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EXECUTIVE SUMIMARY

Cultural Factors in Managing an FIS Case Program:

Saudi Arsbian Army Ordnance Corps (SCCP) Program
The study identifies and exemines the role of significant cultural
factors thet impact on the overall success of a long-term FiS case be-

tween the UL Arny =2nd the Saudi Arabvian Army Ordnance Corpe, The study

w2z encouraged by personal experiences as an Ordnance Program Division

Advisor with the Saudi Arabian Army Ordnance Corps in 1976-1977 which

indicated thet culturzl differences play a cignificant role in SOCP

progran success end are almost certain to be ecuzlly significant in -

future related prosrarc,

The study is organized in five partst Introduction, The SOCP Pro-

agren, Study Project lMethodolosy, Annlysis of Data, and 3Summary.

a,

The study Intrecduction emphasizes the importance of FMS cases

es o

[

key portion of US political and economic sirategy in the Middle ;
Dast and places the S0CT progsrem in this environment.

be The 50CF Progrcm describes background, evolution and current
status of the program, emphacizing those orgenizational and managerial
aspectc that eppear to be highly vulnerable to cultural differences. ,
¢, Study Project lethodology cdescribes the research effort and -l

ctructured interview/quesiionneire used to gzther data from eight

former Advisors who nerved with SOCP or releted programs in Saudi
Arabia,

d. Anzlycis of Deta examines responses to the structured inter-
view/questionnaire concerning the impact of cultural factors in estab-

liching mutua’l program objectives, attitudes towards planning, use of

ii
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tine, the intrinsic value of work, performance eveluation, economy and

efficiency, and the role of lanpuage, ST
e. The Summary concludes that significant cultural fectors do

inpact on the management and overall success of SOCF and similar PNS

cases, Such factors cmnnot be ignored or avoided, but they can be

anticipated and planned for in order to redice negative impacts and

brogram disruption. It appears thot Program lanagement personne! sre

not presently deins trained to do this,
Recommendztions are vrovided ror three areags of needed improvement

that would assist Program Manegement Offices i anticipating and pre-

paring for sigmificant cultural differences that wil} impect on future

Fi35 cases with 3audi Arabien customers,

iii
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SECTION I
THTROVUCTION
General

Within the lest few years the growing importance of Foreign Mili-
tary Sales (FMS) has generated & new arena in which the Program Manager
must be prepared to function. Under the terms of the Foreign Military
Sales Act of 1968 (as rcvised/amended in 1976), financially independent
countries of the free world are permitted to buy US eocuipment needed
for their share of the common defense burden, FM5 thus provides a
valusble instrument of US foreign policy in assisting in the maintenance
of world stability without direct US intervention (21316)., Underlying
the general philosophy of FMS policy is 2 theme of mutual responsibil-
ities and mutual interests - no longer ie military assistance/aid con-
gsidered a one-sided "give away" program, Because of such mutuai respone
sibilities and interests, it is vitally important thet US Army Program
Management personnel understand the cultural background, requirementis
and desires of their FMS customersy without such understanding there
is 1ittle chance of achieving mutual program success, This is especial=-

ly true in dealing with politically and economically sensitive areas of

the ¥iddle East,
Purpose

The purpose of this paper is to examine some of the cultural
differences that can affect program success in a long-term FMS case

with Saudi Arabiat the US Army - Saudi Arabian Army Ordnance Corps




Program (SOCF), Although there is no simple, universally accepted

definition of culture, for the purposes of this paper, "Culture is

that complex whole which includes knowledge, beliefl, art, law, morals,

custonms, and any other capabilities, and habits accuired by man as & -

menber of society" (24:40),

Cultural differences do exist, and they affect accomplishment of

mutual program objectives in similar ceses, By identifying, defining

end evzlueting critical cultural factors that have significant impact
on SOCP management objectives, US Army Fi5 menagers will, hoperully,
be better able to anticipate and resclve potentially negative factors
that can detract from program success if ignored or wished away.

By understanding the impact of such cultural factors, US Army

Program Managers czn better anticipete and plan for some “known unknowns"

e ¥ A

in an arenc of increasing strategic, economioc and political importance,
Considering the extensive quantities of military eouipment and weapons
already sold to Saudi Arabia as part of our FMS program, it appears
likely that the geographical area will remain a2 prime cusiomer for
additional major end items and follow-on logistics support for many

years to come,
Scope

Some of the management features of 30CP are uniouey however, many
of the overall features of thie program appear to have broader mansgse~
ment implications, Perhaps the singla most important management

message of SOCP is that traditional western/US Army ways of doing

business may not be totally applicable due to significant cultural




factors, The experiences of multi-national corporations doing business
in the area tend to demonstrate some pitfallc that con arise {rom a
"firm belief in the superiority of Americen management practices and
technology” (19:63). Some of “he observations/conclusions by one of
America'c foremost management authorities, Peter F, Drucker, have
special relevance in determining the impact of cultural différences on
the management of FMS programs, Drucker states thats
Nanagement is an objective function determined by the tasks,
that is, it is a discipline, And yet it is culturally conditioned

and subject to the values, the traditions, the habits of a given
society (6:18), (My emphasis added),

"It also becomes clear that we do not yet know how to transfer the
knowledre of manarement, its discipline, its vision, and its values to
nevw and different societies and cultures" (6:14).

In aftempting to identify and anzlyze the impact of culturzl
foctors on a specific F¥S case, it is obvious that 2 "black box theory
of management" is inadecuate when crossing culturél lineg, ttitﬁdes
towards efficiency and effectiveness, external constraints on internal
managenent, and an extremely complex set of interreclationshipe dealing
with cociological, political, legal, religisuz, linguistic, econonmic,
educational traditions, customs ané mores muct be considered, In short,
there are multi-dimensional demands that recuire a different cset of
s agoinst which the long-ternm

exncctations ocnd perhops different standard

be

succens of S50CP should/could be judged, One nust always keep in mind

wo~vzy ctreet, a2 bilateral

ot

that the success of cuch 2 drogram is a
functon thnt recuirer "recognizinz the partner's attitudes and his
vicualization of the objective to be achieved . . . may well differ

from one's own" (17:6).
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SECTION IX

