

5. The study will enable the development agency to better anticipate.

explain. cope. and plan for recruitment. assignment. or re-assignment of

staff in situations of role change and re-definition.

6. The researcher will make recommendations about incorporating

specific learning processes into curricula for pre-employment. orientation

and in-service training to enhance the effectiveness of the intercultural

development facilitator.

W

Several major assumptions that affect the outcomes of this study have

been made:

1. Beliefs. attitudes and behavior are formed through the processes of

socialization. acculturation. cognitive and affective development. The

study assumes that training alone is not adequate to induce change in

behavior and attitude (Smith. 1982).

2. Perceptions are based more on the subjective experience of the

individual than their theoretical knowledge.
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3. Learning takes place when experiences. that cause change in

underlying beliefs and attitudes. are identified. Such experiences can then

be programmed or included in curriculum for learning to occur intentionally.

4. External forces interact with each other and influence a person in a

continual manner. The study assumes that an development facilitator’s

behavior and attitudes are greatly influenced by his agency’s orientation.

Several parameters of the study affect any attempt to generalize the

results.

First. the respondents do not represent a random sample drawn from a

general population. Instead. it is an opportunity sampling where a group

of intercultural, development facilitators. who work in the same agency.

met at the same location for an extended period of time. The respondents

share the common trait of experiencing a similar role re-definition. of

moving from administrative to facilitative roles and tasks. They represent

a specific population who work as development administrators. consultants

and technical staff in different countries. However. the findings may

apply to other groups. as well. such as development administrators and

development facilitators at the community level.

Second. the investigation into the transformation of the intercultural

development facilitators is job-related. It focuses on the individual

experiences of development interpretation. self-perception. interpersonal

relationship and work style. The possible factors outside the job areas

are not included in this study.
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Third. the study deals only with the perception of the respondent as to

factors that had caused him to shift and the meanings he had for the

changes. The research only focuses on the data that indicate the shift.

Fourth. this is an exploratory study pointing to the relationship which

seems to exist between the dogmatic and authoritarian characteristics of

intercultural development facilitators and their previous experiences.

Cause~and~effect studies must follow to further identify and explain the

relationship identified.

ngigition 9f Igrms

Intercultural ngelogment fgg'utgtg refers to one who comes from one

culture to assist people in a different culture in a learning process that

leads to a positive change. Other synonymous terms that are used in the

study include: "change agent." ”adviser." “consultant." "development

administrator." "cross-cultural technicial adviser." and ”development

educator."

Authoritgrignism refers to the degree to which a person imposes his

own will on others. and at the same time. is submissive to positive

authority (Ray. 1976).

W refers to the degree to which a person can receive.

evaluate. and act on relevant information gathered from the outside on its

own intrinsic merits. A high dogmatic (D) person is close-minded. while a

low dogmatic (d) person is open-minded (Rokeach. 1960).

Mis used synonymously with the term "organization" to identify

the development agency under study.

WWWrefer to the institutions that

receive grants or contracts from the government to carry out development



18

assistance. NGOs have a recognized status as consultative to the U.N..

and are primarily engaged in study and advice on international issues.

(Bolling 8. Smith. 1982)

'v t volun r ' ' V ) refer to domestic or

international non-profit organizations engaging in overseas direct

services.

WWWrefer to both PVOs. NGOs

and any international private. voluntary development-oriented agencies

that are active in overseas development work.

Organization of thg 511M!

Chapter I presents the problem of the study: the experiences that

influence development facilitator effectiveness in relationship to their

dogmatic and authoritarian characteristics. Specific research questions

and historical background are provided.

Chapter II reviews the relevant literature in three major sections: 1)

the paradigm shift in development and role of education; 2) factors

influencing development facilitator effectiveness. which include:

development interpretation. self-perception. interpersonal relationship. _

and work style. Change agency effectiveness is also discussed; and 3)

measurement of dogmatism and authoritarianisn from previous research.

Chapter III provides a brief overview of the research context. which

includes a general description of voluntary development agencies and a

special emphasis on the Agency being studied.

Chapter IV describes the methodology used in this study. which

includes the research design. data sources. data gathering procedures and

approach to data analysis.
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Chapter V gives a detailed description of the data analyzed. and a

summary of the findings.

Chapter VI provides conclusions and recommendations drawn from the

findings of Chapter V.



CHAPTER II

REVIEW OF PRECEDENT LITERATURE

Many fields of study have contributed to our understanding a

development facilitator’s effectiveness in the context of planned change.

The literature review in this chapter draws from the fields of community

development. adult education. cross-cultural communication. and social

psychology. The major concern of the chapter is focused on identifying the

major factors that contribute to development facilitator effectiveness as

qualified by the findings on dogmatism and authoritarianism.

The chapter is organized into three sections. The first section includes

a brief review of a paradigm shift of development concept and the role of

education since the 19605. This shift calls for transformations in the

development facilitator’s role and his approach to working with people.

Insights from these transitions provide a broad perspective on the process

of change. The impact of the change agency on agent effectiveness is also

discussed.

The second section focuses on four factors contributing to development

facilitator effectiveness: development interpretation. self-perception.

interpersonal relationships. and work style.

The chapter concludes with a careful review of previous research on the

measurement of dogmatism and authoritarianism.

2O
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Paradigm Shift in Develggmgnt gnd the Role of Edgggtign

The term "community development" has emerged in recent years with a

variety of meanings. Early attempts to describe development differ

greatly from current interpretation. Early definitions of development

tended to focus on increased incomes and other quantitative measures of

effectivenesss. Under the influence of Rostow’s Stage Theory during the

19505. "modernization" became the goal of development. Assuming that

people respond automatically to economic incentives. development was

defined in terms of production and gross national product (GNP). It was

assumed that education would increase the productive “quality of labor"

with advanced technological skills. This concept of development tended to

produce large. western-oriented educational programs in many parts of the

Third World.

By the early 1960s. Human Capital Theory (Schultz. 1963) confirmed

modernization and economic growth as the goals of development. Human

capital was no longer viewed as a quantity for consumption. but also as an

investment that could bring valuable returns. Education allocated greater

earnings to those with more schooling. and less to those without.

The unequal income distribution brought on by this economic growth '

model led to a new definition of development in the 19705 (Goulet. 1971.

Streeten 8. Burki. 1978). An alternative concept of development emerged

focusing more directly on enhancing human growth and well-being.

eliminating poverty. preserving the productive capacity of the

environment. and empowering people through increased participation in the

development process (Streeten. 1979; Korten. 1984).
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Rogers (1983) suggests that a "paradigm shift" is taking place. The

dominant paradigm of the late 1960s and early 19705 is being replaced by

an emerging one in the late 19705 and 19805. The effectiveness of

development in the old paradigm. was determined largely by the criterion

of quantitative economic growth. The emphasis in the newer. emerging

paradigm focuses on more qualitative human factors.

Truman (1986). after examining major literature trends. summarizes the

major shifts that have been occurring in the development field (see Figure

2.1.). The trends show a new pattern of development. It is one that seeks

for more participation in decision-making. an increase in interpersonal

communication; greater flexibility and opennness to innovation; and

decentralized planning. This movement calls for unavoidable change in the

roles of development facilitators. and their approaches in assisting others

to change.

Th 01 of veo ment F ' ' at

A development facilitator fills many different roles in varying degrees

of social importance. In the early paradigm. the professional development

facilitator was essentially an authority figure. He was a teacher who

brought about some innovation as deemed desirable by outside agencies

(Roger. 1983:312). The development facilitator was also a link between a

change agency and some client system. The main responsibility was the

diffusion of technology designed and brought in from outside sources.

As the development paradigm shifted. the development facilitator

continued to perform different roles. but in a lower key. less dogmatic and

authoritarian way. The new roles described in the literature included the

following: consultant. enabler. motivator. integrator. resource-channel
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Figure 2.1. Conceptualization of the Development Paradigm Shift

 

Trends in Early Paradigm

Decision-making controlled by the

t0p hierarchy or national body.

Ideas and communications flow one

way from top to bottom.

Decison about what should be

introduced made by technical

experts and top level

administrators.

Good ideas, innovations come from

top, from technical experts.

Availability of new technology

pushes the innovation.

Low levels of participation in

planning, evaluating.

Frequent utilization of

directive teaching.

Development measured by

quantitative indicators.

Emphasis on product.

Centralized planning with

emphasis on technology

transfer.

Focus blame for poverty on

individual (internal causes).

Emphasis on economic growth.

Trends in Lgter Paradigm

Hide sharing of decisions

and control by the members.

Ideas and communications

diffuse through networks and

interpersonal channels.

Decisions about what should

be introduced made by local

members after informal eval-

uation of innovation.

Good ideas, innovation

generated by local members

through critical reflection.

Existence of problem creates

desire to find solution as

perceived by local needs and

problems.

High degree of participation

being reinvented to suit

local needs and problems.

Frequent utilization of non-

directive facilitation.

Development measured by

qualitative indicators.

Emphasis on process.

Decentralized planning with

emphasis on self-reliance.

Focus blame for poverty on

system (internal and

external causes).

Emphasis on low level,

appropriate technology.

 

Source: Truman (1986:164)
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(Christenson & Robinson. 1980); catalyst. solution-given. process-helper.

resource-linker (Havelock & Havelock. i973); problem-identifier or

diagnostician (Zaltman and Duncan. 1977). The effective development

facilitator is community-oriented rather than agency-oriented (Rogers.

1983). He not only links the outside agency with the community. but now

assumes a broader role in networking by bringing peOple together. and by

finding and seeking the best use of the resources both inside and outside

their own system (Havelock 8. Havelock. 1973).

The shift in the role of development facilitator from a

control-orientation to a facilitation-orientation requires a major change in

thinking, self-perception. interpersonal relationships. and work style of

the development facilitator.

mvglggment Egugation

Since the development focus has shifted to a more "people-centered"

approach. education assumes a new role in the development process. The

importance of education is expressed by Nyerere (1976):

Education has to increase men’s physical and mental

freedom -- to increase the control over themselves. their

own lives. and the environment in which they live. The ideas

imparted by education. or released in the mind through

education. should be liberating ideas. The skills acquired by

education should be liberating skills . . . . In particular. it

has to help men to decide for themselves. in cooperation.

what development is (p.10).

The term. "development education". has become popular in referring to

this major shift in thinking about development and education. When

supplemented to formal processes. development education is critical for

facilitating technological progress as well as enabling people to learn how

to act on their own behalf in pursuit of human fulfillment. Often a
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development facilitator assumes educational responsibilities in the

development process. During the past fifty years. the best and the most

appropriate ways have been sought to assist adult learners. With the new

understanding of the adult as learner. the pedagogical model of teaching.

which emphasizes the learner’s dependency on teacher. has been gradually

giving way to the andragogical model. which assists the learner to take

increasing responsibility for his own learning (Knowles. 1973).

Freire (1970) describes the "problem-posing" approach of traditional

education as the "banking system." In this system. the teacher is a

transmitter. the sole thinker and speaker. decision-maker. organizer.

controller. disciplinarian. authority. judge and prime actor in the learning

process. In opposition to this dogmatic and authoritarian behavior. Freire

calls for a co-learning relationship between educator and learner. The

educator becomes an agent of change (Knowles. 1975) who facilitates.

helps. encourages. supports. and consults. He is also a catalyst. resource

person. mirror and collaborator (Brundage 8. Mackeracher. ”80). The

teacher has a dual role as a member of the learning community. while still

being an active and flexible leader (Rogers. 1983). The effective

performance of these roles requires both knowledge and skills on the part

of the development facilitator. as well as certain essential personality

traits.

F r' ' v n ' ' f

A variety of literature fields could be examined to help determine the

factors contributing to development facilitator effectiveness. At least

four clusters of literature are examined in this section: community

devedlopment. adult education. cross cultural communication. and
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organization theory. Development facilitator effectiveness is examined

here. in terms of his development interpretation. self-perception.

interpersonal relations. and work style.

v m n n er tation

O’Gorman (1978) suggests that there are both manifest and latent roles

of the development facilitator. The former refers to the roles that are

prepared for. and are evident to the agent and the community in the

development process. The latter refers to those that are divergent or

dichotomous from the manifest roles. depending very much on the agency’s

development orientation. She therefore points out that the development

facilitator’s intervention is greatly affected by the orientation.

philosophy and ideology of his agency.

Christenson and Robinson (1980) in reviewing the roles of development

facilitators from community development literature. comment that the way

one understands development affects one’s approach in initiating a

development program. The authors believe that "such issues are of critical

importance because they affect our perception of community change" (p.11).

This point is highlighted in a recent study conducted by Trumam (1986). _

Among 67 development workers in Bangladesh. the Philippines and Taiwan.

a shift in their interpretation of development clearly impacted their

approaches to development.

lf-Perce ion

Brundage and Mackeracher (1980) describe "self-concept” simply as how

one describes and feels towards oneself. Klopf et al. (1969) and Bosier

(1973) discovered from their research that people who have higher levels
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of self-esteem and a more positive self-concept. are more receptive to

change and less threatened by others or their environment. KIOpf et al.

also found flexibility. ego-differentiation. and self-esteem to be

correlated. knox (1977) points out that significant happenings affect the

relative stability of adult life and alter self-concept and relationships.

These events may either increase potential for positive change. or

increase vulnerability which threaten an individual’s self-concept.

Self-concept in the feild of education has been considered more

important than skills. techniques. and practices in determining teaching

effectiveness (Combs. 1962). The research found that effective teachers

or counselors could be distinguished from ineffective helpers or. the basis

of their attitudes toward themselves and others.

Brundage and Mackeracher (1980) conclude that learning is better

facilitated by an educator with a positive self-concept and self-esteem.

and by one who is able to remain flexible and responsive in situations that

involve failure. uncertainty. and threat. The educator needs to perceive

himself as a learner and to value this role. Being able to learn from adult

learners. he is also aware of being a role model for others.

A development facilitator assumes a variety of roles. many of which ‘

require a low-key approach. The development facilitator will not be

effective in such situations if he lacks a strong self-concept. Havelock

and Havelock (1973). in developing a list of characteristics of successful

development facilitators. affirm that a strong sense of own identity and

own ability to help others is required. He needs to have personal security

and self-confidence to deal with uncertainty. the complexity of the

community. and the possibility of not being accepted. or failure.
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n r r 1R 1 i i

Interpersonal relationship skills have been highlighted as critical

factors in effective intercultural planned change. In development. greater

reliance on the information network of relationships depends upon the

development facilitator’s ability to develop positive interpersonal

relationships (Zaltman a Dmcan. 1977; Rogers a Shoemaker. 1971; Rogers.

1983). Rogers (1983) has developed twelve generalizations related to

change agent or development facilitator success. Three of them concern

interpersonal relationships:

1. Change agent success is positively related to the extent

that they make effort in contacting and interacting with

community members.

2. Change agent success is positively related to empathy

with members of the community.

3. Change agent success is positively related to homophily

with community members (p.344-345).

The development facilitators in Truman’s (1986) study ranked

communication and interpersonal relationship skills as critical for

effective development practice.

In the field of cross-cultural communication. a considerable amount of

research is being conducted relative to cross-cultural interaction in order ‘

to improve the outcomes of overseas assignments. This work is being

propelled partly by the difficulties encountered by the increasing number

of intercultural technicians and advisers. The research unanimously points

out human relationships as the critical factor for intercultural

effectiveness (Maston. 1966; Jones. 1968; Wight et al.. 1969; Wight 8.

Casto. 1969). Hawes and Kealey (1981) did an exhaustive study of

intercultural competency and overseas .‘pb effectiveness among 160
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overseas Canadian technical advisers and 90 spouses. Both host-country

persons and the expatriates consider intercultural relations and skills as

important for gaining acceptance by the host-culture:

The single most meaningful result of the study. then. is that

there is something the individual can do to facilitate

overseas effectiveness. whatever be the external barriers to

success. It is to develop the capacity to make contact with

local people using the interpersonal skills identified

(1979:190)

In the general field of adult education. reciprocal and mutually

dependent relationships between educator and learners are more likely to

induce change in others (Knowles.1985; Rogers.1983l.

Indicator; of Pgsritive Interggrsonfl Eglationfiig

In the literature as well as in research conducted by several types of

 

international agencies. (the Peace Corps. business. technical assistance

and the military) development facilitator qualities that are helpful to

develop or to predict positive relationships with local people are

mentioned. These qualities include self-esteem. low dogmatism. high

regard for the value of equality. the ability to communicate non-verbally.

genuineness. warmth and openness; and tolerance for ambiguity

(McGongial. 1971).

Hawes and kealey’s study identified three global characteristics in

addition to technical expertise: 1) interpersonal orientation. i.e. curiosity

and respect for others and a willingness to understand the another’s world

view; 2) a sense of identity which enhances self-confidence and encourages

openness to experiencing local people and culture without feeling

threatened; 3) a positive. but realistic. expectation about life in the host

countries.



30

Gudykunst et al. (1977) find effectiveness related to open-mindedness

toward new ideas and experiences; empathy toward people from other

countries; accuracy in perceiving differences and similarities between the

host culture and one’s own; and a non-judgemental attitude.

In the field of development. a development facilitator’s openness. risk

taking. and trust are avenues to innovation (Argyris. 1965. Stephenson et

al.. 1971). Rogers (1983) suggests that an development facilitator with

empathy. and a less dogmatic attitude. is more likely to gain acceptance

and establish his credibility.

The interaction between the adult learner and educator is facilitated

by an educator who is aware of how he behaves in such a relationship; is

accountable. committed. open. and responsive to the learner; has

emphathetic understanding and who values and respects both himself and

the learner. (Brundage 8. Mackeracher. 1980; Knowles. 1970; Rogers. 1983;

Srinivasan. 1977).

A review of research and literature shows a total consensus on several

basic qualities required for an intercultural development facilitator to

develop positive interpersonal relationships with the persons in the host

countries: empathy. tolerance for ambiguity. flexibility. low dogmatism. '

open-mindedness toward new ideas and experiences; sociability; and

respect for others. These qualities are not distinct; most tend to overlap

in several areas. The following is a brief description of these qualities.

Empathy. Sarbaugh describes empathy as the “sensitivity to cues in a

situation" and "ability to take the other’s role" (1979:128). Empathy is

the most frequently cited quality of a development facilitator (Rogers.

1983; Zaltman and Duncan. 1977) and in intercultural effectiveness (Brislin.
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1983). Empathy helps a person understand how he is being perceived and

to communicate effectively. Behavioral evidences of empathy include

attentive listening. being sensitive to the needs of others. and

understanding another’s or the other’s point of view (Hwang et al. 1980).

mm Flexibility is defined by Hawes and Kealey (1979:167) as

"the flexible response to ideas. beliefs or points of view of others." It

allows the intercultural development facilitator to take on the role of

another without becoming judgmental or alienated. A successful

development facilitator is one who is able to resist becoming excessively

rigid (Britt. 1983). A development facilitator who performs various roles

in the development process requires role flexibility in order to

successfully complete a task. The capacity to shift between teacher and

learner roles or leader and supporter roles is critical in the transfer of

skills to people in another culture.

3:33;}; To respect is to value the individual’s worth and to respond

in a way that helps them feel valued. Respect increases reciprocity

between development facilitator and the community being assisted. and

contributes to intercultural effectiveness (Hawes 8. Kealey. 1979).

Iglerancg for Amgigm'gy, Both Brislin (1981) as well as Gudykunst and -

Kim (1984) define tolerance for ambiguity as the ability to deal with the

problem and situation even though the information needed for the decision

or the interaction is unknown.

An intercultural development facilitator with a tolerance for ambiguity

becomes effective when he is willing to let the situation take precedence

over his own will for the time being. He does not feel threatened in an

unknown situation. but is more likely to respond with curiosity and delight
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to unpredictable and uncategorizable events (Gudykunst and Kim. 1984) or

with calmness in an antagonistic or hostile environment (Hawes a Kealey.

1979).

an-mjmggness. Open-mindness implies the capacity to change or

adapt one’s thinking and attitudes so as to respond to others in more

appropriate ways (Elmer. 1986). It is identified in the literature as a

critical factor in intercultural effectiveness. overseas assignment and

adult learning situation. (Schwarz. 1973; Fessler. 1976; Knowles. 1970).

Sociability. Sociability refers to the psychological inclination to be

friendly and warm towards others. the ability to build trust. break down

suspicions and open up experiences that enhance understanding (Elmer.

