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THE CULTURE ASSIMILATOR:
AN APPRCACH TD CROSS-CULIURAL TRAINING

Fred E. Fiedler Terence Mitchell

University of Washineton
Seattle, Washineton

University of Washington
Seattle, Washington

and Harry,C. Triandis

University of Illinocis
Urbana, Iliinois

Abstract

The construction of szlf-administered programmed culture tiaining
manuals, called “Culture Assimilators,"” is here described. These programs
provide an apparertly effective method for assisting members of one culture
to interact and adjust successfully with members of another culture. Culture
Assimilators have been constructed for the Arab countries, Tran, Thailand,
CenCrg; America and Greece, The paper describes the steps involved in the
development of these programs, as well as briefly reviewing studies validat-
ing the Culture Assimilator programs under laboratory and field conditions.
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“HE CULTURE ASSIMILATOR:

1
AN APPROACH TG CROS5-CULTURAL TRAINING™

Fred E. Fiedler Terence Mitchell
University of Washington University of Washiugton
Seattle, Washington Seattle, Washington

and Harry C. Triandis

University of Illincis
Urbana, Illinois

Interaction'amcng persons belonging to different culture groups is
becoming increasingly common as efforts toward ?olitical and econonic integra-
tion, international cooperation, and technical agsistance become more frequent.
The literature concernsd with stereotyping,‘interpersonai attitudes, and b=-
havior in cultuxrally heterogeneous groups, suggests that interaction across
cultural barriers produces substantial difficulties (e.é., Fiedler, et al.,
1961 Fiedler, 1906:; Rombauts, 1262: for a review se2 TFiandis, 1967). A

recent Handbook of éross-Cultural Training (Wight, 1969) surveys a large number

of approaches which have been proposzed to overcome these difficulties. Since
most of these approaches have not been subjected to rigorous evaluation, little
is known sbout their effectivenass. One methed which has been evalusted and
which also seems to produce useful results, is the Culture Assimilarosr. The
rresent report is a description end evaluation of this training procedure.

The Culture Assimiiatorz is a programmed learning experience desigued
to expose members of one culture t2 some of the basic concepts, attitudes, role
percepcions, customs, and values of another cuiture. There is no singie

culrure assimilator- different assimilators are needed for each pair of cul-

tures. Given cultures A, B, and C, we could have assimiletors telling A
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about -B, B about A, A sbout C, C sbout A, ~tc. Furthermore, ass‘milators cen
be general or specific; that is, they may train au i.dividual to liehave e fec~
tively in a verv narrow set of sccial sttuaticis, such as in a hospizal cr s
a comunity development worker, or for a bruvasd group of =social situations.

The content of assimilators csn also vary a gcod deal. Some assimilators
emphasize the interpersonal attitudes that contrast the learnmer's culture and
the tares'. culture; other zssimilaters 2mphasize the customs of the target
culture: and still others concentrate on the value contrasts of the two cul-
tures. Research to date has not progressed sufficiently to know which kind
of assimilator is maximally useful in which type of social situation. Hovever,
the results we can review here suggest that a balanced assimflator contaiaing
an equal number of general and specific items, and concerned with each of

the above areas of content dees improve interpersoral interaction in
heterocultural settings.

Preparation for work overseas varies from giving a wan a two-page
pamphlet to several years of prepsration. This training will vary depending
on the organization, the type of ﬁork, and the available time to provide
training. Such preparation is a key component in the in-country treining
of Peace Corps volunteers, while it is very limited in the case of mcst
busiuess organizations. The Culture Assimilator is designad primarily for
personnel with limited time 2rd who, therefore, would normally receive
little or no training. It is designed to provide the trainece with extensive

information about the culture in a two- to five-hour time span.