THE SOCP PROGRAM

Background

The cultural environment of SOCF is inevitably linked with the
vhysical environment of Seudi Arabia, The Arrbian Peninsula conteins
some of the harshest, bleakest, desert and mountain terrain in the

world, Althoucgh it hns been settled by scattered nomadic tribes and in

YT EP AL

occasional isolated villages an: cities for thousands of years, the

national entity of Saudi Arabia only came into being during the first
three decades of the 20th century when king aAbdulazin succeeded in
uniting diverce tribal groups under hic central, personal authority.
Tv\"‘-\

ivel loyalties, based on common orirgine and commonly shared fortunec

and vicissitudes of desert life, were and ctill appear to remain

", . Jhalitually the closest and dearest tie of which they (Saudi
Arcbians) are conscious, far surpassing those of locality or netion"
(10¢208), Saudi Arabinn society is chorzeterized by cultural homogen~
eity based on the tripnle foundations of Islam, family and tradition
(11¢137)., Todry it is a society which ic just bepinning .o change after
] centuries of isolation and stagnation. It is still to a great extent a
society of feudal relationshivs, oriented to an ‘dealized nomadic ideal, :
“the proud parochial freedom of the desert,” and not recceptive to %he
abstraciions of Western thought (9:XIV).
The development of Saudi Arabia's immense oll wealth hes opened
up the arca and culture to ever-increasing modernization ard societal

change, It is within this context of moderniz=tion and change that

: 4




the US Army - Saudi Arabien Army Ordnance Corps Program (SOCP) is set,
The SOCP program was initiated in 1967 for the purpose of providing
technical end managerial zdvice and ossistance to the Saudi Ordnance
Corps' efforts to create s modern combat service support structure,
roughly paralleling the standard US Army support structure., This effort
has included the purchase of extensive cuantitiez of eacuipment and mod-
ern weapons systems, Due to limited availability of trained menpower,
the essential effort of this program was based on contractor performance
of supply, maintenance, and managerizl servicec until Seudi Arcbian Arncy
Ordnance Corps (SAAOC) perconnel were prepared to assume those functions
in & celf-sufficient manner. The oripinal vprogram wes expected to a-
chieve self-sufficiency ~nd phase-out over o seven year veriod, In
1974-1375, the SAAOC did in facet assume full managerial responsibilidiy
for the program's operationsy for o variety of reasons it was decided
that it would be better to continue contractor-provided cupply and mzin-
tenance assistznce and technical training for an additional period.
Thic decision woas bamed primarily on 2 greotly expanded modernization,
mechonization program which included the purchase of large amounts of
UZ=produced current reneration celf-propellec crtillery, personnel carri-
ero, tanks, mortar carriers, and sovhisticeted azir defense and anti-tnnk
missle systems. It now eppears likely thaot the program will continue

into the 1680%c:,
Present Situation

The present 50CF support contractor is Bendiz=Siyanco “ompany, a

joint venture of Us-based Bendix International and the Saudi Arabian
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Haintenance Company. Contrzct administration and monitoring is per~

formed for the SAAOC by the Ordnance Program Division (OPD), US Army

=---Engineer Nivision Middle Easty this effort is part of several FMS

cases between the US Army and the SAAOC, The Chief, OPD (z US Army

— Ordnance Colonel),exercises command/control over advisory efforts, as

well as serving as Contracting Officer for the Bendix-Siyanco contract,
currently worth approximately 525 million dollars yearly. Appendix A
shows the organization and mission of OPU, Appendix B depicts the
peographical locatione of OFD ectivities throughout the Kingdom,

The CFD Advisor ot each site monitors contractor personnel per-
formance, but he does not exercise eany direct command/control authority

over Bendix-3iyanco personnel or 5AA0C personnels nor doec he possecgs

Contracting OffTicer's Representative authority. For routine operations

snd planning, +he OPD Advisor essists his SAMOC counterpart (LTC/COL)
throurh cdvice, recommendations, and direct contact with contractor
supervisorny for non-routine matiters, the Advicor has a direct ohannel
to the Chief, OFD, and Senior Advisors in Riyadh, He also serves asc
liaison with other advicory programsc under the aegis of the US lilitary
Training Biccion (USMTH) and with the US Army Corps of Engineers.
Advisors at HJ, SAAOC, perform similiar functions and assist their
counterpartc in development of poliey, planning, and overall adminis-
tration of contractor support, They nlso dezl extensively with other
U5 agenciec and activities in coordinating and implementing future
5 caces,
Their efforts, of necessity, thus involve & great deezl of contact

with other US personnel and allow a lesser degree of daily contact with
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SAAOC counterparts than experienced by Advisors working alone at remote

-—.-8ites, . . .. _._
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SECTION III

DATA COLLECTION

General

TR s gl e B et bl e g A

My personal exveriences as Senior Ordnance Advisor at Khanmis

1
e

Yushayt and from traveling extensively to all the OPD sites through-

out the Kingdom in 1976-1977 indicated a number of cultural factors

that uppeared to impact directly on the overall success of SCCP and,

ha dhs
P

potantially, vere of broader interect to US Army Program lianagers

who might become involved in future Fii5 caces for Saudi Arabin,

lianagement areas of onecial signifioance thet appeared to be highly

resnonaive to cultural differences included procedures for determining .
mutual objectives, attitudes towards planning, attitudes towards
cconony, efficiency, nnd the intrinsic rewards of work, attitudes about
time, performance evaluation, styles of management, and the effect

of languece itself, I also became interested in determining if there
were key fectors or characteristics that might be effectively used

in celecting edvisors and predicting how succescful they might be.

Ag part of the research for thic paper, I conducted a secrch of
available menagonent literature dealing with the oultural aspects of
monagement, ecpecially in the Middle East and in Saudi Arebia in
particular, In view of the strategic,political and econcaic interects
shown by both. US government and US businessmen in the geopzraphical
aren, there is an amazing dearth of periodical literature emphasizing
the myriad cultural aspectc of doing business in Saudi Arcblay cochol-

arly studies are ecually lacking.




-. prepared a structured questionnaire which was then used in interview-

Having identified selected cultural areas of special emphasis, I

ing oix Army Ordnance Corps officers who had served with SOCP in

- recent yearsy I also inierviewed two former USNTH advisors (one an
Orénance officer, one a Quartermaster officer) who had served in

Zaudi Arabis and hed worked extensively with 50CP in development of

Fi'S cases supporting the Szudi Arabian Army's mechanization/modern-—
izetion program now well underway, I informslly obtained commentis

{rom “ilitary Personnel Center (MILPERCEN) Orficer Acscignment lianagers
responsible for manning both progrems., The stiructured interview format

appears in Appendix C,

Sample FPopulation

Tre sample population of eight officers (seven Ordnance Corps,
one Quartormaster Corps) had an average grade of lajory =verage years
of military service of 14+ yearsy average age of 137+ yearsy average
civilian education level of Master's Degreey average military education
ecuivalent of otaff college, The uverage amount of time spent in
Saudi Arabia was 1,25 years, All respondents had served tours in
Seudi Arabia during the 1970-1977 intervaly +their duties included
basic advisory duties at BMD level and staff positions at HQ, SAAOC
and USKTY,

The two respondents who had served with USMTM were included to
determine if participants in a2 separate but somewhat parallel program

differcd cigmificantly in their perception of typical problems/factors

experienced by SOCP edvisors, Their responses did not differ




significently, to include those cuestions concerning the impact of
language. It had been anticipated that USMTM personnel who had attend-
ed Arabie language training would perceive language to be lesc 2 barri-
er; thic was not the cace and might be due to a heightened awareness of

the nuanoes of the language,
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SECTION IV

ANALYSIS OF DATA

Question 13 To what degree did you and your counterpart(s) agree on
the definition of a “successful" program?