1986). It is identified as a predictor of intercultural success.

Wgrk Style

Work style refers to the approach and methods employed by

intercultural development facilitators in working with people. The

people-centered approach development encourages citizen participation in

planning and evaluation. The success of it depends on the development

facilitator’s participatory behavior (Rogers. 1983):

1. Change agent contact is positively related to a greater

social participation among the community members.

2. Change agent is positively related to the extent that he

works through opinion leaders.

3. Change agent success is positively related to increasing

ability with community members to evaluate innovation

(pe344-345)e

The development facilitator’s participatory behavior is especially

important in the adult learning situations. Democratic-relationships

(Dewey. 1938). non-dependent-authority relationship (Knowles. 1970.
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Srinivasan. 1977). the co-learning context (Rogers. 1985. Freire. 1973) and

cooperative partners (Bruner. 1963) in a learning situation would not be

possible without low authoritarian behavior from the development

facilitator. This includes a non-aggressive approach. not imposing one's

own ideas. a willingness to challenge each other’s idea and a reluctance to

exercise authority. Holmes’ (1980) study indicates that a significant

relationship was found between facilitating behavior/attitude and the

andragogical orientation in which the adult educator perceives his

relationship with learners as that of a helper. resource person. consultant.

and co-learner.

Work Style and Orggnizational 911mg“, Etzioni (1964:3) defines

organizations as "social units or human groups deliberately constructed

and reconstructed to seek specific goals.“ Organizational climate and the

specific job have great impact on individual member behavior. Argyris

(1971) describes the interacting process of organization and individual

members as follows:

Mutual adaptation takes place where the organization

modifies the individual’s personality and the individual.

through the informal activities. modifies the formal

organization. These modifications becomes part of the

organization.

Weber (1947) perceives bureaucratic organization as an adaptive and

rational solution to the complexities of modern life. But Weber’s analysis

is not exceptionally attentive to the character of the human organization

(March and Simon. 1971). There are unanticipated dysfunctional

consequences of Weber’s bureaucratic organization on individual behavior

(Merton. 1940; Gouldner.1954). Merton stresses that the changes in the

personality of individual members of the organization stem from
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characteristics of the organizational structure itself. He delineates three

such changes: less personalized relationships. an increase of rules in the

organization. and fewer creative alternatives due to centralized

decision-making. As a result. members of bureaucracies tend to develop

rigid behavior. This rigidity increases the difficulties in the organization

and the defensiveness in individual behavior.

Lewin et al. (1939) have studied how group life affects an individual

member’s behavior. The findings conclude that persons with authoritarian

tendencies developed patterns of aggressive domination toward others.

and their relationships to the leader was either one of submission or a

persistent demand for- attention. The interactions of the democratic group

were more spontaneous. fact-oriented and friendly. Relationships with

leaders were free and on an ”equality basis." Comparing the two groups.

the authoritarian group was significantly more agressive.

Knowles (1970) discovered that individual learning behavior is affected

by the organization. It provides an environment that either facilitates or

inhibits learning. For example. a young executive is not likely to adopt a

participatory decision-making practice if his own superiors never involve

him in making decisions.

O’Gorman (1978) and others have pointed out that the development

facilitator’s role or work style is very much influenced by his

organization’s orientation. Bryant and White (1982) believe that a major

influence on both behavior and attitude is the role a person plays within

an organization. A role carries with its tasks. authority. and expectations

that influence individual and group behavior. Frequently. people behave

according to role definition and the expectations that this. creates among
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the work-mates. For example. Bryant and White noted that development

workers are most sensitive to the demands and problems of the community

while the management staff tend to emphasize proper policies and

procedures. Truman (1986:143) noted that the development agency that

promotes a control and complex administrative rules tends to produce

development workers with the same orientation.

Torre (1957) suggests that a person who previously held a managerial or

administrative position will tend to be more authoritarian than one who

has held non-administrative role. Furthermore. one who identifies with

the agency. and who works in a centralized system. has a tendency to be

more authoritarian and demanding than those who work in a decentralized

system.

fleasurgmgnt gt Qggmatigm grid Agthoritarignigm

In this section. literature from social psychology is used to review the

measurement of dogmatism and authoritarianism. For the purpose of this

study. he former relates to attitude. the latter to behavior.

Controversy abounds in social psychology literature as to whether

there is a consistent or inconsistent relationship between attitude and .

behavior. As yet. no conclusive evidence has been found to settle the

debate. Kiesler et al. (1967) and also Fishbein (1967) suggest that there is

little consistent evidence supporting the hypothesis that knowledge of an

individual’s attitude toward some object will allow one to predict the way

he or she will behave with respect to the object. Doob (1947) agrees that

attitude and beahvior may be unrelated; that is. it is perfectly reasonable

for two people with the same attitude to behave differently. For Doob.

attitude is a learned pre-disposition to respond. There is no innate
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relationship between the attitude and behavior; one still learns a

behavioral response. Studies by Ray (1971) on racial prejudice show that

attitudes and behavior often do not go together. People who acknowledge

prejudiced attitudes may or may not behave in a discriminatory way toward

members of other ethnic groups (Ray. ”76307).

On the other hand. De Fleur and Westie (1958). and Sherif and Hoveland

(1961) in separate studies. suggest that there is consistency bewteen

attitudes and behavior (Kisesler et al. 1967:27).

22.9mm

Rokeach (1960). prompted by the work of Andorno et al.(1950) on

authoritarian personalities. developed a theory of belief systems. He

conceptalized a personality theory which ranged over a complete spectrum

of beliefs incorporated in a person’s cognitive system. An individual’s

belief was defined as follows:

We have to infer what a person really believes from all the

things he says and does. It is in this sense that we would

use the term belief. and the total belief-disbelief system

would then be an organization of verbal and non-verbal.

implicit and explicit beliefs. sets or expectancies (Rokeach.

1960:32).

According to this theory. all individuals possess belief-disbelief systems.

Those having relatively open systems are referred to as open-minded or

low dogmatic individuals; those having closed systems are defined as

highly dogmatic or closed-minded. The extent to which a system is open

or closed is determined by "the inter-connections among central.

intermediate. and peripheral beliefs that give the total belief-disbelief

system its integrated. holistic and systematic character" (Rokeach.

19:50:50).
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Dogmatism is defined by Rokeach as a personality variable which

governs the individual’s receptivity to ideas. people. and places. It also

includes the person’s ability to evaluate information pertaining to each of

these areas on its own merit. High dogmatic (D) individuals would hold

beliefs in different ways from those low in dogmatism. In other words. a

high dogmatic person has a relatively undifferentiated belief-disbelief

system and tends to isolate different clusters of beliefs that may

logically appear to interact. Because of their over reliance upon authority.

high dogmatic persons tend to view new ideas as threatening or hostile.

unless they have been validated by an accepted authority. On the other

hand. the world is friendly to a low dogmatic person (d). who is open. more

free and more impervious to pressure. To him. authority is not absolute.

nor are people to be evaluted according to their agreement or disagreement

with such authority.

Attitggg toward gmhmity. Rokeach’s concept of dogmatism has been

described as a generalized theory of authoritarianism (Rokeach. 1960) as

opposed to the specific authoritarianism suggested by Adorno et al. The

Dogmatism scale represents a generalized authoritarianism independent of

a particular ideological content. Restle et al. (1964) report from their '

research that high dogmatic depends on an authority figure or on perceived

environmental expectations in a learning situation. Kemp (1960).

recognizing both negative and positive characteristics. reported that the

low dogmatic person perceived authority figures more realistically than

the highly dogmatic individuals.

W Several researchers have focused on the relationship of

dogmatism to personality patterns and dysfunction. Plant et al. (1965)
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compared high dogmatic and low dogmatic persons on 5 variables of the

California Psychological Inventory: sociability. self-control. achievement

through independence. intellectual efficiency and responsibility. The

findings show that a high dogmatic person is psychologically immature and

characterized as being impulsive. defensive. and sterotypical in their

thinking. A low dogmatic person was outgoing. enterprising. calm. mature

and forceful. and clear thinking. Korn and Giddan (1964) used three

different scales and concluded that the more dogmatic an individual is. the

less tolerant. flexible and secure he is. The personality scales used in

these studies create a personality profile which substantiates the theory

of a dogmatic belief structure.

Emathy. Saltzman (1967) reported that the degree to which a person is

perceived as being empathetic with positive regard for others. is a

function of his level of dogmatism.

Flexibility. Zagona 8. Zurcher (1964. 1965:126) observed differences

between high and low dogmatic persons in interpersonal interactions in an

unstructured classroom situation. A high dogmatic person was concerned

with leader selection and group structure. When being challenged by

authority. he became insecure. waivered in their convictions. and showed ‘

signs of reduced group cohesion. Druckman (1967) noted that a high

dogmatic person was more resistent to change than the low dogmatic and.

in a dyadic situation was less willing to defect from a given position since

compromise is viewed as defeat.

Iglgrgnge to Igggmjgtgncy. Rokeach (1960) suggests that a high

dogmatic person is threatened by and tends to avoid exposure to

belief-discrepant information. He also reveals less tolerance and more
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anxiety for belief-discrepant information. Rosenman (1967) reported that

a high dogmatic person is less accepting of information that contradicts

traditional societal belief. Foukles and Foukles (1965) found that a high

dogmatic person. when faced with discrepant information. tends to avoid

compromise solutions by either changing greatly or adhering very closely

to his original impression.

W111, Rokeach’s early finding that dogmatism was

related to anxiety has been substantiated (Rebhun. 1966). Therefore.

dogmatism may be a psychoanalytic defense mechanism. Rokeach (1954.

1956) theorized that a highly dogmatic person was characterized by a

narrowing of time perspective. He was manifested by a tendency to deny

the importance of the pressure. It was confirmed by Rokeach and Bonier

(1960). and Pavey (1962) that the more closed a person's belief system is

(high dogmatic). the more he would be oriented toward the future. This

future orientation was interpreted as a defense against anxiety by the

high dogmatic person.

W Ehrlich and Lee (1969) reviewed the research dealing with

the effects of dogmatism on belief acquisition and learning. They

confirmed Rokeach’s principle that a high dogmatic pereson is less able '

than the low dogmatic person to learn new beliefs. In defining dogmatism.

Rokeach (1960) used problem-solving behavior to demonstrate the inability

of high dogmatic persons to cope with new conceptual systems and their

inability to integrate new beliefs into the existing belief system. Kemp

(1960. 1962) provides evidence that a low dogmatic person is superior in

problem-solving tasks.
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Rigidity. Rokeach (1960) distinguishes betwen rigidity and dogmatism.

A rigid person is one who resists change in a single belief and therefore.

is unable to develop a new or different response. A dogmatic person. on

the other hand. holds on to his entire belief system. He. therefore. is

unable to accept new ideas or responses. White and Alter (1965) found

that a high dogmatic person is more resistent to change in a .‘pdgement

task. Kamenske (1966) interpreted a lack of acceptance of technological

change by a highly dogmatic employee as attitudinal rigidity.

Rokeach’s concept of dogmatism has stimulated a considerable amount

of diversified research. Most of this work has led to a fuller

understanding of the open and closed belief systems. The research tends

to support Rokeach’s contention that dogmatism represents a generalized

cognitive state in the individual.

Authoritarignigm

Authorita’rianism has been conceptualized in many different ways since

Adorno et al.’s (1950) The Authoritarian Personglity, The conventional

belief about authoritarianism. as popularized by Adorno et al.. is related

to pre-war issues. such as prejudice. conservatism. rigidity. tolerance to ’

ambiguity. and enthnocentrism. They assumed that authoritarianism is a

general personality factor incorporating social attitudes and behavior.

When reserach failed to predict the association of authoritarian attitudes

and behavior. the instruments used were always faulted (Ray 1776).

Research by Titus (1968). Ray (1976) and others have demonstrated again

and again that attitudes conventionally called authoritarianism do not

predict the behavior conventionally called authoritarianism.
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Authoritarianism has been interpreted and measured by different

attitude scales. Ray (1984:108-112) reviewed all the measurements of

authoritarianism: tough—mindedness (Eysenck.1954); autocratic style

(Levinson 8. Huffman. 1955); authority acceptance (Masling et al.. 1955);

anxiety. hostility. rigidity. and dependency (Jones. 1957); acceptance of

rational and irrational authority (Rudin. 1961); attitude to authority (Ray.

1971). tolerance for bureaucratic structure (Baker et al.. 1973); positive

attitude toward institutional authority (Rigby and Rump. 1982); deference

(Ray. 1972).

The above attributes of authoritarianism show the various ways in

which authoritarianism is measured. Ray (1984) comments that no longer

can anyone reasonably insist that there is just one particular meaning for

the word "authoritarian." which must be pre-eminent above all others:

"To some. ’authoritarianism’ is a cognitive style. to others it

is an interpersonal style. while to yet others it is simply an

attitude. Unfortunately. these various ’types’ of

authoritarianism tend not to go together (p.114-115)."

Ray suggests a clear need to specify. in advance. what precisely one means

by authoritarianism and what one wants to measure.

In searching for a new definition of authoritarianism. Ray describes an -

authortarian as a person who is strongly in favour of the exercise of

authority and. at the same time. actually succeeds in imposing his or her

will upon others. as an authority or as a support of authority (1984:172).

The predictors of authoritarian interpersonal behavior are dominance.

aggressiveness. imposing of one’s will upon others and. being submissive

to direction from superiors.

The Directiveness Scale. developed by Ray. measures authoritarian

behavior. The scale is vastly different from the F Scale developed by
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Adorno et al. that measures the conventional beliefs of authoritarian

personality (Ray. 1984). The Directiveness Scale is ideologically-free. and

does not relate to history of participation in war. political activities.

religious beliefs. nor is related to social desirability response (Ray.

1976:315). Instead of posing questions on ethical issues. the Scale asks

the respondent direct questions about his own daily behavior.

The Directiveness Scale is proving to be a valid measure of one aspect

of authoritarianism: authoritarian behavior which is dominant (to

inferiors) and submissive (to superiors) (Rigby and Rump. 1981. Ray 8.

Lovejoy. 1983. Rigby. 1984). The person who likes ordering others around

also expects to'be dominated by their own superiors. The Directiveness

Scale is considered to be the best predictor thus far of straight dominance

and straight aggressiveness. and is the only scale that shows significiant

prediction of submissiveness (Ray and Lovejoy. 1983).

gm"III"!

In this chapter a review has been provided in the precedent literature

in the fields of community development. adult education. cross-cultural

communication. and social psychology . Major trends that contribute to the

effectiveness of development facilitators have been identified:

development interpretation. self-perception. interpersonal relationship

and work style. The key ideas of self-concept. past experience.

interaction. and reflection which have emerged from the literature.

providing the theoretical framework for the research.

The research literature on the instruments indcates that the dogmatism

scale can be an effective instrument for measuring attitudes while the
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directiveness scale can be effective for measuring authoritarianism

behavior.



CHAPTER III

THE RESEARCH CONTEXT

The type of development agency being referred to in the study is

discussed in the first part of this chapter. Following that is a brief

description of the historical background of the case study agency -- its

philosophy. objectives. organizational structure. the functions of different

levels within the agency. and examples of the types of projects undertaken

by the agency.

Willem

Non-goyernmental gganizationg (NGOs) and mivgte vglgntary

grganizations (PVOs) are different types of organizations according to

Bolling and Smith (1982:153). NGOs. with a consultative role to the U.N..

are primarily engaged in study and advice-giving on international issues.

while PVOs are more direct-service oriented. Nevertheless. both are

nonprofit organizations. The majority operate relief and development

projects in developing countries. Funds are usually derived from

governments. individual. groups. and/or corporations.

In the study. the term grivgte devglggment aggngg‘1 (PDOs) is used to

refer to both PVOs. NGOs and any international private. voluntary

development-oriented agency that is active in overseas development work.

In recent years. the number of PDOs have been increasing numerically and

in the scape of their work. According to Sommer (1977). approximately $1.4

billion in foreign assistance was channeled through PDOs in 1974. In the

early 19805. yearly budgets of PVOs drastically increased. partly due to

43A
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the Africa drought and the increasing USAID resources that are made

available to them (AID Policy Paper. 1982:1).

These private development agencies exist for different purposes. such

as the concern for human needs. religious convictions. or political and

personal interests. Many of them are similar in operation and funding.

although they possess a variety of objectives (Sommer. 1977). A common

purpose seems to be the provision of assistance to less fortunate people

(children. families or communities) in the developing countries. Another

similarity that exists among many of these development agencies is the

custom of sending expatriates to assist national staff in the development

process. Expatriates serve either on long-term assignments -- as

development administrators. administrative and technical staff members.

and development specialists -- or in short-term assignments. as

intercultural development consultants and technical advisers.

Just as the paradigm shift can be seen in the general field of

development. many PDOs are also undergoing a process of change. Because

of the re-examination of the needs of the world. the resources available in

the affluent countries. and the experiences accumulated in alleviating

human suffering. many agencies have gradually moved from a welfare '

assistance to a developmental approach.

Haveman (1981) notes that PVOs moved from relief-oriented activities

in the early 19605 to self-help activities in the late 19705. He argues that

this shift would not have been possible without the encouragement from

USAID to PVOs (p.50). Korten (1986). drawing upon the United States

experience with private voluntary development agencies in Asia. points out

that PVOs’ efforts to relieve Third World poverty have undergone several
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changes over the years as they have grown in sophistication and

professionalism.

According to Korten (1986). many of the larger international PVOs

relied on private contributions during the early years to deliver welfare

services to the poor and unfortunate throughout the world. He terms such

efforts as constituting the first generation of PVOs. Then. in the early

and mid 19705. PVOs came to recognize that sustainable improvements in

the lives of the poor depend upon increasing their own capacity to meet

their own needs with their own resources. Thus. emerged the 2.5339.

generation of private development efforts. which sought to promote local

self-reliance through development activities. such as preventive health.

improved farming practices. and enhanced local infrastructure. In recent

years. some PVOs. in re-examining their basic strategic issues. are now

entering into the third generation of development. It focuses on the

collaboration between local governments and private organizations so as

to sustain local initiatives. In this approach. PVOs play a catalytic role by

organizing community groups. while similtaneously helping to strengthen

local government capacity to support the self-help development efforts of

indigenous groups.

' t r' l f

The agency being studied in this research (hereafter called. "The

Agency") is one of many private development organizations.

The Agency was founded over thirty years ago by a missionary who was

concerned about the plight of war-time orphans. Since then. the PDO has

claimed a mandate of serving the "poorest of the poor" throughout the

world. Service is carried out primarily through development assistance to
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children. families and communities. The Agency provides emergency aid.

promotes self-reliance. and conducts Christian leadership training. In the

first decade. the main focus of The Agency was on the needs of orphaned

children. especially needs caused by long term poverty. war. and natural

disasters. As the number of orphans decreased. the organization moved

away from childcare service in institutional settings and began to

concentrate on the child and family as a unit in a community. Children and

families continued to be fed. clothed. and provided shelter in a direct

manner.

Later. The Agency was challenged by the awareness of thousands of

people trapped in absolute poverty throughout the world. and by a growing

recognition that attempts to relieve poverty through the direct delivery of

food. health care. and shelter attacked only the symptoms of poverty

without addressing its causes. Thus. The Agency now promotes and funds

local development activities.

Th ’ h‘

The philosophy of The Agency. being movitated by the Christian

world-view of following the example of Jesus Christ. is expressed in The .

Agency brochure as follows:

We are stirred and driven by unmet needs of countless

millions of human beings caught in the tails of poverty.

hunger. disease. loneliness. and despair. These are God’s

creatures formed in his image. yet unable to reach their God

given potential. Our approach to this staggering need is

holistic: we decline the unbiblical concept of spiritual over

against the physical. the personal over against the social. It

is the whole person. in the wholeness of his or her

relationship that we want to see redeemed through the one

Savior. Jesus Christ our Lord. (Agency Publication. 1978:1)
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The Agency works closely with local governments and private

organizations in the communites. as well as with local and national

churches of different denominations.

' c 'v h nc

The objectives of The Agency include: 1) ministering to children and

families; 2) providing emergency relief and rehabilitation; 3) developing

self-reliance; 4) reaching the unreached; 5) strengthening leadership; and

6) challenging the Christian mission.