In order to provide such information it is necessary to select those
areas of culture contrast which make the largest impact on socizl behavio:
across cultural barriers. This requires an exceptionally good understanding
of the two cultures. Such understanding can be obtained by uxamination «f
existing ethnographies znd historical records, as well as ay analvee: of the
“subjective cultures” of the two cultural sToups,

By subjective culture we mean the ci.. ‘acteristic way in wiich a cultur.l
group parcedves and respords to its sociai environment. Triandis (1967, 19¢8,

1270) ané his co-workers have developed a nusber of methods for the cross~
cultural study of perception and cognition. The typical study involves
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representative samples of the population of each country. Each respondeunt

1s asked a large number of psychophysical-type questions, requiring sentence
completions, ratings, comparisons, rank-orderings, the selection of the
"best" response from a list, snd sc on. Care is taken to ask a representa-
tive set of questicns, concerning a representative sample of social cbjects.
The information is analyzed by means of multivariate methods, particularly
factor analysis and analysis of variance, to determine the major dimensions
of social perception and cognition used in each culture and the extent to
which these dimensions influence a wide variety of responses, An examina-
tion of the relationships zmong such dat a normally reveals some themes or
typical cuiture-determined viewpoints, which can be co@zmunicated 2s reprz-
sentative generalizations about that culture. The assimilator canifhen focus
on those important themes and omit details about the other culture that cannot
be easily learned in a ghort time,.

The main probiem in the development or the Culture Assimilator, as well
as any culture training program, is: how can we meaningfully eimulafé.ipter-
cultural interactions? There are immumerable ways of learning about another
culture. Most methods involving paper aud pencii or books make the trainec
a passive observer. Yet the heterocultural encounter is by definition an
active process. The participants must continually evaluate, interpret, and
react, and again evaluate the effect of their reactions. We were, therefore,
comeitted to an instructicnal program which made the fraine: an ~.tive participant
in the learning process.

Granted that no book or reading situation will be ablc to provide ide:d
simuliation experiences, programmed inst ruction doee have the advantspe of
forcing the individual to interpret and evaluate varlcun situations and to

asuimilate immediate feedback on the adequacy and accuracy of .is interprctation.

Dasically, the method described culls fer the student to read a shore
epizode of un intercuitural encounter, znd to give an interpretation of the
encounter. The program gives an explanation of why his answer was correct or
incocrect. If thz latter, the trainee 1s asked to ga back to the episode, re~-
read the materizl, and choose again. The procedure is thus quite simple, and
the overvhelming majority of trainees find it very stimulating and enjoyable.
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In contrast, the development of an effective znd well-written Culture

Assimilator is a rather complex precess. The following sections sttempt to
pfovide a guide for the construction of these instruments.

Steps in the Development of Culture Assimilators
Selection of Content

One basic premise of all Culture Assimilators 1s that the criticai
problems in heterocultural encounters occur in areas in which there are the
greatest divergencies in norms, customs, and values between two cultures.
Where no differences exist, there will be little cause for conflict. The
problem is thus one of identifying the culturally cxitical concerts and
behaviors, and in providing the traihea with a series of experiences in
vhich he must symbolically cope with them. A number of methods have been
used to identify these “critical" concepts aad behaviors. The analysis of
subjective culture, briefly mentioned earlier, is one of these approaches.
Atncther concerns the aralysis of critical incidents.

Critifal Incidents. The critical incident teshnique was originally
develeped by Flanagan (1949), and is defivecd as consisting ". . . of a set of
procedures for collecting direst observations of human behavior in such a
way as to facilitate their potential usefulness in solving practical problems
and developing broad psycholegical principles - » . . By an incident is
meant any obgervable human accivity that is sufficiently complate in itself
to pernit inferences and predictions to be made about the person performing
the act. To be critical, zn incident must occur in a situation where the

purpose ov intent of the act seems fairly clear to the observer and where

its consequences are sufficiently definite to leave little doubt concerniug
ts a2ffects.”