Three of eight responses indicated disegreement; one of eight
indicated uncertainty; and four of eirht indicated agreement.

Thig range of responses scems to reflect the ambivalence or uncer-
tainty that surrounds defining and establishing mutual gozls in a cross-
cultural setting. A basic thread running through the collective experi-
ence of the sample group concerned defining the standards a2gainst which
"success" could/should be measured. A reneral consensus seemed to be
that the program was a "success" as long as the SAAOC customer vwas sat-
isfied -~ a&nd, in fact, the customer, having started from a reocent base-
line of non-mechanization, scec progress and improvement everywhere,
Hence, there is pgenerally agreement that SOCP is successful, Perhaps
this achievement is less thsn catisfactory in the subjective view of
JS Army observers vho insist on comparing reculis against current Army
operational rezdiness stendards for US troop units,

An a2dditional observation reflects the relative position of the
counterpart in the SAAOC hierarchys +tho higher the level, the more
lixely the counterpart ic to reflect a Western orientation and outlook,
This is protably due in part to more senior SAAOC officers having been
ecducated in the US and often having traveled extensively outside the
Kingdom, It may elso reflect the expectctions that senior US Army

perconnel tend to have for their counterpart,

11




Question 23 To what degree did you and your counterpart(s) agree that
language was 2 barrier to mutual program accomplishment?

One of eight responses indicated uncertainty; five of eight re-
flected agreementy two of eight reflected strong agreement.

Agreement/strong agreement was indicated from advisors at all
levels of organization, Both OPD personnel vwho received no language
training and USHTM advisors who attended eithér an eight week introduc-
tory course or the full 47 week Arabic course at the Defense Language
Institute agreed that language was a major barrier; their counterparts,
to include those who spoke English fluently, agreed that program suc—
cecs was significantly and negatively impacted by the Arabic - ZEnglish
language barrier,

Lxperiences reported by multi-national corporations doing buciness
in the area tend to reflect these findings, A general consensuc seems
to be that, "Language is not enough - it is a first step." Being able
to interpret Arabic -~ English is merely a starting point, what is truly
reouired is "a cultural translator, 2 person who translates not only
between languages but also between different ways of thinking, tetween
different cultures" (3:84),

Linguistic studies emphasize the critical role of Arabic as 2
language., "Arabic is the factor that defihes and determines membership
in the national aggregate. In the Arabic world, the cuestion, 'Who is
an Arab?' is usually answered, 'One whose mother tongue is Arabic,'"
(12343)., Linguistic identity thus transcends geography and even makes
"Arabs" of members of different religions (Sunni Moslems and Shii Mos-
lems)(12:40),

Arabic is femous for its verbal eloacuence; it lends itsel? to

12




rhetorieicm, exagreration, over-assertion, and repetition (12149), Ad-
visors experiencing these phenomena for the first time and accepting
them on face value as fact tended to feel that they had been misled and
deceived, Any such conclusion failed to consider that complex exhorta-
tions and seemingly total acceptance acse often merely linguistic devices:

e « o2 simple assent from an Arab can be, for him, nothing more
than a polite form of evasion, while the same word may mean for
his Englisch interlocutor a definite, positive commitizent, A
simple "yes" or "no" is, for the English specker, & definitive
stotement, IHis Arabic interlocutor, however, conditioned as he
is by the exargeration and ovei zscertion that zre the rule in
his mother tonmue, ic simply incapeble of understanding such
brief ond simple statements in the same sense (12856).

Other exammles of the lirnguictic harrier are derived from the struc-—
turc of the lanmunpze 1tcelf, Tor exnmnle, verb tenses do not correspond
with thoue of Indo-Europcan languases, thuc the irmperfect form can stand
for present, future o~nd pact tensc! (17168)

For veonle speaking & lanyuage in which the verb has these

Zemantic fc&iurcs, tire cannot have the same definite, ordered,

and secuential comnotation that it has for peovle speakins a
strictly time-ntructured lanmuare (10 R

@}

ther lanyun~c probvlems are concerned with the gifficulty or total

iasbility tc tranclate complex technical terme and concepts into mean-
insful Arctic - there simnly is no Aratic ecuivalent, This crcates
special problems for SOCF perconnel who deal primarily with technical
acpects of supply oné mcintenance for hishly conhisticated weapono syce
temc. This protlem is further exacerbated by a general ebsence of any
technical orientation and backeround for moct GALOC perconnel, Thece
nen have not s~rown up in 2 cociety oriented towards mochinery, and they
do not alvays intuitively accent a cruse - effect relationshiv for
things mecheanical,

A particular caution was often exprecsed when attenpting to discucs

13
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complex, sophisticated technical material with senior counterparts who

possessed relative fluency in BEnglishy often one could not be certain

that the communication was actually occurring, even though both perties
were enunciating the same words and seemed to be in agreement. Personal
status and an almost-Asian concept of "face" often preccluled ouectioning,
clarification, and true understanding.,

Question 3t In view of the long term goals of the SOCP program, to
what degree did you and your counterpart(s) agree on the
value of detailed program planning?

Short-ranges Onec of eight responses indicated uncertainty; six of
eight indicated agraecment; and one of eight indicated strong agreement.

Mid-ranget One of eight indicated strong disagreementy four of
éight indicated disagreement; two of eight indicated agreement; and one
of eight indicated strong agreement.

Long-ranget Three of eight strongly disagreed; three of eight
disagreed;y one of eight acreedy and one of eight strongly agreed.

The managemcnt zrea of planning azppeared to be one of the most
Trustrating for advisory personnel who viewed long-range results as
being the true pay-off for the program., Counterpart personnel tended
to accept the recuirement for short-range plannings mid- and long-
range planning recuirements were not generslly accepted and were often
rejected totally. Individual responses indicating agreement/strong
agreement were caveated by comments that while counterparts agreed on
the theoretical necessity for planning, they often paid only lip
service to actually doing it or of following any’plans that were for-
mulated. This seemed to be especially true of senior counterparts

who were Wectern—-oriented and aware of rll the staff officer's baog

14
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Counterpart zversion to planning cpoears to be deeply rooted in

both their concent of time and in relicious beliefs, Ag discussed in

Question. 2, "Arabic has verb tenses which are semantically vapue 2nd

indeterminant. This feature should endow Arab culture with a vague

and indeterminant verception of time® (17:6%), Deccuce time has little

meaning of itself, therec is an ccceptance of an Asian-like cyclical

theory of time: everythins runs in cycles, returninzg ot o later dote

to its originzal point, If 4this is co, there is little pnint in delib=-

[y

erately olunning snd implementing chence - the traditionnl theory of

the status cuo (24:450).