Ministering to chg‘gren grid fgmiligs refers to the assistance

of needy children through orphanges. schools. and family-aid

programs. This is accomplished by feeding. clothing.

nurturing. healing. and spiritual ministries.

Providing emergency relief gag rghagilitation refers to

providing food. medical aid and immediate housing programs

for people suffering as a result of war or natural disasters.

pgvelgging self-geliggge refers to helping people produce

adequate food. earn income. and create a community life

resulting in long-term survival and growth.

Reaching the unreaghgg refers to assisting indigenous

evangelistic efforts to reach the lost for Jesus Christ.

Strengthening legdershm’ refers to helping Christian leaders

throughout the world to attain a more effective Christian

ministry.

Qhallgnging the Christian [gigging refers to calling

Christians around the world to carry out the work of Christ

wherever the opportunity presents itself. (Agency

Publication. 1983)

I! 5 nc , Q . 1' 15! I

The Agency is one of many international PDOs based in the United

States. As its worldwide ministries expanded. The Agency became

internationalized. The major elements of this internationalization include:
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the International Office (IO); eleven Support Offices (805); and

thirty-eight Field Offices (F Os).

Wis the headquarters of the Agency and is

located in the United States. It is responsible for overall planning.

policy-making and coordination among support offices and field offices

throughout the world.

Ware the entities where funds are generated

and later used to support the operations of The Agency. The eleven 80’s

are located in Western and affluent Eastern countries.

The Regional Offices $05) (no longer in existence) refer to the three

regional level offices (in Asia. Latin America. and Africa). These offices

existed before a major reorganization in The Agency. They helped to

manage the field offices in each of the three regions. and to improve the

effectiveness and efficiency of the field ministries. They were replaced in

the recent years by Field Development Offices with new roles and new

functions.

Ihe 17mg foiggs 9:ng refers to the 38 operational offices of The

Agency. which are located mostly in the developing countries. Their

responsibility is to oversee the total operations of The Agency. including '

the expenditure of project funds at the country level.

Wrefer to offices that are located in

each of the three regions where The Agency operates. The functions of the

FDO are to provide technical assistance to field offices. and to help

facilitate learning at the field office level. The FDOs have replaced the

R05. FDO staff. who originally held managerial positions in ROs. now play
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the roles of development consultants. resource linkers. technical advisers

and intercultural development facilitators to the staff in the F05.

W

Like other major organizations. Agency has gone through several phases

of structural change since its founding. The need of The Agency to quickly

respond to the needs of the poor has contributed to the fast changing

nature of the organization. These changes are described in Figure 3.1 on

the functions of different offices in The Agency before and after the major

re-organization (referred to earlier).

Pro' ts

As depicted in Table 3.1. Agency currently focuses much attention on

child/family assistance and community development. Projects are

currently being conducted in approximately 80 countries.

Table 3.1 Types of Projects Funded by The Agency as of 1987

 

 

 

Types of Projects Total Number

Assistance to children a families 2,826

Community development 1,060

Relief and rehabilitation 62

Evangleism & leadership 246

Total International Projects: 4,194

Number of children & families totally assisted 432,200

Number of sponsored children 394,600

 

Source: Agency Fact Card, 1987
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The Agency. at present. engages in various types of programs. Some

development programs. which focus on small local self-help projects in

rural and remoted villages. include income generation efforts. for example.

poultry raising. rice bank. Other projects focus on preventive health care.

agricultural improvement. literacy. and local infrastructural development.

such as building water systems. dams. and roads in isolated villages.

Leadership training usually leads to the formation of local co-operatives.

In crowded cities. urban ministries. which emphasize networking and

community organization. aim at slum dwellers. factory workers. tribal

immigrants. the handicapped. and others who need counseling. and legal

and referral assistance. for example. In relief and rehabilitation

programs. The Agency works extensively with other international

organizations to assist refugees. In cooperation with governments. The

Agency also takes part in large resettlement projects and village

relocations. such as those in Bangladesh and Africa. Rehabilitation

usually takes place after immediate emergency response to man-made or

natural disasters. such as those that have recently occurred in Mexico.

Christian leadership training is conducted nationally and internationally

by 10 and/or F05.

The majority of the development projects are operated through project

committees as ad hoc partner agencies. The members are composed of

either local church leaders or a group of community leaders. who have been

identified by project workers or community people. The committee

members. representing the community. identify community needs and seek

alternativates to meet those needs. These committees become the

management body of the projects. They provide guidance to their project
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manager for development activities sponsored by The Agency. Very often.

the beneficiaries are involved in planning. implementing and evaluating the

projects with the committee and the project worker.

Each project coordinator. The Agency’s development facilitator. usually

supervise S to 6 development projects in the same region. They are the

contact points with the assisted communities. They represent The Agency.

and play various roles. such as development experts. The Agency’s policy

implementors. community advisers. or trainers of project managers and

project committees. They also implement development activities in the

communities.

Currently. the FDOs and PCs are focusing attention on training project

coordinators so as to enhance their effectiveness as development

facilitators.



CHAPTER IV

IIETHODOLOGY

The purpose of the study is to identify the patterns of transition that

intercultural development facilitators have undergone; and the significant

experiences that may potentially affect their effectivenss with regard to

dogmatism and authoritarianism. The research findings may serve as a

basis for the selection of intercultural deveIOpment facilitators. for

designing curricula. for conducting pre-emplyment orientation. and for

designing in-service training programs.

In this chapter. the methodology of the research is presented in detail.

It starts with the focus of the study. the population and the sample. The

instrumentation design process is described with regard to content.

validity. and reliability. The data gathering procedures are then shared.

The chapter concludes with the approach used in data analysis.

h r h

The exploratory study is guided by two major research questions and

sub-questions.

i. What are the patterns of transition that are evident in

intercultural development facilitators in relationship to their

levels of dogmatism and authoritarianism?

1.1.a. What changes (if any) do intercultual development

facilitators experience in their development

interpretation?

1.1.b. Is the shift in development interpretation evident in

people with high or low dogmatism and

authoritarianism?

54



1.2.a.

1.2.b.

1.3.a.

1.3.b.

1.4.a.

1.4.b I
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What changes (if any) do intercultural development

facilitators experience in their self-perception?

Is the shift in self-perception evident in people with

high or low dogmatism and authoritarianism?

What changes (if any) do intercultural development

facilitators experience in their interpersonal

relationship?

Is the shift in interpersonal relationship evident in

people with high or low dogmatism and

authoritarianism?

What changes (if any) do intercultural development

facilitators experience in their work style?

Is the shift of work style evident in people with high

or low dog matism and authoritarianism?

What significant factors seem to positively and negatively

affect the transition?

Rogers (1962) suggests that the assessment of an individual’s

personality must be based on an exploration of the person’s feeling and

attitudes toward himself and others. The respondents in the study are.

therefore. guided by the following operational questions to reflect on

their past experiences:

4.

What are the feelings about themselves as they encounter the

transition?

What are their reasonings behind their feelings?

What are the previous experiences that underly their

reasonings?

How do these feelings. reasonings and experiences relate to

levels of dogmatism and authoritarianism?

The research utilizes a case study approach based in a private

development agency. It allows the researcher to collect qualitative and

quantitative data on the transformation process of intercultural

development facilitators. The study provides a comparison of the
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intercultural development facilitator’s perceptions on their past and

present and identifies the possible factors for their transition.

The qualitative data provides the researcher with grounded

descriptions of the phenomena and processes. Miles a Huberman (1934)

describe qualitative research as one that “can preserve chronological flow.

assess local causality. and derive fruitful explanations.“ They help

researchers to go beyond initial pro-conceptions and frameworks. Both of

them consider the findings from qualitiative studies with a quality of

undeniability:

Words. especially when they are organized into incidents or

stories have a concrete. vivid. meaningful flavor that often

proves far more convincing to a reader . . . than pages of

numbers (p.15)

The quantitative data in the study pertain to respondents’ psychological

profiles on dogmatism and authoritarianism.

P u ti th

The population of the study includes a specific group of people who

work as development administrators. intercultural consultants. and

technical advisers in international development agenices.

The sample is a group of twenty-two intercultural development .

facilitators who work in the same international development agency.

referred to as The Agency and generally described in Chapter III. The

study respondents came from different work areas in Asia (n=5). Africa

fn=7). Latin America (n=i). and North America (n=9). They attended a

three-week workshop in Hawaii from October 7 to 25. 1985.
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Abmt 3hg Workshgg Information

The workshop entitled. FDQ/FDO International Institute. was the first

attempt of The Agency to enhance the facilitating skills of development

facilitators at the International Office (10). and the Field Development

Offices (FDOs). The participants were executives and staff of the Field

Development Division (FDD) in the 10. and all the development facilitators

in the FDOs in the three regions.

The purpose of the meeting was i) to review the experiences of

development facilitators who have shifted their roles from the managerial

positions in R05 to become at present development facilitators in FDOs.

and the FDD; and 2) to define ways of measuring the quality of

facilitators’ performance in giving their support to Field Offices (FOs)..

The objectives for the Institute include the following:

1. Identify and document norms of professional behavior which

will allow assessment of development facilitator’s servics by

self and others.

2. Identify and document what experience and study has taught

about serving the fields.

3. Develop and practice some basic skills and competencies as

development educators or facilitators.

4. Identify issues relating to the quality of The Agency’s

development ministries which need attention in the near future

and establish strategies for completing these actions.

Wm

This workshop was designed specifically for a group of people with

common experiences faced in role re-definition. The development

facilitators of the three FDOs. including some of their administrative

staff. as well as all the executives and staff of the FDD. were invited to

attend the workshop.
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This group was selected as an opportunity sample. The non-probability

approach fits well with the overall research objectives for several

reasons:

i. the timeliness of the inquiry. inasmuch as the workshop was

expressively designed to serve these who are currently in role

transition;

2. maximization of the respondents' development and transition

experiences;

3. availability of a structured learning climate for critical

reflection.

A small sample. as commented by Miles and Huberman (1984). is more

common in qualitative study than survey research partly because the

initial definition of the phenomenon is more limited; and partly because

social processes have a logic and coherence in a specific setting.

The majority of this group has extensive development experience. Many

of them have recently gone through a role transition from a managerial

positions as development administrators in R05 to staff positions as

development facilitators in FDOs. or the FDD. Their previous and current

positions in The Agency or from other agencies is shown in Table 4.1.

The primary researcher is also included as one of the subjects in the

study. A professional researcher was added to the staff of the study team

in order to handle the interview and the data of the primary investigator.

This procedure provided a safeguard for ensuring objectivity in the

investigation and data analysis.

rum n

The study focuses on the change process of intercultural development

facilitators with regard to their dogmatism and authoritarianism. Three

instruments were used to obtain qualitative and quantitative data.
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Table 4.1 Respondents’ Previous & Current Positions by Work Area

 

Previous Positions Current Positions

 

 

 

I

I

Work Areas l Managerial Staff I Managerial Staff

I Position Position l Position Position

I I

l I

Asia I 4 1 I I 4

I I

Africa I 5 2 I l 6

I I

L. American I 0 l l l 0

I l

N. America I B l I 2 7

I I

Total I 18 4 I 5 17

I I
 

A non-scheduled interview was developed. and improved during the

conference. It was used to determine the range of responses to a

question. to ensure the best sequence of questions. and to discover special

vocabularies which were more effective and relevant. for eliciting

information about the transitions. The two standardized instruments

were used to measure the respondents’ levels of dogmatism and

authoritarianism. In addition. an expert observer’s judgement on

respondents’ participatory behavior on high. medium and low scale was

also used as supplementary information to Research Question One.

In: flm-Schegglgd lntgrzjgw (Appendix A)

A conceptual framework of a non-scheduled interview was developed

and tested on two intercultural development facilitators at the workshop

to determine its relevancy and appropriateness. It allowed for the

discovery of the relationship between individual experiences and his level

of dogmatism and authoritarianism. Gorden (i980) affirms the value of the

non-scheduled interview in exploratory research as follows:
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i) the open-ended interview through natural probing

on respondent’s feeling toward his experience

provides more of an opportunity to motivate the

respondent to give accurate and complete

information;

2) the interview guides the respondent in his

interpretation of the questions;

3) when the interviewer is unsure of the possible

range of responses. the general information can

lead to specific data;

4) the interviewer allows greater control over the

interview situation;

5) when the respondent has had one or more prior

experiences. it is necesary to accertain which

experience he was talking about due to the value

of eliciting comparative responses;

6) the interview allows a greater flexibility in

questioning the respondents. The more

exploratory. the greater the need for flexibility

in determing the wording of the question. the

sequence of the questions. and the direction and

amount of probing used;

7) the interview provides a greater opportunity to

evaluate the validity of the information by

observing the respondent’s non-verbal

manifestations of his attitudes toward supplying

the inforamtion (pp.60-6i).

Miles and Huberman (1984:37) also affirm the value of a non-scheduled

interview. With the difficulties of knowing the parameters or dynamics of j

a social setting with certainty. a non-scheduled interview provides more

precise and more meaningful information through an investigative process

of contrasting. and comparing.

The four main categories of inquiry are the comparison of the past and

present perceptions related to development interpretation.

self-perception. work style and interpersonal relationship. Questioning

begins with a focus on the present and then led into an attempted
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differentiation of present with some experiences in the past. The

categories of "then" and "now" emerge as each individual differentiates

the characteristics of current thinking with those in the past. The

differentiation allow the researcher to more clearly perceive the actual

transitions and transformations. This framework becomes the researcher’s

map of the territority of investigation to safeguard against being

"slipshod."

The basic questions of the non-sch: :;-_iled interviews were:

Develgpment Conceptualization

1. When did the consciousness of development begin to occur?

2. What triggered that consciousness to happen?

3. How was "development" being defined before and after?

4. Was there any awareness of the shift in interpreting

development and why did the shift occur?

lf-Perc tion

5. What was the most satisfying experience in reference to the

work in the past and the present?

6. How does one describe about self on the job then and now?

7. What are the feelings toward the changes and why?

IDSII‘EIEEMI Rglgtjggflipg

8. How did one perceive others on the job before and after?

9. How did one relate with others on the job before and after?

10. How did one feel toward the changes and why?

rlf t to

it. How did one accomplish the task before and after?

12. How did one feel toward the changes. and why?
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pggmatism Scalg (D-chle) (Appendix B)

The research suggests that two key characteristics that determine

development facilitator effectiveness are dogmatism and authoritarianism.

The development facilitator’s attitude toward people and the world around

him was measured in the study by Rokeach’s Dogmatism Scale. The

authoritarianism. as indicated by a development facilitator’s behavior. was

measured by the Directiveness Scale.

The Dogamtism Scale. developed by Rokeach. is designed to measure the

cognitive variables of personality: the open-mindedness and

close-mindedness of the belief systems. Dogmatism is measured by the

respondent’s answers to the forty statements that expressed opinions

towards the world around an average person in his every day life. They

were constructed in such a way that if a person strongly agrees with such

a statement. it indicates that he possesses one extreme of the particular

characteristic. Conversely. if the person strongly disagrees. he possesses

the opposite extreme.

The statements of the Dogmatism Scale were interspersed with each

other to disguise their purpose. The respondent indicates disagreement or

agreement with each item on a scale ranging from -3 to +3. with the O '

point excluded in order to force responses toward disagreement or

agreement. This scale is subsequently converted. for scoring purposes. to

a i to 7 scale by adding a constant of 4 to each item score. The total score

is the sum of scores obtained on all items in the test.

Directivgness Scale (Appendix C)

The Scale designed by Ray is a direct measure of authoritarian

behavior. It predicts particular trends in behavior such as a person who
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has a tendency to impose his own will on others. Such a person is likely to

be a supporter of positive authority (Ray. 1976; Kelman. 1974). The

measure uses a three point scale and the range of possible scores are from

0 to 30. Responses are awarded scores as follows: "Yes" = 3 points. "Not

Sure" 8 2 points. and “No" = 1 point. During the scoring. all items marked

“R" (reversed) were scored 1. 2. 3. This technique is designed to maintain

validity. A high authoritarian person is reflected by a high score and vice

V9 rsa.

Exmrt Obsever

The key facilitator of the conference. who has had at least twenty-five

years of experience in higher education as well as development education.

and is a consultant to a variety of IIGOs. provided the researcher with one

important observation. The nature of the expert judgement was to provide

supplementary information as to the degree of participatory behavior

exhibited by each respondent. Such behavior was evidenced by frequent

and willing participation in group activities. and through the sharing of

ideas with an open attitude for listening to others during the three week

workshop. Participatory behavior was then rated in three categories: high. '

medium and low. This piece of information helped to confirm the

perceptions of the respondents toward their shift of work style.

interpersonal relationship. and their relationship with dogmatic and

authoritarn scores.

Interview Summary form (Appendix D)

An interview summary form was used after each interview to provide

the researcher with a rapid retrieval and synthesis of what occured during
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the interview process. It also helped to remind the researcher of the

follow-up questions for the next respondent. The form also served as the

first-run data reduction. without losing any of the basic information to

which it referred.

Instrument Religbflitz

The reliability of the instruments used in the research are described

seperately.

Interview @idg. With the assistance of a tape recording. the primary

researcher interviewed each respondent. The respondent may not be

willing to articulate certain experiences or may provide socially desireable

information. The open-ended non-scheduled interview process provides a

meaningful way to understand changes in each individual within the context

of a comfortable environment. The researcher provided a supportive and

non-threatening milieu for the respondents so that distortions and

evasions were minimized. The instrument validity and reliability in the

study. therefore. depended largely on the skills of the researcher -- her

familiarity with the setting and respondents under study. and her strong

conceptual interest in the interview.

The validity and reliability of the interview guide also depended

largely upon good interpersonal relationships between the researcher and

the respondents. It allowed the researcher to elicit in-depth. relevant

information and to empathize with the in-group transition. The researcher

was "on guard not to fall into the trap.“ as mentioned by Gordon (1980). or

of persuading the respondents to respond in a certain desired manner.

The tape recorder was used during the interview and was available for

helpful reflection during the analysis process.to fully codify the remarks.
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It was also used to help prepare for second interviews. if necessary.

Follow-up questions were listed for another brief interview with the same

respondent to confirm or clarify the data received. Hence. the transcribing

of tape-recorded information ensured the reliability of the research data.

Dmmgtism ggle. The Scale has been widely used. since 1956. with a

high degree of consistency among British and American samples. The

'odd-even reliabilities of the scale range from .68 to .93 (Roeakch. 1960).

The means scores. among the British and American samples. ranged from

141.3 to 183.2 with standard deviations of 22.1 to 28.2. Others have

reported that reliability measurement for the Scale have been generally

high for adults (Ehrlich. 1961; Lichtenstein. et al..1961; Schulze. 1962;

Troldahl 8. Powell. 1965). They typically show that high and low dogmatic

subjects differ consistently and in a statistically significant manner on

the great majority of items.

Qiregtiveness figle. The scale has been sensitive to authoritarian

behavior with a reliability (“alpha“) ranges of .73 to .75 ( Ray. 1976. 1980).

The mean scores were 52.52 (SD 7.57) and 55.41 (SD 8.07) (Ray. 1976). The

Scale has also been used extensively in different cross-cultural samples

among Americans. Australians. and South Africans (Heaven 8. Moerdyk. -

1977).

nstrum n idi

The validity of the Dogmatism and Directiveness Scales are described

as follows:

Dogmatism Sale. The Scale of high and low dogmatism has been

validated through research on personality (Plant et al.. 1965; Vacchiano. et

al.. 1968). interpersonal and group behavior (Saltzman. 1967). resistence to
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change (Druckman. 1967). defense mechanisms which interfers with the

processing of pre-decisional information (Long 8. Ziller. 1965).

psychological adjustment (Vacchiano et al.. 1968). learning process and

teacher-student relationships (Johnson. 1968). and problem-solving. and

rigidity (Rokeach. 1960. Torcivia & Laughlin. 1968). Research has

demonstrated that dogmatism is basically independent of ideological

content and represents a generalized cognitive state of the individual

(Vacchiano. et al.. 1969; Lemon. 1973).

Directiveness 55.12. The scale has proven to have behavioral validity

-- a measure of authoritarian trends that can predict behavior (Ray. 1976.

1980). The scale has been used in a wide variety of cross-cultural

applications (Ray. 1980. 1984). It shows a strong ability to predict

authoritarian behavior. and is free from racial and ideological bias and

social desirability bias (Ray. 1976). Rigby’s (1984) study also shows that

the scale is a more direct method than an attitude scale in assessing

behavioral tendencies.