e

Fianggan «tilized the crl icel incidint technigne for the investizatien
of effactive and ineffsctive fob behavior. Zor che purposss «f developiny,
cuitere assimilators, the idexl 4mcidant must dearribe {2) 3 comucn oncurrence
in which an americen and a host national iatexact, {b) & situation which thne
Amerucou finds conflietiul, puaziing, or which 7e is likely to misiaterpret,
and (o) & siruatice wirich caa be Interpretad ir a %airly unsguivocal mamner.
given suffictent kaowlzdge ahout the culturs. Finzlly, the iacident must %e
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relevant to the Americsn's task or mizsion requirements. Thus, a love affair
may be interesting or upsetting for som: Americans overseas, and it m&y pre-

sent innumerable occasions which the American finds difficult to understand.

However, under ordinary circumstances, infoimation coucetning iove atfalrs

would not be considered reievant for the iob.

Critical incidents are obtained by asking Amexicans and host nationals
with whom they come in contact to describe some specific intercultural
occurzences or events that made a major difference in their attitudes or
behavier toward the members of the other culture. These may be pieasant, un-
pleasant, or simply non-understandable ocrurrences. Oae such incident is
presented below:

Incident Reported bv an American Student in Thatland. The student “indicated’

that he had had a nusber of sppointrents with Thai teachers, and that one thing
that bothered hir considerably was the lack of pumictualisy of the Thai profes-
sors. He asked some of his fellow Thail students if they were sngry or
disturbed over the tardiness of their teachers and thay indicated that this
happened rather frequently and that, yes, it disturbed them very much. The
American thought about ssying something to the teacher, but decided against

it when the Thai students said very strongly that although they weye distu.bed
they would never chow their feelings to their professor. This was Jjusi no:
dona.

The incident is then refined intc ti:e episide which, aleng with 75 to i(3
others, is eventually used in the program. Nemes are chanped and irrelevect
raterial dropped. An example of the final episode is below:

Page X~13

Cnz day o Thal wduiiistredéor of middle acudemac rank kept two
of his assistants waiting sboot ur hour Scr an appoifitment. The
us 3eaals, sirhough very angry, 6id nst show it while they walted.

”

%.ar b2 ademindsicaroc walked in at isst, ae acted as 4f he were not

¥
Late. he wedé a9 pclogy or exnlanation. After he was settled in

uiz off3 o, he calied %is sssiscants in and zhey all begsn working on
the business fur vhich rhe administrazor kad set the ueeting.
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Alternatives and Feedback

Having written the episodes, it is then necessary to write four possible
responses which will be oresented to the trainee. Each of these four alterna-
tives obviocusly muSt be plausibie. 1In fact, the preferred method is to ask
the Americans interviewed to write out various explanations, and the most
plausible are selected from this pool of alternatives. Only orie is deemed

correct, with the others containing varioue ethnocentric errors.

Finally, four "feedback” explanations must be written. Thase tell the
trainee not only whether his ansver is correct cr incorrect, but they also
previde him with further information abount the culture. They should, in
effect, give the trainee a rationale for interpreting the correctness or
incorrectness of his reply and assist him in building up a frame of reference
for handling similar situations. The feedback information is taken from our
interviews ard subjective culture data. Examples of the alternatives and
feedback explanations are belew:

Page ¥X-2

* If you had happened tc observe the incident éxactly as it is reported )
in this passage, which one of the following would you say describes !
:  the chief significance of the behavior cf the people involved? '

1. The Thai assistants were extremely skiilful at concealing thzir

true feelings. Go to Pege X-3

2. The Thai administrator obviously was unaware of the fact that lie

was an hour late for the appointwent. Co to Page X-4

, 3. In Thailand, subcrdinates are required to be polite to their
‘ superiors, no matter what hapnens, nor what their rank may be.
Go to Page X-5
4. Clearly, cince no one cormented om it, the behavior indicated
rothing of spy unusual significance to any of the Thais.