Relipgion zlso rpnears to play 2 central role,

The rormnstive function of religiorn is manifested in the

extent to which it remulotec cvervday behavior throush positive
end negative comm

anénents, 211 of which, ideaslly, must be ob-
served, In the West . . . religion his become divorced from

esgentinlly seculor gozlc n~nd volues which constitute the bhulk

of modern ¥Western culture, In the Arab wvorld, Islam rermeates
life = it is not one asnect of life, but the hut from whieh all
else rudiatec, Religion vos and ., o o hac remained the centrazl

normotive force in 1ife (12:1144).

For the devout loslem, everything is predestined or determined by

illah,

Ior the trazdition-bound Aradb mind, ilere is something sin-
ul in engasing in nwr=ronge planmin~ beczuse it seens ap
ful casing lons ge ¢l n~ bec 1 see to imply
thot one does not put one'c {trust in divine providence (123150),

Another racet of plaaning that differs drastically from the nor-

metive senuentinl, incremontal methodolomgy in which advicorc have been

trained 18 thote

Arobs zpproach 2ny undertaking in successive and isolated
spaamg, Tather thon in a2 continuous and sustcined effort and
endeavor, For the Arab, "it ic much eacier, it would seem, to
plunge into immediate nction, envigsared ac ~ 'one-shot' action,
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than it is to embark upon a protracted action which it is recog-

nized in advance would necessitate continuous implementation and

patient sacrifice over a long rariod" (12:82),
This oroclivity for short-range, immediate action was often observed to
cause suboptimizations that could have easily been averted by adherence
to the simplest of plans, One of the most difficult aspects for an OFPD
Advisor to empathize with after observing periods of frenetic crisis
activity was a following period of ecually inexplicable calm, based on
Kismet, or fate, Acceptance of Kismet zives celm z2nd ecuanimity in the
face of adversity.

It especially discourages long-range efforts which reouire
advance vlanning, because any such activity comes dangerously
close to rebelling against Allah and His will as manifested in
the existing order of things. This deterministic orientation
inelines the Arab to abdicate responcibility for improving his
lot or providing for his future (12:153).

It also leads to a highly polarized view of life and strongly ambivao-
lent feelings towards the West wnd its alien technology. This seening
inability to accept and master the languzge of technology creates 2
mental climate not favorable to industrialization and mechanization
(12:276)., There is a2 vrevalent feeling thet a2ll the answers are zlready
possesseds  the products and technology of the West are at the same
time desired and scorned. Overcoming this aspect of Saudi culture will
be a clow and arduous process - but it is essential if the full poten-~
tial of SOCP and related programs is to be realized,
Question 4t¢ To what degree did you and your counterpart(s) agree on
the perception/use of time as a significant management
parameter?

Two of eight responses indicated agreementy six of eight indicated

disapgreenent,
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As might be expected from earlier recponses, advisory personnel

felt that their perception/use of time differed simificantly from thnat

of the 5AA0C countervert. The typieal UC attitude towards time is

futuristic cnd addresses time 2c o commodit

L

heving intrinsic values

time is money, and like other foctors of production, nust be trested

as n scarce resource (7877

.

. Such 2 perception ruickly comes into

conflict with the ", . ., zeneral disinclination or inability of the
Arabs to concern themselves with precisely defined timing" (12:65).
This attitude is probnbly bteut cummarized by one of the first

irabic nhraces encountered vhen discuscings any evente "Bubrah, in

Shallahk" ~ tomorrow, ~llahewillines, .ny future action , no matter

how ixinor, ir nlwayc discucsed in +

; in {terms of tomorrow or the next day.

The nesczage is wcoon lirmly imorintedt it really doesn'i matter whether

moct events oceur today, tomorrow, the day after, or not at all,

Things will sort thencelves out when the time comes,

Needless to say, cuch an zttitude wreaks havoc in production

cchedules established for maintensnce shop operations or for supply

operationc tied to clearly defined, time-piased priorities, Attitudes

towards time oreaic problems in scheduling, in work hours, in trenc-
portztions
e » o The concep: of punctuality does not exist in trrditionzl

Arab culture, . o . @nd the introduction of riporous time sched-

ules demanded by modernizntion, has encountered mreat difficultiier
(171 66).,
Om numerous occacions, advisors expnerienced difficulty in travel-

irg throughout the ringdom vie Coudi Airlires (the only internally

operating putlic zir carrier). One never knew if or when 2 scheduled

flizht would depnarty the only alternctive wos to 70 to the airport
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early and wait - a flight might arrive early or late or not a2t all.

A prudent advisor soon learned to avoid this time trap by allowing a
day or two as 2 buffer when he absolutely had to be somewhere on time,
Businessmen, as well as military advisors, maoke adjustments for the
"Desert Factor" and double the time normally estimated for any step
in oroject planning and negotiations on home ground (18:33).

Another aspect of the time iscue lies in the social realm, It
is considered to be bad manners to hurry, especially if this appears
to ignore or by-pass time-consuming traditional Saudi amenities in
which pecople devote as much time to the formalitiec of business re-
lations as they do to the buciness iiself (19:63), One cannot ignore
drinking tea and making sm2ll talk a2s a prelude to any importont dis-
cussiony it is part of traditionzal Saudi courtesy and hospitzality a2nd
sets the stage for meaningful discuscion, An advisor who considers
it to be z wacte of time and who insists on plunging imnediately into
the business a2t hand will, 2t best, be considered rude, ignorant, and
impatient. Iie will also be ineffective, until he accents this as 2
cultural “aiven" and makes realistic allowance for it in his planning
and use of time,

Question 5: To what degree did you and your counterpart(s) agree

on the necescity for some measure of individual per-
formence evaluation?

™me of eight indiceted strong disagreements two of eight disegreed:

one of eight expressed uncertaintys; three of eight agreed; and one of
eicht strongly a2greed,
This cuestion generated the widest range of responses to the
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cuestionnaire and probably reflects some of the most strongly held
cultural attitudes and perceptions.

Advisory personnel have instilled in them an institutional in-
sistence that an individual be given responsibilities aond that he
should be held accountable for hic actions. Advisors are also‘cul-
turally oriented towards individual initiative and cuccess:

e « oIt has been widely accevnted that the typical Vestern needs

to compete, ctrive, and achieve, and conscouently to perceive

oneself as 2 success can be traced, at least in part, to the

influence of the Protestant ethic (25:487).