Dogmatism and Authoritarianism are two distinct variables of

personality: attitudes and behavior. The factor analysis suggests that the

dogmatic attitude is independent from authoritarian behavior (Kerlinger 8. '

Rokeach. 1966). The contention is supported by Lemon (1973). But he also

suggests that the two may be related to each other at a deeper level

through some form of mental rigidity.

t a h r’

The study was introduced by the workshop key facilitator to the

participants at the end of the first week. At that time. a sound and trust

relationship had developed among the key facilitator. the researcher and
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the participants. The researcher. arriving on the third day of the three

week workshop. was introduced briefly to the respondents as one of the

participants. Having had 13 years of service with The Agency. she was

familiar with the majority of the participants and was generally well

accepted. She continued to make a special effort to get to know individuals

informally by actively participating in workshop sessions. as well as

indoor and outdoor leisure activities with the rest of the participants

whenever possible.

At the end of the first week. the key facilitator introduced the purpose

of the study. its timeliness. its relevancy to the workshop. and its

importance to the participants and to The Agency. (which is in search of

improving the effectiveness of development facilitators). At this point.

the researcher was introduced again to all the participants and her role in

the research explained. The knowledge of the researcher’s new role did

not affect her relationship with any of the respondents. In some cases.

several respondents initiated the interview schedule with the researcher.

The key facilitator also explained how and why the respondents were

selected. and that some interviews would have to take place during the

sessions so that the data collected by the researcher alone could be '

completed before the end of the workshop.

A time-table for the interviews was then developed by the researcher

at individual consent. Careful choice of the time and place was considered

for each interview. To facilitate communication. very frequently the site

was chosen at a quiet restaurant or quiet conference hotel room where

interviews took place in a more private. but leisurely and relaxing manner.

The researcher also made an attempt to choose the optimum and



68

appropriate time of the day for the interviews so as to meet with the

respondent’s satisfaction. As a result. interviews took place during

breakfast. lunch. and dinner. A small number of interviews took place

during the sessions.

Interview Prgggdges

A multiple interview approach was adopted for this exploratory.

qualitative research. Each initial interview lasted from 45 minutes to one

hour. After each interview. the researcher retrieved the information.

synthesized the first contact and segmentized the responses into four main

areas: development interpretation. self-perception. interpersonal

relationship. and work style. A brief follow-up interview. which usually

lasted about 15 minutes. served to affirm. clarify. or obtain further

information that was missed in the previous interview. These brief

follow-up interviews usually took place during the breaktime of the

sessions. lunch or evening time when respondents were at leisure.

The researcher. at the beginning of every interview. explained once

again the purpose of the study. especially its extrinsic value to the

respondent and The Agency. She requested that the interview be taped and .

assured the confidentiality and anonymity of the data. A small

cassette-recorder was placed at the desk where the respondent was not

conscious of it during the interview.

Each interview began with a very broad open-ended question and was

followed by a series of neutral probes. The opening questions were "When

did you join the organization?" "What did you do?" "Was that the first time

you were involved in development work?” These questions helped

establish a reminiscent mood. and led the respondent into more current
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episodes. By the time the more recent events were reached. the

respondent was becoming aware of changes in himself. The researcher.

closely familiar with the interview framework. continued to probe the

transition pattern by getting respondents into a habit of thinking or

reflecting on the difference in themselves during the periods of ”then" and

"now." This questioning provided not only a stimulus to the memory. but

also a gene 3.1 context. thereby enabling the interviewer to make

inferences and pose more searching questions. The researcher would

especially probe vague points in the response and would return to a topic

more than once. Some questions were omitted when the required

information was already obtained indirectly. The overall sequence of the

questions began with the description of their past and present. their

feelings about the change. and followed with their reason for the feeling.

The experience that underlined the reasoning was further probed. In this

way. the respondents were guided to see themselves as they reflected on.

and organized the meaning of. their experiences.

All of the respondents. except for two cases. were very cooperative.

genuine. sincere. and open during the interviews. The researcher was

consciously aware of the potential inhibitions that might make the .

respondents unwilling or unable to give valid or precise information. When

resistance within the respondent was detected on certain topics especially

in interpersonal relationships. the researcher diverted the questions to

other areas but then returned to the same topic again through indirect

probing .
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Administration gf the Instrgmgntg

On each of two mornings. the Dogmatism and Directiveness Scale were

administered seperately to all participants. 29 in total. in the classroom

before the morning workshop session began. Only 22 respondents’ were

included in the study. The other 7 participants were administrative staff

whose role was not related to the study.

The respondents took about 10 to 15 minutes to complete each scale and

returned them to the key facilitator. After marking a number at the top of

each of the Directivenss Scale and The Dogmatism Scale. the key facilitator

privately listed the names which corresponded with the numbers marked on

the instruments on a sheet of paper. The list was given to the researcher

after the workshop. The researcher kept the closed list away from

disclosure until the data were reduced to preliminary findings.

The expert observer provided the researcher with his observation on

the respondents’ participatory behavior after the conference was over. It

was put aside until till the initial analysis was completed.

A Dat

The data-analysis procedures has three major components: 1) the data ‘

sorting and categorizing the statements about the past and the present; 2)

comparison among categories and factors according to respondents’

dogmatic and authoritarian scores; and 3) sorting and categorizing the

possible positive and negative experiences in relationship to the shift.

Quantitative and qualitative analysis were used to answer the two

research questions. Both analytical methods with inherent strengths and

weaknesses complement and supplement each other in the study. The
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qualitative data bring out the social dynamics of the situation by

supporting the quantitative data whenever possible. without sacrificing

one for the other. Appropriate generalizations are then made when

distinct patterns are detected.

In data sorting. the 22 respondents were divided into four groups based

on their level of dogmatism and authoritarianism. i.e. high dogmatic and

high authoritarian (DA). low dogmatic and low authortarian (da). low

dogmatic and high authoritarian mm. and high dogmatic and low

authoritarian (Da). The comparative analytical methods begin at the (DA)

and (da) groups and repeated in the other groups (dA. Da). The purpose

was to see the similarities. differences and the transitional patterns in

each group. At the same time. it keeps the vitality of individual cases in a

group analysis.

One way to identify the transitional patterns is by means of comparing

the factors emerged from the following four categories in the then and now

time frame:

1. development interpretation

2. self-perception

3. inter-personal relationship

4. work style

V ' ' f c

The statements of “now“ and "then" were given to a validity panel judge

who has a similar background to the researcher. The selected panel judge.

a student at Michigan State University. comes from the Third World with

extensive development experience. He is in a similar doctoral program as

that of the researcher. The researcher gave him a fresh list of the

statements. the categories. factors. and the binary descriptors. The

decision rules on factors. and the procedures were also given. It provides
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detailed explanation on how these statements are classified by the

researcher. The researcher and the panel Judge jointly agreed upon the

majority of the factors after two revisions were completed on the decision

rules. For those in disagreement. the items were discussed extensively

and finally arrived at consensus on the use of appropriate factors.

ata- r i c

The process of creating factors in each category was implemented as

follows:

1. Organize all statements into a now/then framework according

to the above four categories;

2. Sort the statements according to similarity;

3. Re-sort statements in order to create preliminary factors.

W

The process of analyzing data involved the following steps:

1. All the responses of each of the major questions in the above

categories were displayed on a seperate sheet of paper in a

then and now time frame.

2. The researcher made preliminary observations on all the basic O

factors. The decision rules of grouping into the same factor

were written down. They were then reduced into concise and

mutually exclusively sets of criteria that could serve as

decision rules for each factor.

3. As the factors of each category emerged. the statements and

the decision rules on categories were given to the panel fudge

for a validitity test.
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Based on the revised and agreed upon factors in each category.

the researcher wrote down the factors on a 3"x5" card for each

respondent. They were sorted into four groups according to

respondents’ dogmatism and authoritarian scores (i.e. DA. da.

dA. 8. Da).

The shifting pattern of factors within each group was

identified by comparing the binary descriptors (factors)

between and among the groups to see any significant

difference.

Generalizations were then derived for Research Question One.

They described the general trend of movement and the

significant patterns of shifting among these groups.

specifically (DA e. da) groups.

The possible experiences. that were reported in relationship to

"Now" statements. were identified and written on the 3"x5"

cards. The cards were mixed and re-sorted according to those

who made the positive or negative shift; and those who did not

shift at all.

Frequency count was used to tally the possible experiences '

that are related to the shift to answer Research Question Two.

Due to the limited size of the sample. percentage was not used

to avoid misled information.

The possible experiences were basically descriptive and

qualitative data. They were identified to see what could be

grouped togther. but did not necessarily identify

cause-and-effect relationships.
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I'MIII‘

This chapter has provided a description of the procedures and

methodology used in the study. The selection of the sample was described

and rationale provided for the use of an opportunity sample. The

instruments used in the study are non-scheduled interviews. the

Dogmatism Scale and the Directiveness Scale: The validity and reliability

of the instruments was examined. The chapter concluded with the data

analysis procedures.



CHAPTER V

FINDINGS

The purpose of the study is to identify the significant patterns of

transition that intercultural development facilitators have undergone that

may affect their effectiveness in relationship to their dogmatic and

authoritarian characteristics.

W

Two main research questions with sub-questions guide the study:

1. What are the patterns of transition that are evident in

intercultural development facilitators in relationship to their

levels of dogmatism and authoritarianism?

1.1.a.

1.1Ibl

1.2.a

1.2.b.

1.3.a.

1.3.b.

1.4-i-

1.4.b.

What change (if any) do intercultual development

facilitators experience in their development

interpretation?

Is the shift in development interpretation evident in

people with high or low dogmatism and

authoritarianism?

What changes (if any) do intercultural development

facilitators experience in their self-perception?

Is the shift in self-perception evident in people with

high or low dogmatism and authoritarianism?

What changes (if any) do intercultural development

facilitators experience in their interpersonal

relationship?

Is the shift in interpersonal relationship evident in

people with high or low dogmatism and

authoritarianism?

What changes (if any) do intercultural development

facilitators experience in their work style?

Is the shift of work style evident in people with high

or low dogmatism and authoritarianism?

75



 

76

2. What significant factors seem to positively and negatively

affect the transition?

The study has suggested that development interpretation.

self-perception. interpersonal relationship. and work style of intercultural

development facilitators are related to thei dogmatic and authoritarian

characteristics. An attempt has been made to describe the "paradigm

shift" in development. from the dominant model of the early 60s to the

people-oriented development in the late ’705. The shift brings new

meaning to education in development and a new perspective to the role of

development facilitator. The literature cited supports the contention that

intercultural development facilitator effectiveness is related to the level

of dogmatism and authoritarianism.

A case study approach was used in this research to understand the

change process of a group of 22 intercultural development facilitators in

relation to their dogmatic and authoritarian characteristics. All of them

came from the same private development agency (PDO). which has years of

development experience in the Third World. Two standard instruments and

a non-scheduled interview were used to obtain qualitative and

quantitative data.

In this chapter. the data are examined through sorting. counting. and

categorizing. All the respondents were divided into four groups according

to their dogmatic and authoritarian scores measured by the Dogmatism and

the Directiveness Scales:

(DA): high dogmatism and high authoritarianism.

(da): low dogmatism and low authoritarianism.
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(dA): low dogmatism but high authoritarianism.

(Da): high dogmatism but low authoritarianism.

Their responses were then analysed through comparision between then and

now time frame and among groups.

The findings are organized according to the two research questions and

the sub-qustions. In Question 1. the data are presented in categories of

development intrepretation. self-perception. interpersonal relatonship.

and work style. In each category. binary factors are analyzed in order to

determine the tendency of worth. Nine tendency of worth are developed in

the data-sorting process and presented under Question One. The

qualitative data are presented with the support of tables that indicate the

number of responses in their ’Then’ and ’Now’ time-frame.

rf’ R t

A total of 22 respondents were interviewed during the three-

week-workshop in Hawaii. This section describes some of the demographic

data pertaining to the respondents.

m

The majority of the respondents. 777. (17). were males. while 23% (5)

were females (see Table 5.1).

Ass.

77% (17) of the respondents were under 50 years old. while 237. (5) were

over 50 years old. The mean age was 43. The age of the respondents

varies among regions. In Asia. 3 out of 5 respondents were over 50 years
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old. while the majority in Africa. Latin America and North America work

areas were less than 50 years (see Table 5.1).

H t' lit

All the respondents originated from 10 countries. They were grouped

according to regions or continents. rather than individual country. 54%

(12) of the respondents were Americans. and the others originated from

Asia. Africa. Australia (see Table 5.1).

Table 5.1 Respondents’ Sex, Age, Nationalities by hIork Area

 

Inlork Areas Total

 

Characteristics Asia Africa L. An. N. An. N Z

 

 

 

 

(n=5) (n=7) (n=1) (n=9) (n=22)

SEX

Male 4 5 1 17 77

Female ' I 2 0 5 23

AGE

31 - 40 yrs 1 3 1 3 8 36

41 - 50 yrs 1 3 0 5 9 41

51 - 60 yrs 3 1 0 0 4 18

Over 60 yrs 0 0 0 l l 5

NATIONALITIES

Asian 2 0 0 2 4 18

African 0 5 0 0 5 23

Australian 1 0 0 0 1 5

American 2 2 1 7 12 54

i l_ v

The educational levels of the respondents were quite evenly

distributed (see Table 5.2). About 86% (19) of the total respondents

received at least advanced degrees in various fields. 14% (3) received

undergraduate levels. but their development experience ranged from 4 to 8

years.
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Aregs 9f §1udies

86.5% (19) of the respondents were professionally trained in areas

related to development (see Table 5.2). Of these professionals. 73% (16)

were trained in general areas. such as theology. social work. sociology.

anthropolgy. education. community development. and communitcation.

13.5% (3) were specialized in technical disciplines related to development.

such as economic. agriculture. public health care. business administration.

And 13.5% (3) were trained in areas not job-related. Their time with the

Agency spanned from 5 to 11 years.

Table 5.2 Respondents’ Educational Level, Area of Studies by

 

 

 

 

Work Area

Uork Areas Total

Characteristics Asia Africa L. An. N. Am. N Z

EDUCATION LEVEL

College/Diploma 0 1 0 2 3 14

Graduates 5 6 1 19 86

AREAS OF STUDY

Dev Related/Genera (2) (6) (1) (7) (16) 73

Theology 1 2 0 2 5

Soc./Soc.U/Antho 0 3 0 2 5

Educ/CD 1 0 1 3 4

Communication 0 1 0 0 1

Dev Related/Spec. (2) (1) (0) (0) ( 3) 13.5

e.g.agriculture 2 1 0 0

Non-Dev Related (1) (0) (0) (2) ( 3) 13.5

 

Qevglgpment Experience

9% (2) of the total respondents had been involved in development for

less than a year. 14% (3) had 1 to 5 years development experience. and 77%

(17) had development experience from 6 to 35 years. The mean development

experience of the entire group was 10.5 years (See Table 5.3).
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Qggss-Cultural Exurienge

73% (16) had worked and lived in another cultures for more than 6 years.

13.5% (3) had less than 5 years experience. 13.5% (3) of the respondents

from North America did not have any cross-cultural or overseas working

experience. The mean cross-cultural experience of the entire group was 8

years (see Table 5.3).

Table 5.3 Respondents’ Development Experience and

Cross-cultural Experiences by Work Area

 

 

 

 

Work Areas Total

Characteristics Asia Africa L. Am. N. An N Z

YRS IN DEUELOPHENT

Less than 1 yr 0 l 0 I 2 9

1 to 5 yrs 0 1 0 2 3 14

6 to 10 yrs 2 4 0 2 8 36

11 to 15 yrs 2 1 1 l 5 23

Over 15 yrs 1 0 0 3 4 18

CROSS-CULTURAL EXP

None 0 0 0 3 3 13.5

1 to 5 yrs 0 1 0 2 3 13.5

6 to 10 yrs 2 5 0 3 10 46

Over 11 yrs 3 l 1 1 6 27

 

Xgars with Ageggx

23% (5) of the respondents joined Agency within the past year. 32% (7)

had been working with Agency between 1 to 5 years; while 45% (10) been

employed between 6 to 12 years. Many of them joined Agency before it

moved from its childcare orientation to its current development assistance

approach. The mean number of years working with Agency for the entire

group was 6 years (see Table 5.4).
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Table 5.4 Respondents’ Years in Agency by Work Area

 

 

 

Work Area Total

YEARS IN AGENCY Asia Africa L. An. N. An. N 7.

less than 1 yr 0 2 O 3 5 23

I to 5 yrs 3 1 0 3 7 32

6 to 10 yrs 0 4 1 3 8 36

Over 11 yrs 2 O 0 0 2 9

 

rs 'n Previ nd n

About 68% of the respondents were currently experiencing role changes

from previous managerial positions (see Table 5.5). The previous

managerial poitions varied from division or department head. associate to

the division or department head. church minister. to university and field

development administrator. At least four respondents previously held

managerial positions for an extended period of time in other agencies

before they assumed a staff role with Agency.

Table 5.5 Respondents’ Years in Previous and Current Position

by Work Area

 

Work Area Total

 

YEARS IN POSITICN Asia Africa L. M. N. All). N Z

 

 

 

PREVIOUS

Manager (4) (5) (1) (8) (18) 82

1 to 3 yrs 1 4 1 1

Over 4 yrs 3 I O 7

Staff (1) (2) (0) (1) (4) 18

I to 3 yrs 1 2 O 1

CURRENT

Manager (1) (3) (I) (2) (7) 32

1 to 3 yrs 1 I 1 0

Over 4 yrs 1 l I 2

Staff (4) (4) (0) (7) (15) 68

Less than 1 yr 0 0 0 3

1 to 3 yrs 4 4 0 4
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e ndent’ mt' nAhir‘n ors

22 respondents completed Rokeach’s Dogmatism Scale measuring

dogmatic attitude and Ray’s Directiveness Scale measuring authoritarian

behavior. Table 5.6 shows the median. high and low scores. and standard

deviations of the respondents’ Dogmatism and Authoritarian scores.

Table 5.6 Respondents’ Median, Low and High Scores, and Standard

Deviations of Dognatic and Authoritarian Scores

 

Scale 0 of Cases Median Low High Standard

Scores Scores Deviations

 

Dognatism Scale 22 132.50 105 204 24.68

Directiveness Scale 22 51.50 40 62 5.50

 

The range of respondents’ dogmatism scores is 99. while the range of

their authoritarianism scores was 22. The theoretical range of the scores

on the Dogmatism Scale was 240 (from 40 to 280). The theoretical range of

the scores on the Authoritarian Score was 52 (from 26 to 78). The median

of the 22 respondents’ Dogmatism and Authoritarian scores was 132.50

and 51.50. The median was used instead of the mean in order to avoid

extreme scores on either end of the scale. All of those respondents with ‘

a dogmatism score higher than the median of 132.50 were grouped "high

dogmatic" (D). while those with a score lower than 132.50 were "low

dogmatic" (d). All those respondents with an authoritarian score higher

than the median of 51.50 were grouped as "high authoritarian" (A). while

those with a score lower than 51.50 were “low authoritarian" (a). The 50%

tale at the median is less likely to be negatively affected by extreme

values. As a result. four groups were formed with high dogmatic and high
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authoritarian (DA) (n=5). low dogmatic and low authoritarian (da) (n=6). low

dogmatic and high authoritarian (dA) (n=6). and high dogmatic and low

authoritarian (Da) (n=5).

With the small sample of 22. Spearman’s Rank-difference Correlation

was used to measure the correlation of the respondents’ dogmatism and

authoritarian scores. The statistical result shows both scales are

independent of each other. The Dogmatism Scale measures respondents’

dogmatic attitude. while the Directiveness Scale measures authoritarian

behavior.

Rela 'onshi ofRe ’ m r hara terisi nd

Do matic/ thoritar'an c s ‘

The number of respondents in Table 5.7 suggests the relationship

between respondents’ nationalities. years of development experience.

cross-cultural experience and their dogmatic and authoritarian scores.