Go to Page ¥~6
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Pgpe ¥-3

You szelected 1: The Thai essistants were extremely skillful st con-

cealing their true feelings.
This is not eatirely correct. -

It is quite characteristic of Thais to try to appear veserved
under any circumstances. If the assistants vere extremely skillful
at concealing their true feelings, would you know that you werean't
seeing their true feelings? Also, do2s the reference to the chief
significance of the behavior of “the people involved” 1i=it it to

the assistant?
Go to Psge I-1

Page X-4
You selested 2: The Thai administrator obviously was unaware of
the fact that he was an houar late for the appointament.
4 very poor choice.
¥while the aéministrator acted as if he were unaware of his

tardiness after observing the hour's wait, don't you suspect that
perhaps he was acting? '
So to Pape X-1

Page X-S
You selected 3: In ‘hailand, subordinates are reqxzired to be
pelite to their svperiors, no matter what happans, nor whkst thelr
rank may be.

Very gocd. You are utilizipg the informatica in the episcdes to its
fullest extent. Continue. Thie is the correct resporsa.

To scoe extent this "deference to the boss™ way be cbserved
almost anywhere in the worléd, but you are far more likeiy to find it
carried te a higher degree in Thailand than #n the United Stares.

There were certain cluves to help ycu select 3: the sgsistants”
concealed feelings, the admirdstrates's failure to apologiée, the

fact that no one menticned the tzrdiness. and the subsequent keeping
of the appointment which the administrator had set.-

Did wou use them at all?
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What you've already learned from eaclier sections of the culture
assimilator can help you. Uhat did you learn: about respect for .
older and higher status persons in Thailand? And sbout the attitude
of students towavd an American professor?

S0 to Page Y~-1
e n o e e e .."Pagﬁe.};’;é“
You selected 4: Clearly, since no one commented on it, the
behavior indicated nothing of any unusual significance to any of
the Thais.
This is completely wrong.

While tha behavior reported in the passape does not seem sc
gignificant for the Thais in this relationship as it might be to
Americans, why wae nothing caid about the tardiness? And why
wzre the assistants "very angry" although they “did not show it?"

Isn’t theres a more significant level of meaning for this
behavior?

Go to Page X-1

One of the most important functions of feedback ie to expose the learner
to some of the major themes characterizing the twe c.ltures with which he is
working. In short, information learned from the analyses of the subjective
cultures of the tvo communities can be incorporated in the feedback. New
concepts can thus b2 taught in the context of concrete incidents.

Validacion Steps

After incidents have been constructed and the alternatives aad feedback
are prepared, & number of validation steps are undertaken. All the storie:
with just the second page of alternatives {i.e., without the feedback) are
submitted to an appropriate sample of people from the target culture. Each
subject is asked to raad the story and to choose the alternative which he feels
is most applicsble as a descripiion of what occurred from his culture's
point of wview. This information is then tallied and only those stories for
which there is a high percentape of agreement are incorporated into the
final prcduct. The progranm is, therefore, based or a mcdel which holds that
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given behaviors have meanings which are more prodbable than others. Most of
the time when a certain situation or behavior occurs, the person from the
other culture means a certain thing by his action.

The same subject population 1z also asked to rate each story on how
important chey feel the episode is, and how probéble is its occurrence. The
results from these scales help us further in deciding which incidents would
rapresent the most frequent and important prchlems that might oceur.

then the final group of incidents has been chr-en, they are examined by
a number of judges and sorted into categories according to the cultural con-
cept with which they deal; e.g., hospitality. authority relations, saving
face, etc. These groups of incidents are then sequenced according to two
general principles: (1) within a group (i.e., incidents deaiing with one
concept or custom) the episodes begin with simple items and progress to more
difficult ones. (See Foa and Chemers, 1967): (2) across groups or concepts
the program generally deals with rather broad social issues at first .and then
moves to more specific probleme. Introductory and summary statements (one or
two paragraphs) are presented before and after large groups of incidents deal-
ing with similar topics, and ail of these incidents and statements are then
bound together in book form.