The SAAOC counterpart views work from a dramatically different cul-
tural point of wviewsy to him, "Work ic a curse, It represents the
diametrical opposite of the Protesiont ethic, which considers work as
a good, something thai ecnobles man” (12:114), Given these opposing
views of work, there is little wonder theat cdvisors and counterparts
differ on whether one should have his performance evaluated against
sone objective standard, especially when that performance is judged
on an individual bacis, “Tribal and feudal relations, which still iie
very close to the nurface of Szudi life, have placed 2 premium on
activities beneficial to the rroup, "Individucl initiative is only
encouraged when it servec and enhances the intered of the group”
(11:6166), Saudi cociety is also stronpzly influenced by the Islamic
concept thot 211 men are brothers and ecual before Allzh and =211 are
nredentined to their fate, Hence it is comewhot inapproorizte to single
out an individual for reward or punishment on =omething as mundane as
work,

This nttitude is further butiressed by a lack of organizational




loyalty:s 1loyalties are personal in nature and are not directed towards
achievement of organizational objectives, Thus performance evaluation
technioues along western lines, if used at 211, evaluate and document
versonal relationships and ties and do not necessarily reflect actual
verformance, Such attitudes cerry over into evaluation of Bendix -
Siyanco contractor persomnel; SAAOC supervisors were often recluctant

to render reasonably accurate performance reports out of fear that

the report would prevent an individual's advancement or, in cxtreme
coses, would recult in terminztion for cause, This hac created inter-
esting cnomelies in which the contractor hac been prevented from effec-
tively managing and disciplining his own employees. This cituation
becones even more sensitive when the employee happens to be 2z third-
country notionel or a Saudi who shares the strongest common bond of
Islanic faith.

I% has alsc created situations in which OPD Advisors have fallen
into disfavor and have been rendered ineffective, due to their insisi-
cnce on objective evzluation of contractor performance ageinst US
verformance standards, From o contractual point of view, it becomes
difficult to incentivize a2 contractor on performance, when he correcily
believes that his true "success" lies for the most vart in the person-
z1 relztionships and ropport ke enjoys with the SAAOC customer and not
necessarily hic actusl, measurzble job perforamance,

Question 6: To what degree did you and jour counterpart(s) agree on
the meaning and desirability of "cconomy and efficiency”
in program operctionc?

One of eight responses indicated strong disagreements four of




eimht indieated disnsrecment; and three of eight indicated nrreerent,

Of the threc who indicated arrcement, all cavented with the clarif-
ici.tion that their counterpart (oll =t hirher level Q) agreed in a
theoreticzl vein ond paid ot least lip service to the concept.

The underlying theme of this euestion addresses some of the basic
rrecepts of mantsement in the US Aray, OFD Advisors are oriented to-
werds the gozles of economy ond efficiency - doings the risht things, in
the rirht manner, at the risht time, nnd at the rifht/re~sonzble cost,
Although counterpurte vere cencournred to "budldret" and justify progran
expenditurec, it rvnenred that "economy and efficiency" were rel:stively
nennin~lecs tormss  there wns ~lways nmore than enoursh noneyv for nll
aopects of the prosran,  llany cuertionnble practices, ecveciclly in
cuvply overctions, were followed althouch they were demonsir:bly not
coct-effective znd mrde litile contrivution to onerational readines:s,
Supely disecipline vinz non-exictent, becsuce there wias no pressing eco-
nomic rezconn to make it of value. In such ~n environment, individuzl
advigors often felt frucirated, because the very escence of what they
vere supposed to do - advise in supply and maintenance manzsement - had
no true meaning to the customer and thus became o theoreticzl exercice
cwainct conspicuous waste, Contrnctor personnel observing all of this
knd little incentive to tezch ctondard Ul cupnly ond neintenence doce
trine whichk neemed to have little relevronce or cpplicotion to the ex-
rresced decires and practice of the cuntomer,
uection 7t To what desrce did rou and your nonitorins hendeunrters

arrec on the dmpoct of cultur~l differenoes in adminin-
terine the prosram?

Iive of eirht resnonces indiceted disarrcementg one of eifht
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indicated uncertainty; two of eight indicatecd zgreement,

The general consensus on this ouestion reflected a feeling that
while the prograem failed/succeeded at the grass-roots level, the higher
you went in the advisory hierarchy, the less likely you were to per-
ceive the real impact of cultural factors., One response surmised that
this was true due to higher levels tending to force their counterparts
into a Wecternized, US mold, It also mey reflect that at higher
level HQ's, US Army persomnel tended to work more with other US ver-
gsonnel and with contractor %top aanagemcnt than directly with senior
SAAOC counterpartsc; at the BMD Advisor level, 2 single OPD Advisor
often wao the only vrogram representotive a2t that location = he worked
only with his countervort znd controcior persomnel coné could not
readily avoid cultur-.l aspects of the program. GCeogrophical locztion
also playea 2 role: Riyadh, Jedda, and to a lesser extent the sunmmer
capital Paif had many features and accoutrements of modern, Weciern-
style life support; other locctions were just besinning to feel the
impact of modernizztion,

Another pocsible explanation is that et hicher HQ, S2udi counter-
parts tended to be betier educated and to have had more exposure to
Western ctyle life ond esvecinlly US Army military philogophy. Thus,
therc were fewer perceived cultural differences,

Perhaps the only conclusion that can be drawn I, thet perceptions
of cultural differences cre o function of exposures the nmore you
interact, tke more aware you tend to be of differences, It a2lso sug~
rests that the less aware you zre of real culturzl differences, the

more you tend to evaluate progran accomplishmentcs againcst 2 cingle,




US-type standard. Ligher level HQ often tended to expect their sub-

ordiriates to exert more influence than was ever achievable due to

3
. 3
those cultural éifferences, 3
3
Question 83t How did you characterize your counterpart's management ;
style in terms of 2 Democratic-Lzissez Faire-Authori- 2
taricn continuum? To what extent could you compare that E

ciryle with “tynical™ US/Yestern nanagement aporoaches/
stylea? .
o
One of eifkt resronces raniced the counterpart as Authoritariang E
ceven of cight responses ranked their counterpart as Loissez-Faire. 3
All resnonser indicated that these munagement ctyle descrintors vere 3
i
= . ; . i
comparable with current US uscge, cugcesting that there may, in fact, 1
be some nanzrcement universals, ;
Responsec reflect the rather esclitarien nature of Saudi society i

wheih accepts the brotherhood of 211 men, Thi

13
ia

O

carries over into

military orpanizations whkere rank often appecred to have far lees

mezning than it does in the US Army. Individusl sdvisors reported

witnessings scenes in %

i oo s i

hich privater did not hesitate to “tell off™
an UA40C colonel, especiclly if they were mambers of the same tribe,
Generzlly, counterprrtc tended not to get involved in routine operztioncy E

when they siere forced by circunstznces to intervene, they tended to

s i LA, 1

ezert totally authoritarian control, Therc did not apvear to be nny

2ttenpt zt democratic concensus-—meliing,

Mo nmatter how immature gub- i

1

ordinntes nppenres to be, SAAOC counterparts normally declt with them ]

in relrtion~-orientecd termc rether than impocings o more siructured

trok-oriented behnvior, There was little evidence of 2 more sophis-

i

ticeted tailorine~ of rvesnonses to cituntional reruirerents, HMiddle !