Table 5.7 Respondents’ Nationalities, Development and Cross-Cultural

Experiences by Domaiic and Authoritarian Scores

 

 

Nationalities Dev. Exp. Cross-Cultural

Groups Amer. Others ) lDyrs ( lDyrs ) Byrs ( Byrs

(DA) (n=5) 2 3 l 4 I 4

(da) (n=6) 4 2 3 3 2 4

(64) (n=6) 5 1 2 4 3 3

(Da) (n=5) 1 4 3 2 4 l

 

Total: 12 10 9 13 10 12
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' n i ' s m ' I h ' r' n

Of 22 respondents. 12 were Americans. with the other 10 coming from

Asia. Africa. and Australia (Table 5.8). Of the 12 American respondents. 3

were high dogmatic (D). 9 low dogmatic (d). while 7 were high authoritarian

(A) and 5 were low authoritarian (a). In comparison with other

nationalities. the American respondents tended to be more low dogmatic

and high authoritarian. Among the 4 Asian respondents. 3 were (D) with 1

(d). while 3 were (a) with 1 (A). Among the 5 Africans. 4 were (D) with 1 (d);

while 3 were (a) and 2 were (A).

Devel ment x rience wi h ' / ‘ r‘ n

Among the 9 respondents who had over 10 years development

experience. there were 4 (D). 5 (d). 3 (A). and 6 (a). Among the 13 who have

less development experience. there were 6 (D). 7 (d). 8 (A). and 5 (a) (See

Table 5.8).

Table 5.8 Respondents’ Development Experience by Dogmatic and

Authoritarian Scores

 

 

SCORES 10 YEARS and OVER INDER 10 YEARS

(D) 4 6

(d) 5 7

(A) 3 8

(a) 6 5

 

In comparing the years of development experience. those who had less

development experience tend to have high dogmatic (D) and high

authoritarian (A) scores.
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r - tur I x rienc w' ' th t rian

Among the 10 respondents who had more than 8 years cross-cultural

working experiences. there were 5 (D). 5 (d). 4 (A). and 6 (a). Among those

who have less years of cross-cultural experience. 5 were (D). 7 (d). 7 (A).

and 5 (a) (see Table 5.9).

Table 5.9 Respondents’ Cross-cultural Experience by Dogmaticand

Authoritarian Scores

 

 

SCORES ) 8 YEARS ( 8 YEARS

(D) 5 5

(d) 5 7

(A) 4 7

(a) 6 5

 

The 6 (da) who were Americans have less cross-cultural experience. In

comparing the groups with years of cross-cultural experience. the data

seem to suggest that the length of cross-cultural experience is not related

to the respondents’ dogmatic and authoritarian scores.

II“ 'I' if”

The findings of Research Question 1 were organized according the .

sub-questions of development interpretation. self-perception.

interpersonal relationship. and work style. or under the research

sub-questions. In each category. a number of factors were analyzed in

order to determine the shifting of the factors in relationship to dogmatic

and authoritarian scores.
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Development Intgrpretgtion

The Development Interpretation category refers to the way a person

interprets or defines the development concept. In understanding the

process of development conceptualization. two questions were posed to the

respondents: “When did the notion of development first occur?" "What

triggered development consciousness to happen?”

Eirst Occurence gf ihg ngeiggment nggpi When asked when the

development concept first occurred. two factors emerged: personal

experience and academic experience. 17 (77%) of the respondents

mentioned that development idea first came to them through their personal

experience. either by actual involvement in development work. exposure to

development practice. or on-job learning from Agency. The other 5 (23%)

learned of development through their academic experience. either in

theological training or graduate studies in social science (See Table 5.10).

Table 5.10 When did the first notion of development occur?

 

 

 

Personal Experience A of Academic Experience 8 of

Respond. Respond.

Working with people 9 Theological Training 3

Exposure to Dev. practice 1 Graduate Studies 2

Learned from the Agency 7

Total 17 (77%) Total 5 (23%)

 

9 out of the 17 respondents who first learned of development through

personal experience. had actually been involved in so called "development"

work in other agencies. The following responses were typical:
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"My first awakening came from working with )0( church on

agriculture development."

"It began from my early involvement with a small scale

development project in church context."

"My development ideas started with The Agency because we

sat down and planned program with the people."

The other 7 of the 17 respondents only heard of development when they

joined The Agency:

"It was introduced by my boss who brought back the

development idea and a development article from the The

Agency conference. He was very excited about it."

"When I joined The Agency. I didn’t know development. But I

read from books and taught it to the field people."

"Never heard of development till I joined the The Agency."

The responses indicate that The Agency. in the early days. hired those who

did not have development background either in knowledge or actual field

experience. Three of them joined Agency before it changed to development

practice. They learned of development as Agency changed its direction.

Of the five respondents who learned of development through academic

experience. 3 indicated that it came from their theological training. and 2

from graduate studies:

"The idea began in college with Christian experiences and

theological training from a Scriptual basis."

"I learned from my graduate studies as a teaching assistant

in development courses."

The majority of the respondents expressed that the development

concept was not occurred at one particular point in time. but rather. it

emerged gradually as their experiences accumulated. The term

"development" was vague and unclear to many of them. They were not able
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to ”name" development at that time. but later realized that they were

actually doing development. The following are some examples of the

responses:

"I was not aware of development as a concept but I did it."

"[It is] hard to find a particular point in history when

development occurred."

"Development was not a concept or discipline to me but

rather it emerged through my life experience working with

farmers in the jungle who didn’t have food and materials."

"The personal journey. working on Scriptures and

observations of life around me helped me to become aware of

development."

Brundage and Mackeracher (1980) state that adults learn best when the

context is personally relevant to the present concern and the learning is

relevant to life experiences. The data show that the respondents learned

the development concept because of job requirements or because of other

immediate concerns. It also shows the importance of the continuity of

experiences that bring their gradual awareness of the concept of

development.

v I m n ' When asked about what

triggered development consciousness to happen. two factors emerged: ,

Internal Dissonance and External Influence. 64% (14) of the respondents

indicated congitive dissonance as the main cause. Development

consciousness was triggered when they personally were exposed to. or

experienced. an unjust situation. 36% (8) expressed that the external

influences. such as reading. visiting a model project. interaction with

others or The Agency’s orientation. caused that awareness to happen. In 3

or 4 cases. it was a combination of dissonance and external influences.

Table 5.11 summarizes the responses.
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Table 5.11 What triggered that development consciousness to

 

 

happen?

DISSMCE R of EXTERNAL INFLUBICE l of

Respondents Respondents

Exposed to/experi- 3 Studies/Research 2

enced unjusted system

Exposed to poverty 3 Visit to model project 1

Performance gaps -- 7 Interaction w/ others 1

expected and actual

Self-reflection 1 Agency orientation 4

 

Total 14 (647.) Total 8 (367.)

 

Among the 14 respondents who identified dissonance as the main

trigger. 3 specifically indicated that their exposure to. or personal

experience of. an unjust system situation caused them to think of

development. 3 of them attributed their awareness to their exposure of

poverty. Some of the examples are:

"In xxx. I was involved in a revolving fund project run by an

indigenous church who had a history of insisting on being

themselves.... I was upset with the western missionary

approach that wouldn’t allow people to use their own local

language.... Then I saw tribal people were not allowed to

plant mother crops in place of opium. I was very angry and

began to concern about development other than culture."

"I grew up in a poor area and was deeply affected by my own

sense of powerless in a condition where I didn’t want to

be.... When I was first exposed to the deep poverty in xxx. I

began to realize that system forces people into that

situation and maintains that poverty. Then I saw how

community organization. community development and housing

development are addressing the system and we don’t have to

be subjected to the system."

"I became aware of the retreat and the quietness of the poor

during discussions with their leaders. Then a drunken
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villagers became outspoken of their. exploitation and

suffering. It gave me a new meaning to development."

A majority of the group (7) were triggered by the performance gaps that

they experienced. Zaltman and Duncan (1977:24) explain a performance gap

as a "discrepancy between the criteria of satisfaction in performing some

act and the actual performance of that act." Thus a performance gap.

whether internally or externally induced. serves as a stimulus to search

for alternative ways of responding. Some of the typical examples are:

”I was disappointed at the dependent attitude of our

childcare project partners toward us. Our work was very

much of giving. providing without letting people see that

they had the responsibilities too. Then I got excited by the

article written by Stoez on "Thoughts on Development." It

gave me a new hope of how we could do things differently.“

“As a junior government officer. I led a troop to take over a

village in xx. We came with good intentions to help them

without any weapons and showed no force. But people

responded silently and passively. I then realized that

development should be governed by the people themselves.

disregard the mistakes they might make."

"I saw the same kinds of service given by the missionaries to

my people -- clothing. food and others -- before the

independence of my country and 10 years after the

independence. 1 was very disturbed by the same kinds of

service given... That is not what I am called to do... I felt bad

to see that men and women of my culture loosing their pride

and dignity when someone always give things to them."

Of the 8 respondents who considered external influences as the cause

of their awareness. 4 of them indicated that they learned it from Agency.

One respondent considered it was a combination of interaction with others

and then later enhanced by the Agency training. The examples include:

"While working as a lay pastor. I was challenged by a lady

who was concerned about prostitutes around the church and

asked if we should do something about them. I refused

because. at that time. I believed that gospel preaching would

be weakened if the church involved in social action. But the
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challenge stayed inside me till I joined the Agency. 1 was

exposed to the drought and poverty in Africa and I began to

see a full picture of Christian concerns for physical and

spiritual needs. That was when my deeper awareness of

development began."

"My exposure to the Agency’s project gave me a broader

picture of development than the early solely Christian view

of growth."

W The factors defined in the category of

development interpretation emerged from respondents’ responses to the

question: "How was ’development’ defined before and now?" The following

factors which described the actors. process. and outcome of development

were grouped together to form the category of Development Interpretation:

{- Process of Change

it Outcome of Change

* Development Facilitator’s Role

The "Process of Change" refers to the binary descriptors of a change

process. In order to make change hapen. they focus either on an

individual’s self-determination. or other-getermination. that is being

 

controlled by others.

The "Outcome of Change" refers to the binary descriptors of aiming

either at the individual’s attitude ghange through self-awareness. or at

the physical/material chamg.

The "Role of the Development Facilitators" refers to the binary

descriptors of either an gnggler who assits. facilitates individuals to

bring about change in themselves. or as a ggntrgller who manages.

provides. plans for. and carries out the change for others.

The descriptors of attitude change. self-ggtgrmination. and the enabler

role in development interpretation imply a people-oriented development.
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The descriptors of physiggl ghangg. gthgr-ggtgrmined. and the controller

role tend to imply a production-oriented development.

WWhat dune-I 6* any) do intercultural

development facilitators experience in their development interpretation?

"Tl-IE N" Development Interpretation The majority (14) of respondents

defined development as production-oriented. where a set of procedures or

list of activities or programs were provided for. and carried out by the

outsider as a means to all ends. They emphasizedmum such

as improvement in the living conditions. or welfare of the people. The

statements implied changes that were brought about mostly by the

experts or outsiders. The role of .the development facilitator or agency

was aWwho carried out the change for others (See Table 5. 12).

Some of the typical examples of production-oriented development

interpretations are:

"Development is doing and giving what we think people need."

"Development is providing welfare assistance to the poor."

"Development is applying basic management skills to solve

people’s problems. If people can solve their problems. they

can become self-reliant."

"Development is a long range plan of improving living

conditions; saving lives. and at the same time teaching them

necessary knowledge."

The other 8 respondents defined development as more people-oriented.
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Table 5.12 Cuparison aong Responses on Process, Outcue of Change, and

Development Facilitator’s Role with Math/Authoritarian

Scores in Then and Non

 

 

 

FACTORS/ (CA) (da) (dh) (0a) TOIAL

DEERWTIRS Then Now Then Noe Then the Then Non Then the

PROCESS OF CHkNOE

Self-Deter. 2 S 2 5 2 4 2 2 8 16

Others-Dete. 3 O 4 l 4 2 3 8 l4 6

OUTCOME OF CHNNBE

Attitude 3 4 2 5 3 6 O 4 8 19

Change

Physical 2 l 4 l 3 0 5 l 14 3

Change

 

DWELOHBIT FACILITATW ROLE

Enabler l 5 2 6 3 5 2 3 8 1?

Controller 4 O 4 0 3 l 3 2 l4 3

 

"EON" Development Integgretatigg

tended to move toward people-oriented development. focusing on attitude

change (16). individual self-determingtion (i9). and the development

facilitator role as one of an mm (19).

statements are:

"People don’t have to live with their limitations. but with the

potential to create. and utilize their own knowlege.

Development is to help people gain confidence in

themselves."

"Development is a process of empowerment by walking with

people. giving them the opportunity and removing their

limitations at their own time. It is for the total community

and not the isolated groups. It is Christian incarnation."

"Development is people being responsible for their own

destiny; they built power through coalitions. working

The majority of the respondents

Some examples of these '
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mutually toward common goals and building relationship with

one another. It gives pride and self accomplishment."

"Development is liberation and empowerment of people. who.

when given a chance to do things for themselves. the success

of experiences becomes empowerment. Their abilities

emerged which liberate them from oppression."

The responses show a movement from a previous focus of

production-oriented development to people-oriented development. There

is a gradual sophistication of wording in defining development. They are

more ideological i.e. abstract. general and vague. In comparison with the

defintions in the past. it may suggest a deeper appreciation for the

complexity of development. An increasing emphasis on the internal

awareness of the indivdiual as the key in the process of change. rather

than physical changes. is noted. An increasing emphasis on the

self-determination of an individual in the change process. rather than a

paternalistic or outside-controlled approach to change is also noted.

The role of a development facilitator is becoming more low key -- such

as helper. enabler. catalyist; rather than being a provider of resources.

manager. planner or programmer to carry out change for others.

MW Is the shift in development interpretation

evident in people with high or low dogmatism and authoritarianism?

In Table 5.12. the responses show that there was a unanimous shift

toward the same direction among the four groups. i.e. toward

people-oriented development. in factors of "Process of Change." "Outcome

of Change." and "Development Facilitator’s Role" among all the four

groups. The shift does not seem to be related to respondents’ high and

low dogmatism and authoritarianism.
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The degree of shift among groups is quite similar. except that the (Da)

group still prefers the ’Process of Change" being determined by others

rather than by the individual self. In the factor of the "Change Agent’s

Role." the (Da) group tends to be less interested in moving to an enabler

role.

- r t' n

The Self-Perception category refers to the way a person describes and

feels about himself. The factors defined in the category emerged from the

respondents’ answers to two basic questions: "What is the most satisfying

experience then and now?" "How do you describe yourself on the job then

and now?" The following three factors emerged in the category of how a

person perceives himself on the job.:

* Sense of Value

* Sense of Identity

* View Toward Role

The "Sense of Value" refers to the binary descriptors of either

self-oriented or other-oriented. A self-oriented person values experience

that enriches his own learning by himself. or together with others

mentally. emotionally. and intellectually. The other-oriented person

values experience that enriches others’ growth or others’ changes through

his effort. Whether the person benefits or learns from that experience is

not important. The most important thing is that other people learn.

The "Sense of Identity" refers to the binary descriptors of internal

sources or external sourcgg. A person who depends on internal sources.

evaluates and values the merits of his experience independently by his

own self-actualizing forces. A person. who depends on external sources.
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evaluates and values the merits of his experience based on the

affirmations of others on how he does. '

The “View Toward Role" refers to the binary descriptors of gig}! or

flexible views toward his work role. A person. who has a flgxigle vigw

toward work role. is comfortable even though the role is ambiguous. He is

able to view the role with a different or mixed nature other than the

ascribed role. A person who has a rigig vigw toward work role. is

uncomfortable when his role is ambiguous. but is comfortable when the role

is clearly defined with specific tasks or responsibilities.

The three descriptors of i) self-orientatign in sense of value. 2)

dependence on internal sources for a sense of identity. and 3) a flexiglg

yi_e_v_¢ toward role. imply that a person is open and receptive to new ideas.

He tends to be secure. is flexible. and is likely to be tolerant to ambiguity.

On the other hand. the three descriptors of 1) other-orientation in sense

of value. 2) dependence on external sour es. and 3) a rigid vigw toward role

imply that a person is closed to new or others’ ideas. He prefers to play a

paternal role towards others. He is insecure about himself. and is rigid or

intolerant to ambiguity.

WWhat changes (if any) do intercultcral

development facilitators experience in their self-perception?

figgegtjfl of §glf In 3h; E“: In the factor termed "Sense of Value."

the majority (14) of the respondents tended to be more oriented to self.

Their satisfaction came from being able to learn something from the

experience either by self or with others (see Table 5.13). Examples of

these are:
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"What I enjoyed the most was to understand development

from a Chrsitian point of view. I learned to articulate. and

struggled along with my colleagues who had different

background and orientations."

"The most satisfying experience as xx Director was to

participate in xxx [conference]. It exposed me to the entire

partnership of Agency. It taught me a comprehensive picture

of the partnership and a better understanding of the

struggles that 50s have gone through in fund raising."

"My time in xx was the most satisfying and learning

experience for me. Most of my experiences and knowledge of

development came from those days. We tried to put all those

things that we learned into practice. And we tried some

innovative experimental things and found ways of

encouraging people." '

Table 5.13 Cmparison bong Responses on Sense of Value, Sense of Identity. and

View Tmard Hort Role with (lunatic/Authoritarian Scores in Then and Now

 

 

 

 

FACTIRS/ (04) (da) (an) (Ila) TOTN.

DESCRIPTIRS Then Now Then Now Then Now Then Now Then Now

SDISE ll: Wt!

Self-Oriented l 2 5 2 3 5 5 3 I4 12

Other-Oriented 4 3 0 3 3 l O 2 7 9

SBlSE (F IDBITITY

Internal Source 5 2 5 6 6 4 5 2 21 14

External Source 0 3 l O O 2 ll 3 l 8

Vlfli TMRD RILE

Flexible View 1 2 3 6 3 4 l 2 8 i4

Rigid View 4 3 3 6 3 2 4 3 l4 8

 

The others (7) tended to be other-oriented in bringing them

satisfaction. Some of these are:

"When I was the xx Director. it gave me an opportunity to get

back to the field and to multiply the development ideas that I

have by developing the area coordinators.“

"The most satisfying experience that I had was working with

field staff. I watched the transformation taking place in

individual and carried that out in the community. I like to

watch them to do it in community.”
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In the factor termed "Sense of Identity." the majority (21) of

respondents tended to depend very much on their own evaluation of the

experience. that is. depending on self-actualizing force rather than

through the affirmation of others (see Table 5.13).

"I was very satisfied with my previous role as a manager. I

delegated as much as possible and always wanted to encourge

the national staff to take on more responsibilities."

“When I worked with the community people. I discussed with

them to move from self-owned benefits to sharing them with

those who don’t have. I was glad to see that the community

was willing to share what they have with others."

“I became satisfied when I saw people grow and change

through my involvement."

In the factor termed " View Toward Role." 14 of the respondents had a

rigid view toward their role on the job. They were frustrated or

uncomfortable in facing those ambiguous situations (Table 5. 13).

"My role in xx was ambiguous and I felt not being valued by

my boss."

"I felt I had a lot of responsibilities to ensure that the

program was moving to the right direction. but I had no

authority. I didn’t feel good because responsibility must

come with authority ."

"When I was a teacher. I behaved like a teacher who knew

everything... When I (had a different position.) I was a leader

fully responsible for the life of the villagers. I didn’t like

my last job at all. because I was not clear on my job."

8 of the respondents tended to have a flexible view toward their roles

on the job. They tended to see their role beyond what was given in a

formal sense. Some were comfortable even though their roles seem

ambiguous to self and to others.

"When I was in management. my role was a matter of 80-20

management and technical differences. To me it can be

adjusted. I have always considered myself a supporter.

encourager. a promoter. and a resourcer."
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"When I was in management. my role was a matter of 80-20

management and technical differences. To me it can be

adjusted. I have always considered myself a supporter.

encourager. a promoter. and a resourcer."

"My role in (xx office) had never been clear to me. Even

though I was in a management role. I didn’t perceive myself

as a manager or technical person... People always perceived

me as a person with an ambiguous role. But I wasn’t

bothered by it. I was concerned only about my learning from

other people."

"In my early years with the Agency. I was being perceived as

a rebel. resisting system and authority. But that didn’t

bother me. Though I was in a managerial position. I didn’t

perceive myself as a manager. Rather I was a

communicator... I viewed myself as a mirror by asking

questions to help people think through what they are doing."

r t' f f n th n In general. the respondents did not

change much in their "Sense of Value." The 12 responses indicate that the

majority of respondents’ are still very much gglf-oriented. i.e.. interested

in self learning or learning with others (See Table 5.13). 9 respondents

suggested to be other-orientgg.