Depending in part on the availability of critical incidents, we have
generally obtained 150 to 200 inec'dents, of which 75 to 100 are eventuaily
included in the Culture Assimilator. The time for preparing a 75- to 106~
item program is estimated as approximately 800 manhours spread over nine mouths.
This includes collection of items, writing the episodes and alternazives, and
checking and revising the alternatives and feedback information.

Resulits from Laboratory Experiments

Three studies have been zompleted for which we have data on both group
performance and interpersonal relations among members of different cultures.
The first, a 1sboratory test, was conducted by Chemers, Fiedler, Lekhyananda,
and Stolurow (1966). Twelve American cadets from the Army Reserve Officer
Training Program {ROTC) were trained with a Middle Eactern or “Arab" Culture
Assimilator, and twelve other cadets were trained with & control program of
equal length but dealing with the geography of the Middle East. Each cadet
vwas then assigned to a group compased of himself, as lecader, and two Arab
students. Each of the groups performed three tasks: 1. The group was to

find the shortest possible time to route a truck convey. The groups werxe
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given a nap as well as a chart indicating tle number of hours and minutes
requized for each leg of the journey. 2. Bach group wrote a letter to the
officials of an Arab community urging them to permit their women to work in
a factory to be built neerby. 3. The last task required the American to
negotiate with his Arsb group members on the percentage of Arabs and Moslem
workers to be employed in an Arab~American mining venture.

The groups were evaluated cn the performance of each of the tasks as
well as on the socio-emotional climate, as determined by post-test question-
anpires. For all of these variables, the differences between culture and
geography trained groups were in the esxpected direction. Two of the group
limate scores based on member ratings differed to a statistically eigaificant
degree. These firdings generally supported the hypothesis that the Culture
Assimiiator was effective in increasing harmonious work relations. Its
effect on group performance was weaker, but suggestive.

A second ctudy used a considerably more sophisticated Culture Assimilate-
developed for Théiland (Foa, et al., 1967). This Thai Culture Assimilator
was experimentally tested by Mitchell and Foa (1969). The study involved
32 American ROUC cadets of a Special Forces Coampany who were matched according

PRIy

to rank, and then randomly sssigned to an experimental and a control group.
The 16 men of the experimental group received the Culture Assimilator progrem,
arnd the 16 men of the control group received the geography program.

Sixteen pairs of foreign students from the Far Easc participated in
the study. One member of each pair was from Thailand, the other from Korea
or another Far Easterr country. Each pair of foreign students worked with
one Culture~trained and one geography~trained American. The American's ek
was tc supervise the construction of a toy building made by his team of two
foreign students and to get the building constructed in the shortest possible
time and as accurately as possible. The American leader was not, however,
permitte? te work cn the task. The experimental situation was conceptualized
as simulating the problems of a Western expert working in a developing
country: the expert is usually better quaiified technically than his loecal
co-workers and he ig expected to train them {n doing the job vrather than
doing it himself.

At the end of each session, an observer, the American, and the tuwo
foreign students completed an evaluation form. After the second session, a2l
but the leader answered an additional rating form comparing the twe American

L
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leaders. Since culcure- and gergraphiy-trained Americans alternated in the
sessions, this last rating amounted tou a comparison of the two tyres of
training, although the group participants did not know that they were making
this type comparison. Since there were two observers and two task orders
possible, the design was rounterbzlanced to cantrcl for these possible
confounds.

The results indicated that the trained leaders performed significantly
better in the interpersonal area than did the control ieaders as ratéd by tae
leaders, the observers,-and the Thai team member. There were no significant
diffecences for the efficiency ratings, although the results were in the
predicted directicn for the same three participants mentioned sbove. In
contrast to the Thail member, in doth the work efficierncy and the interperscnal
area, the non-Thal merber of the group perceived little difference between the
experimental and coantrol leaders. These results indicated that a program for
a specific culture may not be generaiizsble tc other Far FEastern cultures.