E]

menasers were reluctont to make decisions and were not trzined,/expected é

E

i
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. to do so, Thus <fairly minor problems eventually reached high levels
in the organization before a decision could be rendered., However,
this was no guarantee that subordinants would, in fact, comply with
that decision! Unless an issue was truly critical, no authoritarian
disciplinary measures appeared to be enforced., Hard decisions tended
to be put off until overcdme by events,

Question 9s¢ How did you prepare for your acsignment in Saudi Arabia?
To what extent did you feel your preparation was bene-
ficial/successful?

Six of cight responses (all OFD Advisors) indicated no advance
special preparation, Two of eight responses (USMTY) reported attend-
ing Arabic language courses and specizlized military assistence/inter-
national lqgistics instruction in preparation.

The two USMTH Advisorc felt thzt their prepncration wac essentinl:
without it they would have been ineffective. The OPD Advicors report-
ed varyings degrees of perceived effectiveness, but 21l indicated that
they felt that special language trzining/introduction to culture and
background would hove greatly eased their transitionel period. They
also lamented the lack of readily aveilable informcztion on Arabia.

(In order to determine the availability of information to an
individuzl locally, I convzssed routine sources of information at
Fort Belvoir: only the Arez Handbook for Saudi Arabia, DA Pemphlet
550-51, end 2 handful of other documents were readily =zvailable,
Additional resource material had to be borrowed through other library

facilities, taking two to three weeks in the process),
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Question 103 If you could give one single bit of advice to an advisor
celectee prior to his departure from CONUS, what =a2dvice
would you offer?

Generally, all eight responses focused on the following:

1, Attend either the eight week introductory or 47 week full
Arabic course at Defense Language Institute,

?. Read all the material you can get your hzandc on.

3., Hoct importzntly, tzlik to peovle who Lave served in the
Kingdom,

4. Try to accept the culture with an open minds don't try to
Judge by U5 standards until you have some feeling for what is reason-
2bly achievable - remenber that the customer is running and paying
for his own show,

Reopondents were unanimous in indicating that n cert2in erount
of culture shock was inevitable, but indicated that lack of prepara-
tion wecs o major cource of initial frustration, There wzs a generzl
feeling that rapid personnel turnover (every one or two years) con-
tributed to & locs of institutional/orgenizctionsl memory, especially
for non-cuantilicble cultural aespects of the program,

One phenomenon that I and s mejority of respondents personnally
experienced chould zlco be anticipaied as a part of culture shock.

He 211 arrived with unreasonably high expectationsy these expectetions

and rclated soals were immediately challenged by co-vorkerc who cau-

tioned new nrrivels not to expect too rmuch, About tvwo to three months
after arriv-1l, ndvisors tended to experience a tresmencdous drop in
expoctotions and ¢ rerfulting frustration and bitterncsc concernins

the possibility of accompliching ~nything, no mntter how slight.
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In time, individuzls tended to arrive at some internally 2cceptable
reduced level of expectations, oriented towerds cimpler goals and stand-
ards more commensurate with organizational rezlity. 4 few advisors
appeared unable or unwilling to meke this adjustment and grew increas-
ingly alienated from their counterparts and other SOCP personnel who
opted for lessened, achievablc gozls in place of goals appropriate to
a US Arny troop unit,

Question 11: 'iow werc you selected for your Szudi Arzbiecn assignment?
As far a2 you cen determine, did you have identificble
special skills that influenced your being selected?

If co, what werc those special ckills?
Six of eight recponses indicated they were selected routinely due
to being due for a short tour in their career cpecialty arezs (supply/

maintenance). Two of eigh®t responses indicated they were nominated

for the assignment by associates cerving in Saudi Arabia n~nd that,

beins due for o short tour, they were selected,

Informzl contact with Officer Assignnmentc Personnel, US Arny
Military Personnel Center (KILPEZRCEN) indicate that advicors for Saudi
Arabia progsramc are celected considerines:

1, routine recuirements for unaccompznied and/or short tourss

2. career speciality experiences

3. gonerally competitive sizius with contemporariecs

4, no record of personaliity/character trazits that night inter-
fere with satisfactory performance in & conservative Moslem country,
In theory, any officer who has performed satisfactorily is considered

clicitle to be an zdvisor. Special recuirements that can be justified

ondé documented by the recuiring commands zre considered as another
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managenent paraneter,

Only one of cight responsec indicated possescion of an identifiable
specizl skill (legal background and contract administrative experience)s
this skill did not appear to over-ride routine assignment recuirements,
ag it was not formally stated as a mandatory skill for the position,.

Language trazining reouirements have not been specified as pre-
recuicitec for OPD selectees in the past,

Question 123 Do you feel there schould be specizl pre-requisites for
selecting personnel for such an assignment? If co,
what are thoce pre-recuisites?

Eight of cight recponses indicated that there shoulé be cpecicl
emphasio placed on selecting personnel who, in the ultimete szence,
represent the US Army and US Government in 2 critiezl zrea of the world,
A basic recuirement wos assumed to be technical competence in cupply
and maintenance operationc/mancgement or the aore cpecialized skills
required at OPD HQ, All indicated thcot 2 broad menarement bockpround
was helpfuls three of eisht recponsec indicoted that advance desrees
in any field gnve extra credibility to zn advicors advice and imparted
an "expert" nura to the nadvicor's runlifications in the ever of hic
SAAOC counterpart, Trere waz o general concensuc that ~ttendznce at
Commznd 2nd Generzl 542ff Collece or a‘comparable cchool wac clso
very favorably viewsed by counterparts who tend to view their own
attendance at = staff college =25 entry into an elite group,

There . 1s also 2 consensus that non-cuantifizble personality and
character traits pley a critical role in determining whether an indi-

vidual dvicor will be relatively effective; the present Officer
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Efficiency Report (OER) system probably cannot differenticte satis-
factorily enough to select people based solely on these factors, and
the factors which are eveluated are not necessarily predictive, One
of the more cenior respondents commented that ithere appeared to bc a
negative link between advisor effectiveness and previously r.cognized
super performancet individuals previously identificd/recogﬁized~as
being on z super fast track (below the zone promotions) appeared to
have 2 hard time accepting cultural factors that responded negatively
to overwhelming ambition anda o desire personally to move things at
on ever~increasingly fest pzce,