In the factor termed "Sense of Identity." a shift is evident. The

number of respondents who depended on externgl sources for a sense of

identity increased from i (in the past) to 8 (in the present). Examples of

those who have become dependent on the affirmation of others are as

follows:

"The learning event in was very satisfying to me because we

worked as a team whole-heartedly. We built on our optimism and

learning attitude. And we began to receive positive feedbak from

FOs. We realize that we are getting somewhere with high trust low

power structure."

"The most satisfying experience was that I actually saw the

materials that we developed worked. I felt I had done extremely

well. It was well received and they requested to have more of it."

"I was asked to run a conference... I did an action/reflection for all

the directors... It was the time I felt I was not in control especially

I could not get the response that I expected. I didn’t feel too bad
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about it because I received good strokes from many people for my

new approach."

In the factor termed "View Toward Role.“ 14 respondents have a

flexible view toward their work roles in comparison to 8 in the past. Some

of their statements are as follows:

"I see myself facilitating my staff to acomplish the task.

helping them making use of their time to learn in their own

development. but being reflective for spiritual growth."

"By the nature of being committed to community organizing

and development of people. I was put increasingly in a

prophetic role rather than priestly role."

The other 8 respondents exhibited a rigid view toward their work role.

Examples of their statements are as follows:

"My new role is clearly defined. I am now handling projects

in (country) directly... working with community people.

monitoring the projects and doing budget for the whole

country."

"I came to (The Agency) as a leader. And if my leadership is

not looked up as serious. then maybe I should look somewhere

else. I am not here to push paper and ideas."

"In (The Agency.) I don’t know what is expected of me. My

role and function are unclear."

"I am not a gifted manager managing others to work. I prefer

to be an encourgaer. enabler and a teacher."

In summary. in the factor termed "Sense of Value." the majority of the -

respondents continued to be gglf-Eienteg. A shift occurred in "Sense of

Identity" where a number of respondents moved toward depending more on

other sources for a sense of identity. There is an evident movement from

a previous rigid view toward role to the current more flexible vigw toward ._

role."

Agglzsig of Qgggtion 1.2.9 Is the shift in self-perception evident in

people with high or low dogmatism and authoritarianism?
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In Table 5.13. the responses show that (da) and (Da) groups have

shifted more to an others-oriented view in "Sense of Value." while the

(dA) moved to a more self-oriented view. The (DA) group did not show

much evidence of a move.

In the factor termed "Sense of Identity." all three groups -- (DA). (dA)

and (Da) are moving toward an affirmation of external gogcgs for their

sense of identity. while all the (da) are dependent on internal ggggces for

their sense of identity.

In the factor termed "View Toward Role." (DA) and (Da) remained quite

the same with a rigid view. while (da) and (dA) seem to be moving toward a

more flexible view toward their work role.

In summary. (da) and (Da) have shifted in their "Sense of Value".

joining the majority of (DA) and (dA) who continue to be other-oriented. In

the "Sense of Identity". the shift is evident in (DA). (Da). and (dA) toward

depending on external sources. But (da) remain dependent on intgrngl

W The shift is also evident in (da) and (dA) who move toward a more

flexible view toward role. while (DA) and (Da) remain essentially the same

with a "rigid view" toward role.

n r rs Re

The category of interpersonal relationships refers to the way a person

interacts or relates with others. The factors defined in this category

emerged from respondents’ answers to the interview questions: "How did

you perceive others on the job then and now?" and "How did you relate with

others on the job then and now?" The following factors were grouped

together to form the category of interpersonal relationship:
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... View Toward Others

4! Interaction Mode

The factor termed "View Toward Others" refers to the binary

descriptors of a mm; andWtowards the people that they

encountered on the job. It ranges from the basic view of people in general

to specific individuals with whom the respondents worked. including

supervisors. colleagues in the same office. field staff. and community

people. Those who have a gggjtive vigw towards others tend to have a

basic belief in people as self-directed persons. They value people for who

they are. accept their weaknesses. and regard them as peer or co-learners.

Those who have a negative view towards others tend to view people as

dependent. immature. and other-directed persons. They emphasize the

external influence on the individual. and are more judgemental about what

and how they do things.

The factor termed "Interaction Mode" refers to the binary descriptors

of the process of interaction: reciprocal and linear intergction. People.

who tend to be recigrocal in relating with others as peers. enjoy a ’give

and take’ relationship. They are open to others experiences. are more

supportive. but are less directive. They try to understand others or

situations by asking. Those who tend to bemin relating with others .

enjoy only a one-way relationship. i.e.. giving and influencing others as an

authority. They are closed to others’ experience. and are competitive.

They are more directive in telling others what to do.

A person who has a positive view towards others and relates to others

in a recigrocal manner imply that he is relational or that he prefers a

non-directional relationship. The person who has a nggative view toward
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others and relates to others in a linear manner implies that he tends to be

task-oriented and prefers a directional relationship.

Aggizgip nggtign L3,; What changes (if any) do intercultural

development facilitators experience in their interpersonal relationship?

interpersonal Relaiionships in ihg E“; In the factor termed " View

Toward Others." 13 respondents held a @3113}: view toward others while 9

tended to be negative (see Table 5.14).

Table 5.14 Cmparison Among Responses on View Toward others and Interaction

Mode with Donnie/Authoritarian Scores in Then and Na:

 

FACTIRS/ (DA) (da) (d4) (0a) TOTAL

OESCRIP‘HRS Then Now Then Now Then Now Then Now Then Now

 

WEN TWO UTI'ERS

 

Positive View 3 5 3 6 4 5 3 4 I3 20

Negative View 2 O 3 0 2 l 2 I 9 2

INTEMCTIIN HIDE

Reciprocal I 4 I 6 I 5 I 2 4 1?

Linear 4 l 5 0 5 l 4 3 18 5

 

Those who held positive view toward others expressed those views in the

following ways:

"I always feel that field people know more about the field

situation than those who are afar. such as IO or ROs...

People are aware of their own environment and have that

ability to do or change that environment."

"I respect people’s own ability and realize the tremendous

resources they have in themselves."

"I always believe in the ability of people to work togther and

solve their problems."

Those who were negative held the views that:
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"People in my departent had very strong personalities. I felt

that none of them had real training background to do a good

bbe"

"People need confidence and belief in them from others. It

was an ongoing process to believe in people. My role was to

watch and help them grow their wings and watch them fly.

With my staff. I was not sure if they could figure out the

same way as I did."

"I used to see people as ones who didn’t have skills. lack of

motivation to do something for their situation. They were

almost like little children. They needed to be helped."

In the factor termed "Interaction mode." the majority of them (18)

interacted with others in a iinear manner. Only 4 respondents interacted

in a reciprocgl way. Those who interacted in a linear way made the
 

following statements:

"I respected my boss and I'used to obey his instructions.

even if I didn’t agree with him sometimes. My staff are my

brothers and sisters. But my pushiness sometimes strained

our relationship. I tended to be more telling then asking."

"I always like to have direct contact with community people.

But I was kind of immature. bossy. The job gave me a

powerful feeling that tended to make a person bossy... I

wanted to succeed in order to be rewarded. Therefore I tried

to accomplish the task within the time frame set by my boss.

But my relationship with the community was hurt."

"I was a leader. a mother. and a teacher to my staff. But I

was angry with them because I had to do all the work for

them."

"I tended to be action-oriented and tried to fix problems for

others. I rarely let my feeling regarding others show... I was

very much a loner."

We:The number of respondents

who have a positive view toward others have been increased from 13 in the

past to 20 in the present (see Table 5.14). Some of their views are as

follows:
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"People are independent who have to define their own

goals for growth. No one can decide for them what they want

to be."

"People are on their own pilgrimage of change. It begins

in a person’s inner self before any change can take place."

"I do not view people as I did before... People have

different gifts. There is an heuristic movement in individual

when they are more open to ideas and move faster."

In the factor of "Interaction mode." there is an evident movement from

am approach to a reciprocal approach. Other than the 5 who interact

in linear way. the number of respondents in the reciprocal interaction have

increased from 3 in the past to i? in the present. The following expressed

some of their views in relating with others:

"We. as a team. put our whole heart in the learning event...

We reflected. networked. managed learning event together...

There is very little dissonance between our spiritual life.

and life of facilitators in development process. There is a

unity and a sense that God is using us."

"Building trust in relationships and understanding the

reciprocal nature of a relationship are critical. My way of

interacting with others are not much different than before.

But I am now more patient. allowing more time for trust. for

relationships to build and to respect the in-built pace of

life."

"I start with building the relationship first. To me. the

relationship is more important than whether one is in a "line"

or "staff" position... I related with PCs in a sort of

interactive way. trying to find a mutual interest by asking

hard questions."

"I developed a comrade relationship with my staff. I don’t

solve problems for them any longer. But I try to find a

common group to deal with the situation."

In summary. there is a progressive transition in the factor of

respondents’ " View toward Others." They tended to be more positivg. All

the four groups seem to move in the same direction. In the factor of

"Interaction Mode." all four groups move more toward reciprocal
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interaction. The majority have moved from a directional relationship to a

non-directional relationship.

n 1 ° t' Is the shift in interpersonal relationship

evident in people with high or low dogmatism and authoritarianism?

In both factors of "View towards Others" and "Interaction Mode." all

four groups made the same movement toward the non-directional

relationship: positive view of others and interacting in an rgciprocal

manner. The shift does not seem to be different among persons with high

or low dogmatism and authoritarianism. although the extent of the shift in

(da) is greater than in the other three groups.

To understand the group’s interaction better. the expert observer’s

rating on all the respondents’ participatory behavior during the

three-week conference was analyzed. The rating helped in the evaluation

of the extent to which the pereson values a truly participatory role for

himself. Table 5.15 shows the comparison of the expert observer’s rating

and the respondent’s dogmatism and authoritarian scores.

Table 5. 15 Comparison Between Respondents’ Participatory

Behavior during Conference and thier Dogsatism

and Authoritarian in Then and Now

 

EXPERT RATING DOMTI C/AUTHORITARIM SCORES

 

(DA) (da) (ch) (Da)

 

h of Low Participation

h of High Participation

7 2 4 I O
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In comparing the factor of "Interaction Mode" with the expert

observer’s rating. Table 5.16 shows that 7 out of 7 respondents who value

rgciprpcal interaciipn exhibited high participatory behavior during the

conference. while 3 out of 4 who value lingar interaction with others

exhibited low participatory behavior.

Table 5. 16 Relationship Between Respondents’ Participatory

Behavior during the Conference & their Current

Interaction Mode

 

EXPERT RATING INTERACTICN MODE

 

REC] PROCAL LINEAR

 

k of Low Participation

h of Medium Participation

ll 9 2

h of High Participation

7 7 O

 

The expert observer’s rating on respondents’ participatory behavior. in

addition to the respondents’ "interaction mode." seems to indicate that

(da) tend to value a truly participatory role for themelves.

W k t

The Work style category refers to the operating style of a person

exhibited on the job. The factor defined in this category emerged from the

question: "How did you accomplish your task then and now?“ The only

factor in this category is "Operating Mode."

"Operating Mode" refers to the binary descriptors of fgcilitatim and

dominatigg mode of the respondents on the job. Facilitating style refers



108

to a person who values group wisdom and group participation. He involves

staff or learners in the decision making process. He tends to be informal

and process oriented. Dominating giyle refers to a person who is oriented

to authority where decision making and transmittal technique by the

authority is emphasized. He tends to be formal and content-oriented.

WWhat changes (if any) do intercultural change

agents experience in their work style?

EEK §izie in thg ngi The majority of the respondents (16) tended to

operate in a dominating style. while 6 operated more in a fgcilitative styie

(see Table 5.17).

Table 5.1? Comparison anong Responses on Operating Node with Dopatic/

Authoritarian Socres in Then I: Now

 

 

FACTIRS/ (CA) (da) (64) (Da) TOTN.

DESCRIPIIRS Then Now Then Now Then Now Then Now Then Now

(PEMTINBNIDE

Facilitating l 2 2 5 l 5 2 3 6 IS

Dominating 4 3 4 I 5 I 3 2 I6 7

 

Several persons described their dpminating gtxig as follows:

"My training approach in the past was pretty top down. I focused on

what we at the (RO) felt was important for fields... I felt I had the

license to go in the fields whether people like it or not... I went to

the fields to help. but with my own agenda."

"I had to work through staff and facilitate staff to do their work. It

was very difficult. I know how I could figure out but was not sure

how my staff could figure out. So I did it myself for the first time

in order to show others how to do it... It was very hard for me to

let others do the job that I had never done before."

"When I was in a managerial position. I analyzed and made a

decision. Once the decison was done. I communicated right away

with my staff to cut down any misunderstanding."



109

"My training approach in the past was a ’classical university model’.

People needed to be given new ideas through lectures and the source

of information was important."

W The majority of the respondents (15) were

more inclined to fgcilitating behavior. while 7 operate in a dpmm’atipg

manner. Some of those who have shifted to fgciiitating behavior expressed

the following:

"Now we visit the field with close coordination with clear

objectives. We go because we are asked by the field. And we

don’t go if we are not asked."

"I experienced that real learning is relational rather than

content. I moved from formalized to more informal relational

teaching approach.“

"I am now more in favor of coorporative action than a

confrontational approach. I learned to build a coalition of

the power and the powerless in the whole decision making

process intensively. It is not the powerful doing for the

powerless. I see a much more healthy and Christian

atmosphere happening. What occurs is an attitude of

cooperation."

"Now my training approach has changed from solely giving

information to a mixture of things or a cycle of learning. such

as starting with information for them to think about. asking

them for the application. and then discussing and sharing of

reflection on what they did. I believe that learning takes

place with a mixture of group sharing and with input from the

teacherJ'

WIMP. Is the shift of work style evident in people

with high or low dogmatism and authoritarianism?

There was an evident movement of the majority of the respodents

toward a facilitative working style. Among the four groups. (DA) tended to

retain gomingting behavior. while (da) tended to shift more toward a

facilitating behavior.
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In analysing respondents’ current "Interaction Mode" with their

"Operating Mode." the reciprogal interaction seems to be related to the

fgcilitating working style (See Table 5.18).

Table 5.18 Relationship between Respondents’ Current

Interaction Node & Operating Node

 

 

 

INTERACTICN MODE OPEMTING MODE

GROUPS Reciprocal Linear Facilitating Domi nat ing

(DA) 4 I 2 3

(da) 6 O 5 l

(dA) 5 l 5 1

(Da) 2 3 3 2

Total 17 5 IS 7

 

Yet. in analysing respondent’s working behavior with the rating given

by the expert observer during the conference. the results do not show any

relationship between respondents’ faciliating working style and their

participatory learning behavior. (see Table 5.19).

Table 5.19 Relationship Between Respondents’ Participatory

Behavior during Conference & their current

Operating Node

 

EXPERT OBSERVER FACI LITATING DMIMTING

 

h of Low Participation

 

h of Medium Participation

ll 7 4

h of High Participation

7 4 3

 

In summary. among the 22 respondents. 7 respondents completely

shifted toward people-oriented development. msitive self-perception.
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reciprocal relationship and a facilitgtim work style. Among them. there

were 3 (da). 3 (dA). and 1 (DA).

Four respondents who wereW in development

interpretation were more inclined toward a rgcimpcgl relationship and a

faciliigting work style. But they either had a gigip vigw toward role or a

tendency to depend on others to affirm their “sense of identity." Among

them. there was one in each of the following groups: (DA). (da). (dA). 8 (Da).

Six respondents who were people-griented in development

interpretation were inclined toward either iinegr intgrggtion (3) or

dominating (3) work style. The majority of this group (4) have a rigid View

toward their role and an increasing insecurity in themselves as they

depend on external sources to affirm their "sense of identity." Among

them. 2 were (DA). 2 (Da). 1 (dA). and 1 (da).

os ’ble actor R t' h

The findings of Research Question 2 are again organized according to

the categories of development interpretatrion. self-perception.

interpersonal relationship. and work style. In understanding the possible

factors that might be related to the shift. three similar questions were ‘

posed to the respondents when the shifts were noted by the researcher

during the interview: "Do you notice the change in your ways of

interpretating development. perceiving yourself. relating with others. and

your working behavior then and now?" "How do you feel about the change?"

"Why do you feel that way?" The possible positive and negative factors of

the shift were identified from those responses and displayed in tables

when a shift has occurred.
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Qeveiopment Interpretation

A shift occurred among the 22 respondents from production-oriented

development toward a more people-oriented view of development. There is

an increasing emphasis on individual attitude change. self-determination.

and a catalytic role of the change agent.

WPossible factors as identified by the respondents are

displayed in Table 5.20.

Table 5.20 Possible Factors Relating to the Positive Shift in

Devel opmen t Interpretation

 

Factors Frequency

 

1. Cognitive dissonance 10

2. Wintness change in individual & community 9

3. Constant interaction with professional & practitioners 8

4. Personal reflection on previous experiences 8

5. Biblical understanding 8

6. Actual work experience with people in development 6

7. Reading 5

8. Further advanced studies in development disciplines 4

 

The most frequently mentioned cause for the shift by the respondents

was the cognitive dissonance (10) that occurred in their early development

experience. It triggered them to seek for a better development practice. '

The dissonance included their exposure to poverty. experience of unjust

system. and the performance gap in their own work. Examples include the

following:

"In .... I visited villages. to slum communities. heard people

talked. I began to realize that people’s problem were related

to exploitation...l later realized that the rich was part of the

economic strcuture that encourage them to exploited the poor

and I am part of it."
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Nine respondents indicated that the witness of some good and bad

projects. the change in individual and the discovery of community dynamic

and their resourcefulness brought them a new meaning of development.

"A lady in the neighborhood was interested in what we

were doing and became very committed to the

activities. She became very verbal and expressed

what was the real problem of the poor. She became a

decision making body. The trainer would push her to

develop her potential. She was continuously perceived

by people as their spokesperson. I observed how a

person gained self-confidence."

Eight respondents felt that their constant interaction with outside

professionals and practitioners on problems and issues of development

were helpful in rethinking development. The respondents indicated their

reflective nature and a tendency to evaluate their previous development

experiences. Another eight respondents mentioned that their new

perspecitve of development was partly due to their better understanding

of The Bible.

The other two possible reasons include actual working experience in

development that gave them new insights and extensive reading to

understand the problem of development.

In spite of all these experiences identified by the respondents as the

possible factors of their shift toward people-oriented development. the

majority of the respondents mentioned that several shifts had occurred in

the past in their development conceptualization. It was through

modification. integration. and re-organization of a continuity or

combination of their experiences that brought them to where they are now.
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Self-P rce tion

In the category of self-perception. the shift was not evident in the

factor of "Sense of Value." But in the factors termed "Sense of Identity"

and " View toward Role." there was an increasing number of respondents

moving from dependence on interngl sgurces toward dependence on extgrnal

spurge; to affirm their self-identity. In the factor termed " View toward

Work Role ." an increasing number of the respondents have shifted toward a

more "flexible view" of role.

Epsitivg [gigs Nine respondents have made the positive shift

toward more security in self and flexibility in their view toward the work

role. The possible factors related to the shifts are presented in Table

5.21.

Table 5.21 Possible Factors Relating to the Positive Shift

in Self-Perception

 

 

Factors , Frequency

I. Learned by observing and comparing others’ behavior 6

2. Spiritual journey 4

3. Gaining self-confidence 3

4. Discovery of own ability to operate in different

modes 3

5. Guidance and advice from friends 2

6. Unsatisfied with previous relationship/performance 2

7. Dogmatic/Authoritarian Scores

(da) . 4

(dA) 4

(DA) 1

 

Among the 9 respondents. who either remained in the positive side of

self-perception or have made a positive shift. the most frequently

mentioned experience that may relate to their shift is their own "learning

through observing. comparing and reflecting on other people’s behavior."
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The next most frequently mentioned experience (4) is the "spiritual

journey" made by several individuals who became aware of their own

weakness by looking inward and comparing their spiritual life with their

work life.

"Gaining confidence" in self is another factor which was mentioned by 3

respondents. Three others mentioned their successful experiences

associated with operating in a new mode. giving them new understanding of

the facilitator’s role.