In summary then, the twc laboratory studies indicated that the training pro-
gram was successful in lessening interpersonal and adjustment problenms
occurzing in heterocultural task groups.

Field Studies i

The Honduras Culture Assimilator (Symonds, et gl., 3967) was experimantally
validated in a study by O'Brien, Fiedler and Hewett (1970). This study was
conducted in the context of a people-to-people program conducted by Los Amigos

de las Americas of flouston, Texas. Log Amigos yearly sends 250 to 300 teen-
cgers to Central America to estsblish and cperate pubiic health clinics which
provide polio vaccinations, DPT shots, and gimilar preventive measures, as
well as performing commmity development work. Three waves of teen-aged
participanty went to Honduras and Guatemala for three-week terms. In taeir
host country the mexbers of each wave were assigned to teams of two to six
persons, as well as to a naticnal and three regicnal headquarters teauss.

Of the 265 participants in the summer of 1967, 119 received the Culturs
Assimilator training while the remaining 146 recsived the culture and area
training ziven normally. To minimize the possibility of a "Hawthorxue effect"
the Culture Assimilator training was given no particular empkasis. The
training given to Amiges varied somewhat; that is, some Amigos heard some
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lecturers or saw some films and not others, depending upon the availazble
time and the exigencies of scheduling. The Culture Assimilator training was,
therefore, not seen as anythiung out of the ordinary.

The Zulture Assimilator for Honduras and Guatemala was based on
critizal incidents reported by Amigos who had participated in the program th-=
previous year. The program used a theoretical framework of Structural Kole
Theory (Oeser & Harary, 1962, 1964: Oeser & O'Brien, 1967) and emphasized
incidents dealing with relations between the Amigos and host country nationals
which had been collected from the previous year's group.

The evaluation of performence and adjustment took two forms: (a) Perform-
ance ratings’ were obtained from the director of the Amigos program and from his
various headquarters staff members; () in addition, several adjustment measures
were cbtained from the Amiegs themse=lves. These included (1) self ideal--self
discrepancy scores obtained befere and after the overseas experience, and (2)
&aiiy‘tatings of adjustment, mood znd satisfactiorn with self, fellow team
members and work overseas (these came to be known as “happy sheets"). These
latter comparisons werz made between first- and third-week ratings.

The results showed a general improvement in work performance of Culture
&ssimilator-trained as against untrained Amigos. Of particular interest was
the finding that the mean adjustment of all trained Amigos also generally
improved, but that the improvement as well as the work performance wss higaer
for those who had been Amigos the previous year than for those who had gone
to Central America for tiie first time. This completely unexpected finding
suggests that the Culture Assimilator effectively assists in the integratio:
of previcusly obtained cultural experiences as well as providing informaticn
for the novice abroad.4 The dats thus show that the Assimilator training
contributed sigaificantly to adjustment as well as performance in field condi-
tions and to better interpersonal relations in laboratory studies.

Summary

<Ihe major steps in the construction of Culture Assinilators were described.
Theyjﬁiovide an apparently useful method for the Instruction of members of
one culture vo behave effectively in social and task situations involving
members of another culture. Three particular strengths of this approach are
suggested: {1) the training depends on a detailed analysis of empirically
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derived critical culturel information relevant for effective interaction:
(2) it provides an active, ego-involving trainiug procedure? and (3) it has

been shown to improve the effectiveness and satisfaction of those trained witi
this methed when they are compared with those trained with other methods.
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Footnotes

1This paper was prepared under Contract (0014-67-A-0103-0013 with the
Advanced Research Projects Agency, U. S. Navy {Fred E. Fiedler, Principal
Investigator). Research reperted herein was conducted in part under Contract
DA 49-193-MD~2060 with the Office of the Surgeun General, U. S. Army
(Fred E. Fiedler, Principal Investigator): and under ARPA Order $45, Nonr 1834{36)
with the Advanced Research Projects Agency and the Offfice of Naval Research

(Fred E. Fiedler and Harry C. Triandis, Principal Investigators).