The most cffective/successful advisors were concidered to bo
individunls who zdapted their pace to that of the SAAOC counterpart
and the local culture, They attempted to work within the Sgudi syastenm
without making strong value judsments cbout the worth of that systen,
¥eeping in mind that it wos what the Seudi customer wnnted and what
worked for that cuctomer who, in the long run, z2lco paid the billc,

It wagc 2l1so suggected that prior succeazful performznce as an
advisor, vreferably in the Middle Engt, wac probably o general pred-
ictor of success as an advisor in Saudi Aratin, Unfortunately, there
do not nppear to be ndenuate nuzberc of cuch experienced vperconnel

avoilable for ndditionzl tours on z2n ecuitsble personnel monzrement

The exveriences of nulti-nation-l corporztions in zelecting man-

crenent perconnel for key oversens pocitionc may have come relevance
in selecting military advisors, Corvorate personnel nonzgers have

found that it is essentinl for intermationzl mznzgers tos
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. « acquire a thorough understanding of the differences

in culturzl background, outlook, reaction, and attitudes as

well as a thorough understanding of the best ways to

motivate people of different nationclities and help them

to work well together with 2 mininum of conflict (3:217).

They point out that = style of leadership that has been effective

in one country mazy not work £t =11 in znother, due to cultural differ-
ences (1331137), The trancfer of managenment expertice between cultures
hac proved particularly difficult, zc well as the organization and
trancfor of technology and production technicues (12:276).

In the abnence of detailed studies indicating any better way of
selectines overseas menasers, some personnel monagers believe that,
"vroven adaptability to new situntions iz n cuality of varasount
importance in assimmins 2 candidate overce~s” (19162). They also rank
physiccl and ezotional health as 2 key recuirezent, At dect, selection
ic a judrmentzl ~2rts unfortuncztely,

"It is common for those in zonagement %o make decicions aboul

the zuitability of corporate candidotec for overreac scoipne

aents never to have visited the port in cueztion thenmcelves,

or even the country xhere i ic locnted.® Thio ic ecpecinlly

true for countriec of the riddle East, 20 include Saudi

Arabiz (19:162).

PODD 5132,.3 artaent of Defence Poll and Responcibilitien

Relating to Securitr Assistrnce cpecifiec 2hat "The celection and

training o US perconnel enroced in zecuristr acsistance actividies
will receive specizl nttention.,” Thic policy would seex %o reguire
thnt orocedures for selectins and 4rrinin- odvizsory verconnel, ecpe-
“hoce concerned with ioplementalion of zzjor P75 casges, should be zny-—
thine but rouline, Bosed on the zcample Jaiz and infor=al comt-cis

with MILFEXC:l, there does not copezT %0 be 2ny specicl 23pu.cis




currently beins nloced on screenins, celectins, and training potentinl

OPF) Advisors and other FMS manegers, nor does there nppear to be any
predictive perlormance dotc that could routinely be used for such o
cclection process, IBxicting courses ir seccurity assictance ané inter-
national logristics such as the lefence Security Assistance idanapement

Core (thrce week) Course rnd the Defence Security Assisitence Iznome-

ment-Overseas (eishi day) Course conducted by the Air Korce Institute
of Technolory cppear to be oriented primorily to covernment vpolicies

oné procedures with exphnsis on tie

J

olicy level r~other thon on erit-
ical cultural factors. It does not nppear ihat ony courses other th'n
the Arzbic lensuace cources ot Defense Lonsuace Inctitute ottemnt to

provide preparction for the cultural factors that challenge innnagement

4.
1Y

of LCCT cond other Jaudi Arubinsn nrograzs,
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SECTION V

SUMIARY
Conclusionc

The basic conclusion that

con be drowm from the rn-ilysis of the

LU

interview,;cuestionnaire datz ~nd background discussionzs it that cul-
tural differencen exert scimilicant inracisc on UO0CPy these imprets

vary in ronge, fscove, and importance dependins on where you are in

the SOCP advisory and CAAGC counterpart hieroarchies, They cronnot be

ifFmored with impunityy they connov be rvoided; they can to 2 srasat

extent be znticipoied as criticzl manzgement factors, By onticipating

~nd preparing for those cultural "xnowm-unxnowms,”" there is less chance

of such fzctors negating program success or causing an zévisor to be-

come 2lienated and frusirated to the detriment or his carecr and the

long-term mutuzl interests of the Szudi Aresbian Army Ordnonce Corps
Y DSy

the US Army, ond the US Government,

Recommendeations
Bosed on these reneral conclusions, I feel it is approprizte to

reconnend the following ~ctions be considereds

1, Develop n cyctenatic method of selecting, training, and

evaluating advicor versonnel, There must te a more selective approach

thon simply toking en officer, who is generally competitive with his

peers znd due for & routine short or unzccompznied tour, and placing

him into = highly demanding, sensitive position without first screening

at
)

5
=
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and preparing that individual for the cultural aspects of management,
The responsibility for establishing such a method should be given to
the Assistant Secretary of Defense (Internationzl Security Affairs)
in order to achieve standardization and unity of effort across ser-
vice lines,

2. Ensure that Progrem Management Offices that are about to
enter the FMS arena with an SAAOC customer conduct detailed advanced
planning and preparation for the cultural differences that can csig-
nificantly impact their programs. You cannot satisfy your FMS customer
without first having some zpprecistion for his cultural antecedents,
Ycu cannot assume that standard US Army monacgement practices will
routinely be accepted by that custoamer, In particular, the customer's
attitudes towards time, economy and efficiency, cnd the difficulties
associnted with mid- o2nd lons-range planning can wreak havoe with o
critical program schedule that is dependent upon timely definitization
of customer recuirements, cuantities, costs, and follow-on logisticc
support., If the Programz Management Office must deploy versonnel to
accompany hardware ac part of Quality Assurance and training recuire-
ments, orientation 2nd preparation recarding culturzl factorsc is man-
datory. This chould be a cervice responsibility of the Faterial
Developers in the case of the US Army, this should be zccoapliched
by DARCON,

3. Develov a readily availoble packase of reference materizlc

(4]
[
—
(W)
2]
~

on cultural aspecis of F¥S mzanzcseaent. Presently, 2here i
of such zcterialy just identifyinzg votential zources of data ic ¢ rezl

challense ond cuite time-consuaning. A follcw-on effort at D3HC should
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gsystemntically identify and cssewmble = reference set of meanagement
liternture oriented to thce reouirements of o Frogram Menzrement Office

nbout to become involved with NS renuirements
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APPENDIX A