In examining the 9 respondents’ dogmatic and authoritarian scores. 4

were (da). 4 were(dA). and 1 is a (DA).

In general. most of the respondents. when reflecting on the possible ‘

experiences that might have affected their shift. tended to internalise

their experiences by examining themselves inwardly rather than focusing

on external influences.

flggative Fggtpgg The possible factors that may have negative impact

on the shift in self-perception among the 11 respondents are presented in

Table 5.22.

Table 5.22 Possible Factors Relating to the Negative Shift

in Self-Perception

 

Factors Frequency

 

1. Not being accepted, misinterpreted, not 7

appreciated, rejected

 

2. Inflexibility/change of the system 4

3. Did not consider self have changed 4

4. Acceptance of authority or structure 2

5. Doqmatic/Authoriarign Scores

(DA) 4

(Da) 5

(dA) 2

(da) 2
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Of the 13 respondents who either remained (4) in the same. or have

shifted toward (9) the negative self perception. the most frequently

mentioned causes tend to be outside influences. Seven individuals felt

they were being misinterpreted. not appreciated; four considered their

situation a result of the inflexibility or changes in the system. Another

four mentioned that they did not consider themselves to have changed at

all. In analyzing these respondents’ dogmatic/authoritarian scores. the

majority tend to be (DA) 8 (Da).

interpersonal Relaiionship

In the category of interpersonal relationships. a progressive movement

took place among all groups toward a positive view toward others and

relate in a reciprocal manner. although some still retain a negative view

toward others and prefer linear interaction.

Ppsiiive Eagtors The positive factors that seem to relate to the 16

respondents. who either remain in the same positive view and interaction

style or have made the positive shift. are presented in Table 5. 23.

Table 5.23 Possible Factors Relating to the Positive Shift in

Interpersonal Relationship

 

Factors Frequency

 

I. Experienced team spirit or a caring

and supportive community (friends) 8

2. Had positive & satisfying experiences in building

relationships with others 7

3. Better understanding of development 6

4. Lack of management support 4

5. Observed good and bad models in relationship building

(supervisors)

6. Exposed to other cultures

7. Aware of people’s ability

8. Self-examination

9. Spiritual journey c
o
m
m
a
)
:
-
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The most frequently mentioned cause (8) that has helped respondents to

become more non-directional is working in a caring community where team

work is encouraged. Seven mentioned positive and satisfying experiences

in building relationships with others in a reciprocal manner. Six indicated

that a better understanding of development helped them to relate to

others better. Four suggested that the role they held without management

authority forced them to use a non-directive. relational approach to work

with people. Four mentioned that their supervisor had set good and bad

examples for them when examining and reflecting upon self.

WSix respondents seemed to maintain a linear approach

in relating with others. although some of them had a positive view toward

others. The possible reasons were not specific nor clear. Some of those

maintained that they have not changed their way of relating with others.

For those who have shifted. the reasons are again externalized. such as

the inflexibility of the system. difficulties in adjusting to different

expectations. and feeling of not being appreciated.

2225.511];

In the category of work style. 15 respondents either retained a.

"facilitating behavior" or shifted from "dominating" work style to

"facilitating" behavior. The possible factors are displaced in Table 5.24.

Of the 15 respondents who tended to operate in a facilitative manner.

10 mentioned the satisfying experiences that they had in facilitating

others. Seven mentioned that acquiring facilitating skills and techniques

was another factor. Seven others expressed the positive experience of
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Table 5.24 Possible Factors Relating to the Positive Shift

in Uork Style

 

Factors Frequency

 

l. Satisfying and successful facilitating

experience without authority 10

2. Learned new skills and techniques in facilitation 7

3. Positive experience of team work and team support 7

4. Positive feedback on their facilitative training

approach

5. Discovered people’s ability and learned from them 4

6. Reading 4

7. Worked with different people who have different

expectations 4

B. More confidence in self 3

 

working as a team. and learning the facilitating skills from each other.

Six felt that the positive feedback. received on their training approach

affirmed this approach as more appropriate.

Negativg Factor Only 6 respondents continued to operate in a linear

manner. The possible factors might include their previous experience as

a leader. or their authoritative leadership orientation. Other negative

factors include communication and theological orientation. and witness of

the failure of high participation.

W

In the identification of the transitional patterns of intercultural

change agents in relationship to their levels of dogmatism and

authoritarianism. the limited data tend to show the following patterns:
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W

1.

2.

3.

4.

2.

3.

American respondents tend to have lower dogmatic and higher

authoritarian scores. while Asian and African respondents tend

to have higher dogmatic and lower authoritarian scores.

Those who have longer length of time in development

experience seem to have lower dogmatic and authoritarian

scores than those who have less time in development.

The length of persons’ cross-cultural experience does not seem

to be related to their level of dogmatism and authoritarianism.

Those who formerly held managerial positions do not appear to

be much different from those who previously held a staff

position in terms of the levels of dogmatism and

authoritarianism.

ntn

Development seems to be conceptualized more from vicarious

experiences than from academic orientation.

The development concept does not seem to be formulated at one

particular point in time. but rather emerges gradually as

experience accumulate.

Development consciousness tends to be triggered more often by

an individual’s cognitive dissonance than by external

influences.
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There seems to be a movement from previous focus of a

production-oriented development interpretation to a more

people—oriented interpretation. But the shifts in "process of

change." “outcome of change." and "role of change agent" do

not seem to be related to levels of dogmatism and

authoritarianism.

Self-Percgption

1.

2.

3.

In the factor termed "Sense of Value." there does not appear to

be a difference in terms of levels of dogmatism and

authoritarianism.

In the factor termed “Sense of Identity." (da) tend to depend

more on internal sourceg. while (DA) and (Da) are moving

gradually toward eximl gpurceg to affirm their sense of

identity. Persons with low dogmatic scores seem to be more

secure or confident in self than those who have high dogmatic

SCOPE5.

With respect to the "View Toward Role.“ although there was a '

general movement toward a more flexible view of role. (da) 8

(dA) tend to have a more flexible view than (DA). a (Da).

Persons with low dogmatic scores tend to be more flexible

toward their roles than those who are more high dogmatic.
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nrr It'

1. There is a progressive movement from a directional

relationship to a non-directional relationship.

2. Those who have a positive view towards others are more likely

to interact with others in a reciprocal manner than those who

have a negative view toward others.

3. Those categorized as (da) seem to value more a reciprocal

interaction than the other groups.

Work Siylg

1. The majority are moving from a dominating operating mode to a

facilitative approach.

2. Those categorized as (da) tend to be more facilitative and place

greater value in a participatory role than the other groups.

3. The "reciprocal interaction" mode seems to relate to the

"facilitative operating" mode.

f v m

elati h' n k

1. Those who interpreted development with a people-oriented

emphasis tend to interact with others in a reciprocal manner

and operate with a facilitative approach.
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4.
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Low dogmatic persons (:1) tended to change to a greater degree

than the others.

Development interpretation does not seem to relate to a

person’s perception toward self.

Self-perception seems to relate positively to a person’s

interaction and operating mode. Those. who have rigid view

toward role and are insecure of self. tend to interact with

others in a linear fashion or operate in a dominating manner.

Self-perception seems to be one of the possible factors

affecting one’s interaction mode and operating work style.

'tive n Ne ' ct r Aff t' th

Possible factors that may have msitivg impact on the shift toward

people-oriented development are as follows:

*
*
*
*
*

An individual’s cognitive dissonance

Witnessing change in individual/community

Constant interaction with professional and practitioners

Personal reflection on previous experience

Biblical understanding

Possible factors that may have ppsim impact on the shift toward

depending on one’s interngl pm; for "sense of identity” and toward

having a flexiple vigw of role are as follows:

i

*
*
*
*

Individual learning by observing and comparing people’s

behavior

Individual’s spiritual journey

Gaining confidence in self

Discovery of ability in self to operate in different way

The shift tends to occur among people with low dogmatism
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Possible factors that may have mggtive impact the shift toward

depending upon one’s external spurcg for "sense of identity" and toward

having a rigid view of role include the following:

it

*

i

*

Feeling of being underutilized. misinterpreted. unappreciated

or rejected by others

Inflexibility or changes in the system as the main cause

Individual does not see change in self

The negative shift tends to be among high dogmatic persons.

Those who made the positive shift in self-perception tend to look at

the causes internally within self. while those who made the negative shift

tend to project the cause externally. Low dogmatic persons (:1) tend to be

able to examine the cause of shift internally. while high dogmatic persons

(D) tend to project it externally.

Possible factors that may have ppiiiin impact on the shift to a

non-directional relationship. (that is. a positive view toward others and

interaction in a reciprocal manner) include the following:

ft Positive experience of a team spirit and a supporting

community.

l-lad positive and satisfying experience in building a

relationship with others

Better understanding of development

Operating without management authority forced them to begin

with non-directional relationship

Observed good and bad models in relationship building

Possible factors that may have ppsitive impact on the shift to a

facilitating work style include the following:

g.

*
*
*
*

Satisfying and successful experience in facilitating others in a

learning process without a sense of authority

Acquired new skills and techniques in facilitation

Positive experience of team learning and team support

Positive feedback on training with a facilitative approach

New discovery of people’s ability and learning from them
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gimmary

In this chapter. the data has been examined through a process of

sorting. counting. and categorizing. All of the respondents were divided

into four groups according to their dogmatic and authoritarian scores

measured by the Dogmatism and the Directiveness Scales:

(DA): high dogmatism and high authoritarianism.

(da): low dogmatism and low authoritarianism.

(dA): low dogmatism but high authoritarianism.

(Da): high dogmatism but low authoritarianism.

The responses were then analysed through using a comparision between a

"then" and "now" time frame and also among groups.

The findings were organized according to the two research questions

and the sub-qustions. In each of the questions. the data has been

presented in the following categories: development intrepretation.

self-perception. interpersonal relatonship. and work style. In each

category. binary factors were identified and analyzed in order to

determine the tendency of worth. Through this process a number of

statements of "tendency of worth“ were developed in the data-sorting '

process and presented under Question One. The qualitative data are

presented with the support of tables that indicated the number of

responses in their "Then" and "Now" time-frame.



CHAPTER VI

SUMMARY. CONCLUSIONS AND RECONNENDATIONS

Literature and research in community development. adult education. and

cross-cultural communication have shared an increasing concern regarding the

effectiveness of intercultural development facilitators. With the "paradigm

shift" in development. from the dominant or production-oriented model of the

early 60’s to the people-oriented development in the late 70’s. intercultural

change agent effectiveness is no longer viewed as just a matter of necessary

knowledge and skills in bringing change. Personality and attitude have also

become crucial factors for eliciting qualitative changes in others. The most cited

characteristics of change agent effectiveness are related to levels of dogmatism

and authoritarianism.

W

The purpose of the study was to identify the significant patterns of

transition that interucltural development facilitators have undergone that may

affect their effectiveness in relationship to their dogmatic and authoritarian .

characteristics. The specific areas understudied are development interpretation.

self-perception. interpersonal relationship. and work style.

The research questions asked in the study are as follows:

1. What are the patterns of transition that are evident in intercultural

development facilitators in relationship to their levels of dogmatism and

authoritarianism?

2. What significant factors seem to positively and negatively affect the

transition?

125
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An understanding of the change process of the .intercultural development

facilitator is important in its applied relevance to an agent’s recruitment and

training in development organizations.

A case study approach was used in the research to understand the change

process of a group of 22 intercultural development facilitators in relationship to

their dogmatic and authoritarian characteristics. All respondents were employed

by the same development agency. The majority of the respondents had at least 5

years development experience in the Third World.

All the data were collected during a three-week workshop in Hawaii. held

specifically for this group of intercultural development facilitators. Two

standard instruments. the Dogmatism Scale and the Directiveness Scale. were

used to collect quantitative data. A non-scheduled interview was used to collect

qualitative data relative to the respondents’ perceptions toward the change

process in the following areas: development interpretation. self-perception.

interpersonal relationship. and work style. An Expert Observer’s rating on

respondents’ participatory behavior during the three-week workshop was obtained

to confirm and enhance their perception toward their own shift of interpersonal

relationship and work style.

The data. which were examined through sorting. counting. and categorizing. I

resulted in the emergence of 9 factors associated with categories of development

interpretation. self-perception. interpersonal relationship. and work style. The

factors were compared in "then and now” time frame among groups according to

their levels of dogmatism and authoritarianism: high dogmatic and high

authoritarian (DA). low dogmatic and low authoritarian (da). low dogmatic and

high authoritarian (dA). and high dogmatic and low authoritarian (Da). The factors

were used in order to identify significant patterns of transition. Possible
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factors that might relate to the positive and negative shifts in the 4 categories

were also identified through a frequency count.

An interpretation of the key findings and the major conclusions will be

presented in this chapter. Recommendations for practice and future research are

also suggested.

Emulsions

The interpretation of the major findings detailed in Chapter V are presented

in this section. The conclusions are grouped according to the main categories:

demographic patters. development interpretation. interpersonal relationships.

and work style.

De r hi

1. American respondents tend to have lower dogmatic and higer authoritarian

scores (dA). while Asian and African respondents tend to have higher dogmatic

and lower authoritarian (Da) scores.

The researcher found that cultural factors may play a key role in determining

the level of dogmatism and authoritarianism. Cultural experience prior to

entering a new culture may be a significant determinant regarding how one

interacts in a new culture.

2. Those who have greater experience in development seem to have lower

dogmatic and authoritarian (da) scores as compared to those who have less time in

development experience.

This statement suggests that intercultural development facilitators require

time to accumulate various kinds of experiences to modify. integrate and

reorganize their values. beliefs. attitudes and to reshape their behavior in their

particular job setting. It is. therefore. an unrealistic expectation of the
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intercultural development facilitator to adopt a new attitude or a new set of

preferred behavior immediately in their development practice. or as a result of

single training events.

3. The length of cross-cultural experience does not appear to be related to

levels of dogmatism and authoritarianism.

The study data seem to suggest that intercultural development facilitators

can live or work in a new culture for years. but may still remain aloof and

detached from the nationals. Professional relationships might be preferred over

developing significant interpersonal relationships with the nationals. Other

factors of development facilitators’ intercultural effectiveness should be

explored further. instead of taking the length of time of cross-cultural

experience as the determining factor of effectiveness. Further study. for

example. might affirm that certain persons with little cross-cultural experience

are more effective than those with much experience.

4. Those who formerly held managerial positions appear to be very little

different in relationship to their level of dogmatism and authoritarianism from

those who previously held staff positions.

Organizational literature tends to suggest that a major influence on an ‘

individual’s behavior and attitude is the role a person plays within an

organization. Tasks. authority. and expectations influenced what people do. It is

also suggested that a manager in a formal organization tends to rely on proper

procedures and routines and has the power to allow change to occur or to stifle

change (Bryant and White. 1984). It. therefore. was predicted that managers

would tend to have higher scores in dogmatism and authoritarianism than persons

who hold staff positions.
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Yet. the study data imply that this may not be the case. One possible

explanation is because of the nature of development work with which this group

of respondents are associated. It could be possible that they have learned

through constant interaction with professionals and development practitioners so

that their transition might have occurred in the past. It thereby causes their

dogmatic and authoritarian scores to be lower than managers of other formal

organizations.

v m nt

1. Development conceptualization does not appear to be formulated at one

particular point in time. It tends to emerge gradually through vicarious

experiences rather that being learned abruptly in a formal academic setting.

In comparing this with the body of knowledge available in the development

field over a period of decades. the concept of development has not completely

changed. but rather has grown deeper in understanding because of cummulative

experiences. This finding suggests that it takes time and process orientation for

individuals to understand development in an affective way. An individual tends

to go through a continuity of various kinds of experiences that allow him/her to

reflect. remodify former beliefs. and reintegrate and reorganise the new .

meanings with their previous experiences.

2. Development consciousness tends to be triggered more often by an individual’s

cognitive dissonance than by external forces.

Development theorists in adult education share a common belief that each

person has a period of transition when the individual is de-stabalized by things

that are in conflict with their usual beliefs. The de-stabilization helps them to

move from one state to another. They then enter into a period of stability when
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the person is not changing but is consolidating previous changes or preparing for

future changes (Erickson. 1976; Levinson. 1978; Gould. 1978). Freire (1973)

suggests that greater awareness of the world around the person helps the

individual to move through periods of greater consciousness. The ultimate state.

that people should be moving towards. referred to as "critical consciousness"

brings greatest stability.

3. Development interpretation toward a people-oriented model does not seem to

relate to levels of dogmatism and authoritarianism.

Rogers (1984) and Zaltman and Duncan (1977) in understanding factors

associated with the change process suggest that one of the key factors affecting

individual action is the confirmation stage. Confirmation requires two steps.

The first step is the initial decision to adopt or reject an idea. The second step

involves behavior change expressed in repeated and continued usage of an

innovation. The decision of continued action is called resolution making.

In the study. the (DA) and (da) tend to be moving in the same direction toward

people-oriented development. One possible explanation is that this group of

(DA) are in a stage of transition to accept new ideas. Yet to what extent the new

interpretation of development is internalized and manifested in behavior is _

subject to further study.

W

1. Respondents with low dogmatic score tend to be self-oriented and value

experiences that benefit learning of self and/or with others. while the

respondents with high dogmatic scores tend to be other-oriented.
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If a person perceives that learning is as much a part of his life. he is more

likely to enter into learning and achieve a higher level of intellectual

performance.

The other-oriented person. who feels learning is only for others. will likely

not actively participate in learning activities himself.

2. Respondents with (DA) tend to depend on external soirces to affirm

self-identity. while the (da) respondents tend to depend on internal sources for

gaining a sense of identity.

Of the 7 respondents who made a shift toward depending on external sources.

6 were going through a role transition from a managerial posiiton to a staff

position. The majority of these 6 respondents have higher dogmatic scores.

The study seems to show that (DA) tend to be insecure as they enter a

situation which has a high degree of novelty. uncertainty. or lack of familiarity.

The new situation creates personal stress. which may be perceived by high

dogmatic as a threat. They tend to depend more on extenal standards to affirm a

sense of identity.

(da) tend to view self as an autonmous body. independent of others’ control.

and is secure even in a new situation.

3. Respondents with low dogmatic scores tend to be more flexible in viewing

their role than high dogmatic persons.

Low dogmatic and authoritarian persons. who are secure in self. tend to be

flexible in viewing their role and be more tolerant to ambiguity. A person with a

positive self-concept is more responsive to learning and is less threatened by

peer learning environments (Kloph et al.. 1969). High dogmatic and authoritarian

persons. who are insecure of self. They perceive their work role with specific
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tasks and have less tolerance toward ambiguity. They are also less likely to

enter cooperative or participatory activities willingly because they are often

threatened by the team work environment.

Rigidity and intolerance to ambiguity imply the tendency of (DA) to remain

closely oriented to conventional ideas. Persons who are tolerant of ambigious

situations should be more open to new experiences.

The above findings regarding sense of value. sense of identity. and view

toward role seem to show that low dogmatic persons tend to have a positive

self-concept. They are more responsive to learning and less threatened by a new

environment or new roles.

I I IE I I. I.

1. A person’s view toward others does not seem to be related to the level of

dogmatism and authoritarianism.

The literature tends to indicate that how a person views others will influence

a person’s interacting behavior. In the study. it is difficult to see the

relationship. perhaps due to a small sample size.

2. Respondents classified as (da) are more likely to value reciprocal interaction

than (DA).

(DA) tend to be threatened by peer learning and reciprocal relationships. -In

order to have a reciprocal relationship. one must have a high degree of openness

and flexibility. (DA) may not have examplified this as much as those who have

low dogmatic and authoritarianian scores.

M331];

1. Respondents classified as (da) have a positive view toward others. They tend

to be consistent with the behavior exhibited in their reciprocal manner and



133

facilitating work style. (DA). although having a positive view towards others.

tend to exhibit inconsistent behavior which is either dominating or interacting

with others in a linear or directive manner.

2. Respondents classified as (DA) tend to show participatory behavior in a

learning environment. but may operate using a dominating style when in

leadership roles.

Other than the findings of the inconsistency of behavior exhibited in (DA). one

possible explanation is that (DA) are slow in accepting new ideas. They require a

longer period of time than (da) to integrate. test. and manifest new beliefs.

a or I i to e

The experiences identified as possible factors that affect the positive shift

seem to coincide with the adult learning pattern of change. Adult seems to learn

in a cyclical manner. in which individuals become aware of the need for change. in

ways that result in positive outcomes. finally consolidating and integrating the

changes into the self. The awareness seems to occur more frequently to low

dogmatic persons.