2The concept of the Culture Assimilator traininp was originated by
Dr. L. M. Stolurow, now at Harvard University, who was one of tha co-

investigators of the ARPA project from 1962 to 1967.

3Each set of statements here shown in a box is norzally presented on a

separate page.

&This finding is supporxted by informal statements of personnel of the

U. S. mission in Iran where an experimental study, using an Iranian Culture
Assimilator, was conducted by Chemers (1968). Unfortunately, the Iran

Assimilator has not been tested under field conditions as yet.




RSN

T R TP LTy o et T LTI e {00

Ry

oo St ook,

roser

wearity « lassilicstion of title, budy of abstract and indexing annctation must b entered when the overoll reporet 1s classified)

T ORIGINATING ACT:VITY (Corporate author)
rzanipzational Research
niversity of Washington 2b. GROUR

Seattle, Washington

3 REPORTY TITLE

28, REPORY 3ECURITY CLASSIFICATION

UNCLASSIFIED

The Culture Assimilator: An Approach to Cross-~Cultural Training

4 OCSCRIPTIVE NOTES (Qype of report und, inclusive deter)
Technical Report 70-5

% AU THORIS) (First name, middle initial, last name)

FFred E. Fiedler, Terence R. Mitchell, aand Harry C. Triandis

6 REPORY DaATE 78. TOTAL NO. OF PACES 75. NO. OF REFS
2

April 1970 17 20

s, CONTRACT OH GRANT NO Sa. ORIGINATOR'S REPORT NUMBERIS)
[:00N14-67-A-0103-0013 TR 70-5

b, PROJFCT NO.
177473

€. ¢h. CTHER HEPCRT NOI(S) {Any oiller numbess that may be assignel

this report)
d.

19 CISTHIDUTION STATEMENT

IDISTRIBUTION GF THIS DOCUMENT IS UNLIMITED

11 SUPPLEMENTARY NOTES 12. SFWONSCRENG MILITARY ACTIVITY

Fone Advanced Research Projects Agency
Office of Naval Research

U, S. Navy

\

13 APSIHACT

“The construction of self-administered programmed culture rraining manuals, called
F'Culture Assimilators," is here described. These programs provide an apparently
ffective method for assistinpg members of one culture to interact and adjust success-—
fullv with members of another culture. Culture .Assimilators have been constructed for
he Arab countries, Iran, Thailand, Central America, and Greece. %he paper describes
he steps involved in the development of these proprams, as well as briefly reviewing

ktudies validating the Culture Assimilator proprams under laboratory and field
#onditions.

~

.

DD for {473 (PaceE 1)

UNCLASSIFIED
S/N 0101-807-6811

Sanurity Classification

A-21408

e e e erdi s sut b Akt i L AR st A St I TSR T T, T T
UNCLASSIFIED
Scecurity Classification . -
< DGCUMENT CONTROL DATA - R & D 1

v

g

N s AR
ﬂ,, .



—.: %&
-
3

TR

UNCLASSIFIED

oy

Security Classificution

¥

(NP Wy

o by s o

KEY WORDS

" . Loy,
BN PTRR I 034 G
PRR-H NSRRI

co—_d LA

L o

.
o,
AT

R nr 2 b B Sy Ot
N

A1y b e ¢

s wae

TRIES G AL 35 fr dad AT O YA

nLAs rerenic

éir

S50

oI I E A R e

B bt

o v
™
L

3

EAR At

Culture Assimilator

Culture training

Public health workers
Evaluation of group performance
Cross~-cultural stress

Seore 1473 eaca)
5/5N 0101-807-6821

S S g o TR

UENCLASSIFIED

Security Classification

P