Ordnance l'rozram Division (OPD)
Organization,¥ission

lieadcuarters, Riyedhs

Pocitiont

Chief, OFD (COL)

Deputy/ X0 (LTC)

senior Onerctions/Treining/
fersonnel Advisor (LTC)

Senior Supply Adviaor (LTC)

ADP Advisor (i7AJ)

Serior M

‘cintenance Advisor
(L7C)

[}

benior Fecilities Jupnort
Advisor {G&-17)

/

P

Chiefd, Controcts i
tration Uervice (Gu-1Z)

Ny
Adminis=-

In~-rinm~dom vitec:

Al thard Denot:

Senior Depot Advisor (¥AJ/LTC)

Technical Advigsor-Supply (WO)

Technical
IEZIoR
WO

Adviror-Maintennnce

Function:

Aivisor to Chief, 543003

Contractin~ OfTicer for 533 cont

rocts
Coimmandy/ control 50Cl advisory effori,

Ascist/cunport Chief, OFD

Advisor to Director, Opns-Tns, SAAOC
and to Director, Personnel, SAADC,

Advisor to Director, Ceontrzl Inven-~
tory Control Joint (CICT),

Advisor to Chief, ALY Branch (CICP),

idvisor to Director, Central
Mrintenance Point (C¥P),

Advisor to Lirector, Facilities
Cupport.

Functional adminictration Bx3S con-
tracty limited comptroller support
throueh USAED XNiddle East for
accounting/funding services,

Advicor to Comnmsnder, Al Kharj Ord-
nance Depot {only supply and main-
tenance depot in Kingdom),

NDitio.

Ditto,

w.m.w.awmmmm
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Jedde Base lMainten-nce
Directoratets

Senior Ordnaice Advisor (CPT)

Tabuk Base iaintenance
Directorates

Sanior Ordnance Advisor (AJ)

rhamic luchayt Bere
“Ynintenonce Directornte.

senior Ordnance Advisor {4AJ)

Taif Arent

Senior Advisor, The Ordnance
Corns School (FAT)

Technical Advisor-Suprly
(sGr/WO0)

Senior Ordnance Advicor, Taif
Bagse lnintenance Directorate
(rad)

Advisor to BMD for Direct Support
supply/maintenance operations and
in-bound ordnance port onerations,

Advisor to 3D for Lirect Junport/

Ceneral Lupport supply/maintenance

operrtions and to Commander, North-
ern Arece Command,

Advisor to BMD for Direct Support.)

Generzl Gupport supply/msnintenance

operztionr and to Commnnder, South-
err Aren Conmand,

Advisor to Commandant, TOCS {only
Ordnance school in Kingdom).

Ditto,
Advicor to BHD for Direct Support/

General Support surply/maintenance
operations,
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APPENDIX B CPD LOCATIONS
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APPENDIX C

Structured Interview/Questionnaire

1. To what degree did you and your counterpari(s) agree

tion of a “successful" progsram?

1 2

on the defini-

3 4 5
Strongly Disagreed Uncertain Agreed Strongly
Disagreed Agreed

1 2

3

Z. To ubat derrce did you and your counterpart(sc) agree
a5 a barrier to mutuel progsram accomplichnent?

4

t langunge

5

Strongly Disarrced
Dirorreed it
Wac o Berrier

Uncertain

Agreed

Strongly
Arrced it

Barrier

3, In view of thr longs=term ronle of the Z0CP prosrom, to vhat dezrce
di¢ you and your counterpart(s) asree on the value of detuiled
pro~sran planning . .
in the chort-wrnnge?

1 ? 3 4 p)
Stron~ly Strongly
Disngrecd Disspreed Uncertain Agreed Agreed

in the mid-ranr~e?

1 ¢ 3 4 b
Gtronsly Strongly
Disogreed Dicagreed Uncertain Apreed Agreed

in the long-ronre?

1 < 3 4 5
Strongly Ctronrly
Disarreed Disnpreed Uncertain Agreed Apreed
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4, To what dersrec c¢id you mnd your counterpart{s) asgreo on the percep-
tion/use of time ags o simnificont mencgement porameter?

1 e 3 4 p)
Stronzly isarreed Urcertain Arreed strongly
Msagrecd Apreed

5. Do what dersrce ¢id you and yvour counterpart(n) asgrce on the necess-
ity for some mensure of individual nerformonce ev-luation?

1 . 3 4 9
Strongsly Digaereed Uincertain Arreed Strongly
Dizarrecd Arreed

o 'Po what derree did vou =nd vour counteroart(s) nasree on the meaning
and desirnbility of "economy and efficiency"” in program operations?

1 i 3 (1' '.)
Strongl: Dicorreed Uncertoin Arrecd stronrly
Dicarrecd Agrced

7. %o what aegrec did vou and :our monitorins hendcuarterc asree on
the impnet of culturnl ddifrferences in adminictering the 30CF pro-

oran?

1 . K 4 5
Stronaly visamreed Uncertain Arreca Strongly
Dicarrecd Arreed

Tre follouins~ ruantions ~re oven-cnded and cubjiectives

d. How dicé wou charccterine your countervart's renasement style in
teras of Ilemocrotic-Authoriterian-laicecen Faire?

To what extent could rou compare that strle with "typical™ U5/ West-
ern mana~enent arproaches/styles?

Y, diow did you nrencre for your escigpmment in Saudi Arebia?

To
ful?

nt extent did you feel your prenarntion was beneficicl/succecs-
19, if xou could rive onc cinsle bit of adviece to en advisor cselectee
prior to hie dep-rture from COU:, what advice would you offer?

11, How were you selected for your Saudi Arabien assigmment?

B1s



CGuestion ll=continued:

5-

as you can determine, did you

s far
h in fl enced vour beinr selected?
)

U)d':b

fa
ot
kill
Do you feel therc should be
personnel for suck an asaignment?
siten?

have identifiable specicl skills
If so, what vere those special

specizl ererecuicites for selectins
If co, what are those prereaui~

Biogranhical Eackeround

Jexs  alale Fenmale —
aAnet

__pnder 7o __A0-44
o= _50=h]
__30=39 60 or owver

mrlucations

__FEirih School lesree
__Some Collere or Technical School
_Colle~e Derree
__wore Graduate Work

iaster's Derree or lirher

__1ice MAJ

o __LTC
T _coL
_cr

Hurber of Yecrs FMilitury IExperiences

Under &

ot vl

N N
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15220

2129

30 or more

6. Military Hducations

_=nlisted N05~Producing Schools

Basie Officer

A

Y
——

Senior

dvanced Officer

5taff Collese

Service School

Lansunze School

your brief Jjob titles
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