The experiences identified as posible factors that affect the negative shift

seem to relate to a person’s negative attitude. Individuals who reject the I

conflict beliefs and tend to externalize the problems rather than looking inward

into self. (DA) seems to show such a tendency.

mm r

1. Development conceptualization does not occur at a particular point in time.

Rather it tends to begin with an individual’s self-assessment and occurs over a

long period of time. A person is more likely to move into a new state when

dissonance occurs.
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2. (DA). although interpreting development as people-oriented. frequently have

their interpersonal interactions and work style in conflict. (da) have a higher

degree of consistency in their development interpretation. interpersonal

interaction. and work style. It confirms Rogers’ idea of the process of change

that behavior will only take place when the idea is totally accepted at the

resolution stage. For (DA). it takes a longer period of time for them to reach the

resolution stage.

Adult learning principles suggest that the transformation requires that

meanning. values. and skills be raised to a conscious level before being altered.

It takes longer time for (DA) to change their behavior because it will have to be

tested out in a safe place before being put into daily life use.

3. (DA) tend to relate with others in a linear or dominating manner when they

have negative self-perceptions. How one perceives self does have a determining

factor in the way one relates and work with others. (DA). when moving into a new

situation. tend to be insecure and depend more on external standards to affirm

their own identify. The rigidity. insecurity. and intolerance to ambiugity inhibit

their willingness to accept new ideas.

4. (da) tend to value non-directional relationships and are more likely to operate

in a facilitating work style. Although (DA) value non-directional relationships.

they tend to become directional or dominating in their work style when they have

negative self-perceptions.

5. The positive shift toward people-oriented development interpretation. and

positive self-perception suggests that changes in adults depends. to a great

extent. on the inward journey that an individual goes through. This journey

includes cognitive dissonance. witnessing or observing changes in others.
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personal reflection. the spiritual journey. personal interaction with professionals

and practitioners. and gaining confidence in self. Most of the (da) tend to look

inward in examining the causes of the shift.

6. The factors that may relate to the positive shift toward reciprocal

relationship and facilitating work style depend. to a great extent. on individuals

vicarious experiences rather than on formal cognitive influences. Some of those

include positive experiences of team spirit and team support; building positive

relationships with one another; better understanding of development; acquiring

new skills and techniques in facilitation; experiences of developing

non-directional relationships without using management authority; and the

positive experiences to test out a new approach or behavior.

7. The factors that may relate to the shift toward negative self-perception are

considered as external problems outside of the individual. Some people tend to

look at the problems outward rather than inward. This may become an inhibiting

factor to change. Most of the high dogmatic persons in the study tend to project

outward in examining the shift.

8. The majority of respondents have undergone a positive shift in the area of _

development interpretation. self-perception. interpersonal relationship. and work

style. It is suggested that the majority of the respondents have experienced

development for a certain period of time. They might have gone through the

transitions before they are aware of them.

Another possible explanation for the shift is that the dogmatic and

authoritarian scores of these respondents are relatively low in comparision to

those found in previous research. It is highly possible that the majority of the

respondents. tend to be in the medium range of dogmatism and authoritarianism
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scores that they are rather open to new idea than those who have the extreme

theoretical scores in dogmatism.

E I I. ‘ E I.

Recommendations are made for development agencies in terms of agents’

recruitment and placement; the curriculum design for orientation and on-job

training for effective development facilitators.

m t' f

1. In interviewing or considering potential candidates as an intercultural change

agent. the following considrations are suggested:

a) Understand a person’s development orientation

b) Understand how he perceives self in terms of previous work roles.

sense of identity. and self in relation with others. in order to find out

the extent of their sense of security. flexibility. and tolerance to

ambiguity.

c) Understand his view toward others. which includes clients. peers.

subordinates. and the leadership;

d) Understand a person’s intraction and working behavior especially in

cross-cultural settings. Other than knowing the length of time in '

cross-cultural experiences. it may be appropriate to understand their

previous interpersonal relationships outside their job as well as

professional relationships on the bb.

e) Understand the degree of openness and flexibility toward change in

self by asking them to compare a particular working experience in the

past and present.
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2. Because it takes more time and energy for (DA) to take on a different set of

behaviors. such as openness and flexibility. it is important to consider whether it

is appropriate to place (DA) in facilitator roles. or allow (DA) to experience what

it is to be a learner through a series of training experiences. The experiences

will probably to emphasize both "unlearning" and "learning".

3. Since high dogmatic persons have less tolerance to ambiguity and a structured

view toward their work role. consideration may be given to placing them in less

ambiguious positions for better performance. Those who are low dogmatic may do

well in position with higher ambiguity.

4. As individuals shift their work role. encouragement and assurances are

needed from the work place to affirm individual value. ability. and their

contribution to the work. Training is also needed to provide the necessary skills

and knowledge that is specifically required for the new role.

5. To encourage team learning and facilitating behavior. it is important that

such an environment be provided at the work place. Leaders or co-workers should

serve as models. of the learner and the facilitator so that such role behavior can

be observed in normal daily activities. Creations and maintanence of a learning .

environment should be sought throughout the work place.

E I l. f E r' I

1. It is suggested that in any training event for intercultural development

facilitators. special attention be given to four areas: enhancing development

understanding. developing a positive self-concept. encouraging non-directional

relationships. and developing facilitation skills.
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2. It is suggested that the following objectives be included in training for

intercultural development facilitators:

a) To facilitate development facilitators in discovering. exploring. and

creating personal meaning. values. and skills that they may use to

facilitate their own and others’ further learning;

b) To facilitate development facilitators’s self-concept and self-esteem.

which contributes in a positive way to further learning;

c) To facilitate the value orientation of the trainer to serve as a role

model with a willingness to learn from the participants; and to

develop a mutual supportive climate and trusting relationship within

indivdiuals and in groups; and

d) To assist development facilitators in understanding their own

personality dynamics because their interpersonal relationships and

facilitating behavior will be in agreement with his inner attitudes. An

example of this is to analyze one’s own attitudes toward poverty. the

poor. and often clients that they serve.

3. The emergence of development conceptulization implies a need of continuity of

educational experiences that one can build on in order to deepen in understanding ,

of development. It may be advisable to create situations that would help the

individual to experience dissonance between what development ought to be and

what development is. In other words. experiencing dissonance in a simulated

setting might enhance their dissonance or critical consciousness in real

situations. Some possible ways to raise the level of consciousness are through

exposure to the process of brainstroming. analogies. games. role play.

simulations. and case studies.
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It is suggested that individual or group reflection time be included in the

curriculum as a key component for an individual to reflect on his own experience

and then disucss in a group some alternative action. Positive. educational

experiences needed to be created so that the change can take place and reach an

individual’s desired goals or preferred direction. and then later consolidate and

integrate the changes into other aspects of life.

4. Some methods to help (DA) unlearn previous experiences or behavior and

relearn new behaviors are suggested. The study suggests that (DA) tend to

externalize the causes of their situation. which contributes to inhibiting their

own learning. It is therefore suggested that:

a) Reflection time should be built into a training curriculum that allows

them time to reflect on their own situation. and analyze why they

behave the way that they do;

b) Ask them to continually write journals that would encourage them to

look more inward of themselves;

c) Create a "dissonance situation" by confronting them with new

information and requring them to explore new sources of data so that

they experience a new way of looking at old problems;

d) Create a supportive working or learning environment where team

learning and facilitation are encouraged and the role behavior of the

learner. as well as the facilitator. can be observed;

e) It might be appropriate. at times. to place (DA) in a position where

there is no management authority. which may force them to experience

non-directional relationships to accomplish the task.
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5. To encourage positive self-perception. it is important to reaffirm those who

are insecure of self as a valued member of the learning group; provide them with

a supporting environment to reduce the feeling of rejection; provide a role model

of a learner as well as a facilitator; enhance skills and techniques in facilitation;

and provide a safe environment to test out their new skills before putting them

into use in daily life. and to reduce the potential threat to the self.

6. To encourage facilitating behavior. the following approaches are suggested:

a) Provide an experiential learning situation by developing a working

environment where team learning and a trusting relationship can be

developed and appreciated.

b) Increase the flexibility of the person by putting him/her in two

extreme situations to experience the fact that there is no definite

way of handling things. For example. in situations where teaching

may be more appropriate than facilitating; and

c) To model learning and facilitative behavior. This includes: valuing the

role of learners as an integral part of work. social. and family roles;

valuing and using one’s own past experience as a resource for current

learning; valuing the role of learner as a responsible status within .

the group; and alerting the group to the facilitation approach that is

being used during the process.

7. To encourage non-directional interpersonal realtionships. the following

methods are suggested in the work place or in a training curriculum:

a) Role learning can be carried out through interpersonal interactions.

modeling. and experimenting. It can be learned productively when such

behavior can be observed in normal daily activities;
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b) Bible study should be included in the curriculum by Christian

development agencies. It should encourage individuals to focus on

their relationship building and facilitating skills comparing them with

the skills used by Jesus Christ as a change agent: how he worked

among the poor and the needy; how he developed relationships with

others; and how he facilitated the learning of his desciples and others

through asking instead of telling; and

c) Enhance the understanding of the quality of justice in relationship.

This may have a major effect on changing people in terms of how they

manage relationships in a .‘pst way when they change their work role

and work relationships.

E ! 1' 'l I.

1. The small sample size of the study limits the validity of study findings.

conclusions. and recommendations.

2. Some respondents’ reluctance to express openly or admit their difficulties in

interpersonal relationships inhibited the researcher from exploring further the

specific experiences that seem to affect the transitions of their relationships

with others.

3. The respondents tended to reflect upon experiences that occurred many years

ago. This was partly because the respondents saw the changes beginning at that

time; and partly because it might be less threatening for them to talk about past

history than talk about recent history.

4. There is a lack of before and before measurement within a reasonable time

frame to see the actual change taking place in individual.
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MW

1. Because of the limited sample size of the study. the researcher recommends

similar approaches be conducted with a larger sample size. but with the following

suggested modifications:

a)

b)

c)

It is suggeted that the "before and after" measurements of level of

dogmatism and authoritarianism be taken within a shorter time frame.

This allows more specific transition and experiences be identified

through interviews in relations to dogmatic and authoritarian

characteristics.

People are generally reluctant and evasive in admitting their

difficulties and problems in interpersonal relationships. especially to

the researcher who is an insider. It is suggested that an outsider may

be considered for conducting the interviews in order to avoid socially

desirable responses. Yet. it is also critical that the interviewer have

sufficient understanding of the background of respondents so as to be

able to empathize with their transition. "A person’s behavior has to

be understood in context. and that context cannot be ignored or held

constant" (Miles and Huberman. 1984:91).

Instead of probing into personal past experiences in a direct manner.

especially with in area of interpersonal relationships. it is suggested

that indirect approaches be used to understand the transition. For

example. respondents can be asked to interpret and describe their

feelings toward such terms as. "leadership". "poverty". "peer or team

learning". and "teaching" in their past and present time frame. Should

differences be noted. the interviewer can then probe further on why
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they interpret or feel differently toward those terms. This may

reduce the possible hesitance of exposing self to others.

Another possible approach is to use stories or photos to show

different interacting styles. Respondents are asked to interpret and

explain them in the "then and now" time frame.

d) With a large size of sample. extreme scores can be obtained to

compare high and low dogmatic and authoritarian scores. It is also

suggested that we further investigate the transitional patterns of

those who have medium scores of dogmatism and authoritarianism.

The researcher suspects that those with medium scores may be the

most effective development facilitators because they have acquired

both kinds of (DA) and (da) characteritics which may allow them to

exercise appropriate behavior according to different situations.

2. Continue the study with a larger sample size to look at differences in

development facilitators who have longer development experience vis-a-vis who

have shorter time frame. to measure their level of dogmatism and

authoritarianism.

3. Further study needs to examine the effectiveness of development facilitators .

according to those who are (da). (DA). or those who have medium scores in both

scales in areas of development interpretation. self-perception. interpersonal

relationship. and work style.

4. Further study might examine the effectiveness of development facilitators

according to geographical regions in order to identify the cultural factors

associated with levels of dogmatism and authoritarianism.

5. Further study would be useful to understand perceptions of self when seen as

a learner according to levels of dogmatism and authoritarianism.
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6. Further study might shed light in the difference of behavior exhibited in

learner’s roles and leadership roles. according to level of dogmatism and

authoritarianism. To be more specific. is there any difference in one’s learning

behavior and facilitating behavior in relation to level of dogmatism and

authoritarianism?

7. Further study might involve examinating the patterns of transition among

development administrators in areas of work style. Is there any relationship

between the integration of managerial and facilitator role with the level of

dogmatism and authoritarianism? What experiences influence them to integrate

their managerial role with their facilitator role?

8. Further study might want to explore factors other than the nine that emerged

from the categories of development interpretation. self-perception. interpersonal

relationship. and work style.

13mm

The study has attempted to identify significant patterns of transformation in

the lives of intercultural development facilitators giving special attention to the

factors that influence their effectiveness in relation to dogmatic and

authoritarian characteristics. The study examined specific areas in the lives of '

twenty two intercultural development facilitators related to their development

interpretation. selfperception. interpersonal relationships and work style.

This chapter has presented a summary of the key findings and provided a list

of operational recommendations. In addition. a list of recommendations for

future study is provided. It is hoped that the recommendations and the lessons

learned in the study will be useful to individuals as well as agencies who are

_
‘
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interested in improving the effectiveness of recruitment and training programs

for intercultural development facilitators.

.. 3
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APPENDIX A

INTERVIEW GUIDE



4.

5.

1.

INTERVIEW GUIDE

me nte

When do you think your first notion of development came from?

Can you recall in the early years your own shift of awareness in

development? What specific experiences that caused the shift?

How did you describe "development" then?

Do you describe "development" the same way as you did before?

Are you aware of the changes and why?

rc tion

What was your most satisfying experience on your previous job?

2. What is your most satisfying experience on your current job?

3. How did you describe yourself on your job in the past?

4. How do you describe yourself now?

5. Are you aware of the changes and why?

nt r r ' sh'

1. How did you perceive others on the job in the past?

2. How do you perceive others on the .iob now?

3. How did you relate with others on the job in the past?

4. Do you notice the change in your ways of relating with others now?

5. How do you feel about the changes. and why?

We

1. How do you accomplish your task?

2. Do you always operate it this way? How was it different from the

past?

3. How do you feel about the changes and why?
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APPENDIX B

DOOMATISM SCALE



NAME:

D SCALE

DATE:
  

Please mark each statement in the left margin according to how much you

agree or disagree with it. Please mark every one.

Write +1. +2. +3. or -1. -2. -3. depending on how you feel in each case.

+1 I AGREE A LITTLE -1 I DISAGREE A LITTLE

+2 I AGREE ON THE WHOLE -2 I DISAGREE ON THE WHOLE

+3 I AGREE VERY MUCH -3 I DISAGREE VERY MUCH

§core

10.

11.

The United States and Russia have just about nothing in

common.

The highest form of government is a deomcracy and the highest

form of democracy is a government run by those who are most

intelligent.

Even though freedom of speech for all groups is a worthwhile

goal. it is unfortunately necessary to restrict the freedom of

certain political groups.

It is only natural that a person would have a much better

acquaintance with ideas he believes in than with ideas he

opposes.

Man on his own is a helpless and miserable creature.

Fundamentally. the world we live in is a pretty lonesome place.

Most people just don’t give a "dame" for others.

I’d like it if I could find someone who would tell me how to

solve my personal problem.

It is only natural for a person to be rather fearful of the

future.

There is so much to be done and so little time to do it in.

Once I get wound up in a heated discussion I just can’t stop.

146



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.
 

22.

23.

24.
 

25.
 

26.

27.
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In a discussion I often find it necessary to repeat myself

several times to make sure I am being understood.

In a heated discussion I generally become so absorbed in what I

am going to say that I forget to listen to what the others are

saying.

It is better to be a dead hero than to be a live coward.

While I don’t like to admit this even to myself. my secret

ambition is to become a great man. like Einstein. or Beethoven.

or Shakespeare.

The main thing in life is for a person to want to do something

important.

If given the chance I would do something of great benefit to the

world.

In the history of mankind there have probably been just a

handful of really great thinkers.

There are a number of people I have come to hate because of

the things they stand for.

A man who does not believe in some great cause has not really

lived.

It is only when a person devotes himself to an ideal or cause

that life becomes meaningful.

Of all the different philosophies which exist in this world

there is probably only one which is correct.

A person who gets enthusiastic about too many causes is likely .

to be a pretty "wishy-washy" sort of person.

To compromise with our political opponents is dangerous

because it usually leads to the betrayal of our own side.

When it comes to differences of opinion in religion we must be

careful not to compromise with those who believe differently

from the way we do.

In times like these. a person must be pretty selfish if he

concerns primarily his own happiness.

The worst crime a person could commit is to attack publicly the

people who believe in the same thing he does.



28.
 

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

40.
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In times like these it is often necessary to be more on guard

against ideas put out by people or groups in one’s own camp

than by those in the opposing camp.

A group which tolerates too much difference of opinion among

its own menbers cannot exist for long.

There are two kinds of people in this world: those who are for

the turth and those who are against the truth.

My blood boils whenever a person stubbornly refuses to admit

he is wrong.

A person who thinks primarily of his own happiness is beneath

contempt.

Most of the ideas which get printed nowadays are not worth the

paper they are printed on.

In this complicated world of ours the only way we can know

what’s going on is to rely on leaders or experts who can be

trusted.

It is often desirable to reserve judgement about what is going

on until one has had a change to hear the opinions of those one

respects.

In the long run the best way to live is to pick friends and

associates whose tastes and beliefs are the same as one’s own.

The present is all too often full of unhappiness. It is only the

future that counts.

Unfortunately. a good many people with whom I have discussed

important social and moral problems don’t really understand

what is going on.

Most people just don’t know what is good for them.
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DIRECTIVENESS SCALE



NAME:
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RAY’S SCALE

DATE:
  

Please mark each statement in the left margin according to your response.

YES (Y). NOT SURE (NS). NO (N)). to each question.

 

 

1.

2.

3.

R 4.

R S.

6.

___7.

8.

R 9.

R 10.

R 11.

R 12.

R 13.

14.

R 15.

16.

R 17.

R 18.

Are you the sort of person who always likes to get his own

way?

Do you tend to boss people around?

Do you like to have things "just so"?

Do you tolerate foolish people easily?

Do you think one point of view is as good as another?

Are you often critical of the way other people do things?

Do you like people to be definite when they say things?

Does incompetence irritate you?

Do you dislike having to tell others what to do?

If you are told to take charge of some situation does this

make you feel uncomfortable?

Would you rather take orders than give them?

Do you dislike standing out from the crowd?

Do you find it difficult to make up your own mind about

things?

If anyone is going to be supervisor would you rather it be

you?

Do you give in to other people rather easily?

Do you tend to dominate the conversation?

Do you let your wife (or husband. as the case may be) et

his/her own way most of the time?

Are you generally a follower rather than a leader?  



19.

20.
 

21.
 

22.
 

23.
 

24.
 

25.
 

26.
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Do you like to make your own decisions without assistance

from others?

When you are going out socially. do you always like to have

the say about where you will go?

Are you a fast driver?

Are you arguementative?

Do you like being waited on?

Would you prefer to hear a lecture rather than give one?

Would you prefer to be a worker rather than a manger?

Do you very often accept advice from other people?
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INTERVIEW SUM MARY FORM
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W AR

Case k: Location:

Date: Interview Time:
  

1. Main issues or themes that emerged from this interview (impression

and summary statements).

F
J

. Summarize the information obtained (or failed to obtain) on the four

categories from this interview.

Categories Information

Development Interpretation

Self-Perception

Interpersonal Relationships

Work Style '

3. Anything occured as salient. interesting. illuminating or important in

this interview? (Speculations. explanations. hypothesis. factors or

variables)



4.

6.

8.
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Follow-up or new questions needed in considering the second

interview.

serv 'on

Interviewee’s tone

Hesitancy/positiveness of response. why?

General attitude toward interview

Location/atmosphere for interview

Possible ways to arouse more interest from the second interview.

Implications for revision. and updating of probing questions.

Additional information from the follow-up interview.
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